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  1. Benefits

  Source: https://posthog.com/handbook/people/benefits

  
  Outside of our generous pay and equity, we also offer several other exceptional benefits to our team. We want to provide exceptional benefits when it comes to things that help you do your job better, and in line with the market for well-funded startups for everything else.

If you have any ideas for how we can improve our benefits offering, then please let us know!

Time off

Everyone in the team has unlimited, permissionless time off.

We also offer parental leave for new parents.

Equipment and co-working

As we are fully remote, we provide all equipment you need to have an ergonomic setup at home to be as productive as possible. We provide all team members with a company card for this purpose.

If you ever need change of scenery, co-working or working from a cafe or WeWork All Access are available, just follow our expense policy e.g. we trust you to do the right thing.

Please message Kendal to get added to our company WeWork account.


Meeting up

We do regular team offsites - recent trips have included Mexico, Aruba, Iceland, and Portugal! Small Teams also have their own offsites at least once a year.

We also encourage people and teams to meet up in person _in addition_ to the offsites. If you are working on a problem that is better worked on in person, then you should do this. Our expense policy is about trusting you to make the best decisions. Travelling can be distracting so we expect you to exercise judgement when doing this.

For any work-related travel, we also use Project Wren for carbon offsetting.

Free merch

People like our merch. If you want more, here's how to get it!

As always, we expect you to use this with restraint and with your own good judgement. The merch store should not become your sole source of clothing for your wardrobe, nor where you go any time a friend has a birthday. But sure, go ahead and buy your mom (or yourself) a hat or a hoodie!

Support open-source projects

Everyone gets a monthly open-source sponsorship budget to spend as they see fit to support open source projects of their choice.

We'll be your first investor

We'll be your first investor and biggest cheerleader, if you spend two years at PostHog and leave to start a new company. We're looking for entrepreneurs and a strong Why not now?!

Learning and development

We currently offer a Training budget and free books - you can find more on the relevant pages.

Country specific benefits

With everyone being distributed across the world, we do our best to provide the same benefits to everyone, but they vary slightly by country depending on the services that are available and local regulations.


US

401k contribution

In the US, our 401k plan is managed by Vestwell and we match up to 4%.

Health care

In the US, you'll enroll in benefits through BambooHR and manage your coverage through UnitedHealthcare for medical and Guardian for dental and vision. PostHog pays 100% of the premium of the Platinum plan for team members, and 75% for dependents.

We offer the option to opt in to a Flexible Savings Account (FSA), which is a tax-advantaged account that allows you to contribute pre-tax dollars up to $3,400 per year to be used on out-of-pocket medical expenses. The FSA is a "use it or lose it" benefit, so any dollars that are not spent by the end of the year return to the company.

There is also the option to choose a lower tier, high deductible health plan (HDHP), which will qualify you for a Health Savings Account (HSA) that has further tax benefits beyond what the FSA provides. At the end of the year, any unused money rolls over and the contribution limit resets.

UK

Pension

In the UK, we use Royal London. Team members contribute 5% and PostHog contributes 4%, but you can opt out if you like. You can also transfer out of the plan as frequently as you want, in case you would rather manage your own private pension.

Private health insurance

In the UK, we use Aviva for private healthcare (£100 excess per policy year) and Medicash as our cash plan for dental and vision. Children are included for free. Both of these are taxable benefits which will affect your Personal Allowance each tax year, and you can opt out at any time with 1 month notice.

Nursery

In the UK, we offer the workplace nursery scheme. This enables you to pay for your children's nursery using your pre-tax salary, saving you up to 45% in nursery fees.

If you are interested in this, first check with your nursery that they are part of the scheme, then message Kendal to get this set up.

Cyclescheme

In the UK we offer Cyclescheme to save money on new cycling gear. To get started, activate your Cyclescheme account via the Workplace Extras registration form.

Other countries

Pensions

In countries where you are employed under Deel's EOR service, we make pension contributions in line with legal requirements.

Unfortunately, we are currently legally unable to provide pensions to contractors.


Private health insurance

We offer private health insurance in countries where it is considered market to do so. For Ireland, Spain, Netherlands, Portugal & Canada the health insurer varies depending on market and offering via the Deel platform and can be subject to change. Please login to Deel to find the policy relevant to your market or reach out to the Ops team if you have any questions.





  2. BookHog

  Source: https://posthog.com/handbook/people/bookhog

  
  BookHog is PostHog's official book club. We meet once a month to discuss a particular book. Radical.

Michael is the organizer and picks the next book to read through a pseudo-democratic process. Previous themes have included 'unorthodox manoeuvres', 'short stories', and 'super mainstream beach reads'. All discussion and voting for the next book to read happens in the #books-and-films Slack channel. Previous books we have read:


	The Panama Papers

	Exhalation by Ted Chiang

	The Spy and the Traitor

	Pride: The Story of the LGBTQ Equality Movement

	Soon I Will Be Invincible

	Six Easy Pieces by Richard Feynman

	Stories of Your Life and Others

	The Order of Time

	His Masters Voice

	When Breath Becomes Air

	Arnold: The Education of a Bodybuilder

	A Billion Years: My Escape From a Life in the Highest Ranks of Scientology

	Dune

	Zen and the Art of Motorcycle Maintenance

	Team of Rivals

	The Richest Man in Babylon

	Surely You're Joking, Mr. Feynman!

	A Brief History of Intelligence

	Meditations by Marcus Aurelius

	The Chemistry of Death

	Countdown to Zero Day

	Drive Your Plow Over the Bones of the Dead

	No Rules Rules



Books can be purchased using your monthly books budget.





  3. Career progression

  Source: https://posthog.com/handbook/people/career-progression

  
  Helping the company win helps you win

The best way to progress your career at PostHog is to understand your team’s _and_ PostHog's objectives, then:


	Ship fast towards these

	Give and receive direct feedback to help yourself and others do the same

	Fix problems when you see them - early objectives are often wrong



You are what you do. Getting promoted in a company that is struggling, is very hard. However, if the company is succeeding, it'll be easy to justify, _and_ to afford, pay rises where people are performing very well.

Give a shit about your work, your team, and our users

These three are the inputs that lead to the output of career progression. If you focus only on yourself, no value is provided and you won't progress. If you only focus on your team, you won't build the right thing for our users. Having a consistently caring attitude will in the long term lead to progression - if you do this, PostHog will progress you.

When we IPO, you will literally walk into any job anywhere

While being able to talk about all the cool stuff you built will help you in your future career, being an early employee that took us from very early to public is a huge and an _exceptionally_ rare career achievement. That's how you leap multiple positions into an exec role, or whatever else you want to do.

Ways we help you progress

Hire and maintain a team of excellent people, all working transparently, that you can learn from

We are disciplined with maintaining a high bar. And since everyone works so transparently, you can learn from watching what everyone is doing - from how board meetings work, to why we picked a company strategy, down to why our frontend is the way it is.

Give you loads of autonomy

We don't limit you, and will push for much more than you may think is possible. It will feel hard, but rewarding. You will get used to not asking for approval.

Give you lots of interesting problems to work on

PostHog has a wide variety of challenges - from data, to entire new products and features, to design and UX tradeoffs. On the go-to-market side, we're wildly different - you'll learn about self serve, bottom up adoption, handling a community, and how giving things away for free leads to us making money.

We have small teams - we can move people around as we grow to provide variety and to let people switch up their focus if things get stale.

Lightweight management

You have someone to talk to, but without being micromanaged. Their priority is to support you, and we give them resources to make them a better manager. They will also do a regular career check-in with you as part of your 1-1s to ensure you're on the right track.

Build a huge open source portfolio

Better than a fancy title - you can show future employers or investors what you built and the problems you solved.

Your team around you see your everyday work more than a manager - get direct feedback from them

Great people + direct feedback = learning.

Ways we do not help you progress

A checklist of things / a formal career progression framework

This is self-interested by its nature, so creates the wrong incentives. The benefits of frameworks only start to outweigh their drawbacks when you need to start coordinating 100s of people.

Fancy titles

We don't have a wide range of titles - we want people to be as equal as possible in order to enable autonomy versus micromanagement. Your open source work speaks for itself.

Getting a manager to progress you

This gives too much power to managers. No one else can really do this for you - your motivation to progress has to be intrinsic to be sustainable.





  4. Compensation

  Source: https://posthog.com/handbook/people/compensation

  
  Auto TL;DR

  At a Glance

  This long page covers these main areas. The list is generated from the article headings, so it updates with every handbook rebuild.
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  How it works

We have a set system for compensation as part of being transparent.

You can use our compensation calculator below to see what your compensation might look like when you're joining PostHog, and to see how it might develop over time:

We think the fastest possible shipping comes from a leaner and stronger team. We pay generously, so you'll work with the best people in the world.

Important:


	If we are missing your country, it simply means we've not hired there before so we'd need to put together some data in advance of hiring you.

	If you're considering applying to PostHog and the salary is the only blocker, then something is wrong with our model (as we aim to pay generously) for your circumstances in most cases. Please tell us as part of the hiring process and we will review things.



Level

Level does not correlate with increased importance, but with impact within PostHog. Your level is _not_ a title - we don't believe in having a huge hierarchy of roles, as everyone needs to feel like the owner of the company that they are.

Very broadly, we think of the various levels as:


	Junior: contributes to small or function-specific projects (note, we rarely hire people at this level)

	Intermediate: owns small to medium sized projects

	Senior: owns and drives large projects or a whole product, decides what needs to happen and does everything necessary to get that done

	Staff: same as senior, but also _consistently_ owns and drives large projects that impact the entire company, not just their product, team or even function.

	Director: someone who is operating at the highest levels, usually a member of the Blitzscale team and usually a manager of managers

	Principal (same level as Director): same as Staff, but with extremely rare skills or operating at a very high level.



It's important to note that this is not a checklist. These descriptions are indicative, and there will always be a degree of judgement by the  to decide which level you're at, also based on other people within PostHog.

Step

Within each level, we believe there's a place to have incremental steps to allow for more flexibility. We define these as follows:


	Learning: Starting to match expectations.

	Established: Matching expectations.

	Thriving: Exceeding expectations.

	Expert: Exceeding expectations consistently.



With exception of team members at the very beginning of their career or where it is their first time in this type of role, we hire into the Established step by default. This will give everyone the opportunity to be set up for success and leave enough room for salary increases, without the need to move up in seniority.

Here's how to move from one step or level to another.

Benchmark

In line with our compensation philosophy, the benchmark for each role we are hiring for is based on the market rate in San Francisco.

We use Pave as our main source for our salary benchmark and build a target range based on that data.

Because the engineering market is very competitive, and we think there is a 10x difference between an average and a top engineer, we pay near the top of market, which we define as being the 90th percentile, at the time of review. For other roles we still try to pay towards the top of market, which we define as 50th percentile + 20%.

Location factor

Most of our location factors are based on GitLab's location factors. Location factors are based on _cost of market_, not cost of living. This means that we look at how much it typically costs to hire a person in that role in that location, not how much it costs to live there. This is why, for example, our location factor for San Francisco is the highest, even though there are several other places that are more expensive to live.

We set a floor of 0.8 in the US, and 0.6 everywhere else, to avoid creating huge disparities in pay if someone happens to live in an exceptionally low cost of living country/state.

GitLab uses a combination of data from Economic Research Institute (ERI), Numbeo, Comptryx, Radford, Robert Half, and Dice to calculate what a fair market rate is for each location. Read more on how GitLab calculates this location factor.

The location factor takes your local exchange rate into account, so we don't have to keep updating exchange rates when they fluctuate. The floor also helps mitigate this. You will always be paid in your local currency, unless there is a very good reason not to (e.g. it is normal in your country to transact in USD).

Executive compensation

For hiring into executive roles, we use a separate database of compensation benchmarks rather than this calculator. The terms of access to this (paid) database means that we're not able to share it publicly.

The benchmark data is all we use for executives. As a rule, executives are paid above average but not top of market.

The reason for less sophistication here is that we have very few executives, and only one for each role by definition. It's irrational to create a system so that, within a given benchmark, people are paid equally when there is just one person to consider!

Pay reviews

We review pay proactively and currently run pay reviews for the whole team 3x per year - usually around March, July, and November. You do not need to do anything - our goal is to keep your compensation at an appropriate level without you having to ask.

As we do these much more frequently than regular companies, team members should definitely not expect these to result in a change to their Step or Level each time - mostly they will stay the same. Additionally, team members will find that their Step, or place within a Step's range, will change more frequently than their Level.

Finally, we may change pay without editing Step or Level if the market rates for the underlying benchmark have gone up. When we review pay we don't take inflation into account, as this is already accounted for by market data. Thus, you won't get a yearly "inflation raise" as is typical in many localities, though our review process and benchmarking ensures your salary will remain in-line with the market.

We do also regularly increase benchmark levels when we are making a deliberate attempt to raise the bar in terms of hiring. This means that, when a benchmark is increased, it's not unusual for your level and step to come down. You will still get a pay increase, just not always at the same % increase as if the benchmark alone went up.

How the review process works

To make sure everyone has an equal chance at getting a pay rise, we do not factor in how frequently someone requests one. When increasing pay we only look at our calculator and performance. This helps us to be as inclusive as possible, as underrepresented groups are statistically less likely to request a pay rise.

We want to increase pay as frequently as we can in a proactive way, rather than putting the onus on the team member to negotiate every time. We don't make any changes outside of these reviews - if you change role for example, any changes will usually happen at the next closest review.

Any increases will be communicated by the relevant Blitzscale team member, as compensation is not a manager's responsibility at PostHog.  If you need to talk to someone about your compensation or how the calculator works, you should ask the relevant member of the exec team in the first instance.

You will only hear from them if there has been a change in your pay, not if it is staying the same.

If you recently accepted an offer at PostHog and the benchmark changes between you accepting and joining PostHog, your pay will be re-assessed during the next pay review. Often this just means adjusting benchmark, step, and level - it is unlikely that your actual pay will go up.

Relocating

If you're planning on relocating, your salary may be adjusted (up or down) to your new location. This will be done at the next compensation review. If this represents an increase in pay, _we need to approve this change in advance_ - we cannot guarantee it is always possible, as our budgets may not allow it.

If you are nomading, we will set your location factor for the place that you are spending the most time in over the next 6 months. Our frequent compensation reviews mean that we can make adjustments reasonably frequently, but again any increase needs approval in advance.

Please note that there are a few countries that we don't employ people in.


Equity

It’s important to us that all PostHog employees can feel invested in the company’s success. Every one of us plays a critical role in the business and deserves a share in the companies success as we grow. When employees perform well, they contribute to the business doing well, and therefore should share a part of the increased financial value of the business.

As part of your compensation, you will receive share options in the company. We do not have a strict calculator here, but broadly you receive equity based on your role, level and location. Our general philosophy here is average equity, with extremely employee-friendly terms and options for liquidity through secondary.

Whilst the terms of options for _any company_ could vary if we were ever acquired, we have set them up with the following key terms which we believe are industry-leading in their friendliness to employees:


	Standard 4-year vesting with a 1-year cliff

	10 years to exercise your options in the event that you leave PostHog

	Double trigger acceleration, which means if you are let go or forced to leave due to the company being acquired, you receive all of your options at that time

	Vesting starts from your start date (not after a "probation period" or similar)

	For UK-based team members, eligible options are part of the EMI share options scheme or the CSOP scheme, which are tax-advantaged



It can take time to approve options, as it requires a board meeting and company valuation. We can clarify the likely time frame at the time we're hiring you. Vesting will always start from when you joined PostHog, not from when you receive your option agreement. While we can commit to a particular number, we cannot commit to a particular strike price when offering share options, as the valuations are done by a third party and can vary depending on where we are in our funding cycle.

Check out our share options FAQs to learn more.

Equity refreshes

Every employee will be eligible for equity refreshes each year you are working at PostHog. These grants are between 18%-25% of the value of a new grant for your current role. The percentage is based on your performance and can vary year by year.

These equity refreshes will be decided at our pay review cycles that happen 3 times a year, in roughly March, July & November, and are communicated by the relevant #team-blitzscale member at that time. Grants are approved quarterly by the board, though vesting is back-dated begins on the actual anniversary date. You'll be made aware of your grant being approved when you get an email from Carta regarding the grant. These refresher grants will be on the same terms as your original grant with a 12 month cliff, they will likely be subject to a different strike price due to changes in valuations.

Funding rounds disrupt when we are able to issue new grants, so approvals my be delayed if we are actively fundraising.

Probation period

We are fully committed to ensuring that you are set up for success, but also understand that it may take some time to determine whether or not there is a long term fit between you and PostHog.

Subject to certain exceptions for sales roles and German employees mentioned below, the first 3 months of your employment with PostHog is a probation period. During this time, you can choose to end your contract with 1 week's notice. If we chose to end your contract, PostHog will pay you 4 weeks' base salary pay, but usually ask you to finish on the same day.

People in sales roles, such as Account Executives, have a 6 month probation period - this is to account for the fact that it can be difficult to establish whether or not someone is able to close contracts within their first 3 months, given sales cycles.

German employees also have a 6 month probation period - this is to align with market standard best practices and expectations for hiring in Germany, as it can be operationally difficult to part ways with German employees so we ask for as much information as possible to establish whether the hire is a good, mutual, long-term fit. During probation, either PostHog or the German employee may choose to end the employment contract with 1 month notice.

Your manager is responsible for monitoring and specifically reviewing your performance throughout this initial period. If under-performance is a concern, or if there is any hesitation regarding the future at PostHog, this should be discussed immediately with you and your manager.

At the end of your probation period, you won’t usually receive formal confirmation that you’ve passed probation, the default is no communication. By that point, you should already have a clear understanding of your performance and progress through your 30/60/90-day check-ins with your manager.

Severance

At PostHog, average performance gets a generous severance.

If PostHog decides to end your contract after the first 3 months (6 months for sales roles), we will offer you a total of 4 months of base salary (which includes any time we need to give you under the law). To receive these benefits, we will ask that you sign a standard post-termination certificate or release. For our German teammates who have completed their 6 month probation, we will follow the local legal requirements for notice and severance, in line with what is typical in Germany.  In some cases, we might ask you to stop working right away and pay you instead of having you work through your notice period, or set up a "garden leave" depending on what is most appropriate for your location and contract. If the decision to leave is yours, then we generally just require 1 month of notice, though this can vary depending on your country's laws or the specifics of your contract.

If you are in a role with a commission/bonus component, you will be paid the amount you are owed as of your last day at PostHog.

We have structured notice in this way as we believe it is in neither PostHog's nor your interest to lock you into a role that is no longer right for you due to financial considerations. This extended notice period only applies in the case of under-performance or a change in business needs - if your contract is terminated due to gross misconduct then you may be dismissed without notice. If this policy conflicts with the requirements of your local jurisdiction, then those local laws will take priority.

Contracts

We currently operate our employment contracts in the three geographic regions where we have business entities:


	United States of America

	United Kingdom

	Germany



This means, if you live in one of those countries, you will be directly employed by PostHog or the applicable subsidiary as an employee in one of our entities.

If you live outside the US, the UK or Germany, we use Deel as our international employer of record. This means you are technically employed by Deel on our behalf. This doesn't affect your rights or benefits.

In some cases, you may be an independent contractor, in which case you will invoice us monthly via Deel. Deel offers pretty much all countries and currencies. As a contractor, you will be responsible for your own taxes.

Payroll

In the UK and for international contractors, we run payroll monthly, on or before the last working day of the month.

In the US, we run payroll twice a month, on the 15th and on the last day of the month.

Deel runs payroll on the last working day of the month.





  5. Feedback
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  Feedback at PostHog

Sharing and receiving feedback openly is _really_ important to us at PostHog. Part of creating a highly autonomous culture where people feel empowered is maintaining the most transparent and open flow of information that we can.

This includes giving feedback to each other, so we know we are working on the right things, in the right way. While giving feedback to a team member can feel awkward, especially if it is not positive or if you are talking to someone with more experience than you, we believe that it is an important part of not letting others fail.

'Open and honest' doesn't mean 'being an asshole' – we expect feedback to be direct, but shared with good intentions and in the spirit of genuinely helping that person and PostHog as a whole to improve. Please make sure your feedback is constructive and based on observations, not _emotions_. If possible, share examples to help the feedback receiver understand the context of the feedback.

Full team feedback sessions

We run full team 360-degree feedback session as part of every offsite. Some teams will do them during their own small team offsite, while others choose to do them as part of the whole company offsite. The session gives everyone the opportunity to give and receive feedback to everyone else. If your team works closely with another or is very small, you may combine with another team (but keep attendees to <8 if you can).

Ground rules


	Everybody participates! You should have a think and write up your notes in advance – don't try and wing it on the day.




	Preparation includes reading our handbook about how to be a good feedback giver and receiver.




	As a guide the mix of positive and constructive feedback will vary. You should spend more time talking over the constructive even if you have a long list of positive things to share – this is an opportunity to help each other to grow.




	Everyone is  expected to give feedback to everyone, even if they don’t work together directly. It may be very short feedback, which is ok!




	That being said, avoid piling on and repeating feedback others have given unless you have a different perspective or can add more context. It is ok to say "+1 to what X said about Y" and move on. Do not spend 2 min repeating the same point that has already been made by someone else.




	Everyone is responsible for noting down and actioning their own feedback (ie. the people team won't do this for you).




	What is discussed is for the benefit of those present and does not need to be shared with others who were not present. It is ok to follow up with anyone on feedback you received or gave after the session.




	Use a notebook, or worst case keep notes on your phone. You will be much less present if you use your laptop, so we generally discourage these.



How to give good feedback

We know that giving feedback can sometimes be difficult, so here are a few tips on how to give good feedback:


	If something went wrong, focus on what has actually happened, not on whose fault it is. Assigning blame is not productive.




	Be as specific as you can with your feedback. An example can be helpful to give the recipient context.




	Sometimes a question can be more useful if you feel you lack the full context. For example 'I've noticed that you sometimes do X. Can you explain to me what your thought process is when you are doing that?'




	If your feedback is about behavior, focus on the behavior itself and its impact on you, rather than attacking the person's character. For example 'When you do X, it makes me feel Y. Would you be willing to do Z instead?'




	Remember that positive feedback is really important – we should reinforce and affirm the things we want that person to keep doing!



We expect everyone to support each other by giving lots of feedback – it's not ok to stay quiet if you have something constructive to share.

How to receive feedback well

If someone is making the effort to give you feedback, you should reciprocate by receiving that feedback well. Being a good feedback receiver means that people will be more inclined to give you feedback in the future, which will help you to grow!

Here are a few tips to help you do this:


	Assume positive intent on the part of the feedback giver.




	Try not to hear attack - listen for what is behind the words.




	It can be useful to paraphrase the feedback to ensure you have understood it correctly, or ask questions to clarify.




	You do not have to accept all feedback! However, it's probably worth taking time to reflect on it, rather than reacting in the moment. There is a difference between acknowledging feedback and disagreeing with it.



README sessions

At small team offsites we may also run README sessions in addition to 360 feedback sessions. Typically we find it useful to run these README sessions as early as possible during the offsite and before 360 feedback, as they are a great way to get to know your team.

README sessions are an opportunity for you to help others understand more about your background, communication style, and interests. You can share as much or as little as you feel is appropriate. Some things which you may wish to consider include:


	What you’re good at

	What you’re bad at

	What you like

	What you don’t like

	How best to work with/help you



It's OK to ask short, clarifying questions when someone has finished, but sessions shouldn't become Q&As.

Team surveys

We run team surveys every 6 months using the _Pulse Surveys by Deel_ Slack app. These are set up to run automatically, including reminder messages in Slack, so you don't need to chase people manually. Charles and Coua have admin access to the surveys in Slack.

The questions are based on the ones used by Culture Amp and cover categories such as Company Confidence, Culture, Growth etc. on a 1 ('strongly disagree') to 5 ('strongly agree') scale. The benchmark used is against Culture Amp’s ‘new tech’ companies with less than 200 people. We then take the average score out of 5 and multiple it by 20 to get a % number. A bit rough, but close enough so we can compare with the benchmark.

Only the People & Ops and Exec teams have access to the full list of responses, which are not anonymous.

We follow a template to report a summary of the results in an Issue. You can view the latest survey results here - just copy the formatting ever.

Current list of questions


	I understand PostHog's goals and can see how my work contributes to them. (1 to 5)

	At PostHog, we have open and honest two-way communication. (1 to 5)

	I receive appropriate recognition for my work at PostHog. (1 to 5)

	I believe that my total compensation (salary + equity + benefits) is fair, relative to similar roles at other companies. (1 to 5)

	The leaders at PostHog keep people informed about what is happening. (1 to 5)

	If you were to leave PostHog, what would be the reason? (Free text field)

	PostHog is in a position to really succeed over the next three years. (1 to 5)

	What motivates you right now? (Free text field)

	My manager and team around me genuinely care about my wellbeing. (1 to 5)

	I feel like I am learning and growing at PostHog. (1 to 5)

	Generally, I believe my workload is reasonable for my role and I am able to arrange time out from work when I need it. (1 to 5)

	The support I am receiving and processes we have in place allow me to do my best possible work. (1 to 5)

	I would recommend PostHog as a great place to work. (1 to 5)

	I see myself still working at PostHog in two years' time. (1 to 5)







  6. Finance

  Source: https://posthog.com/handbook/people/finance

  
  Finance mission

We exist to make your life easier. You should spend time shipping great products, instead of wrestling with restrictive financial controls. We want to keep things distraction-free for you, and remove admin obstacles from your path. If you are spending your afternoon arguing with an expense system, we have failed.

We aim to build a system that works for you, and not the other way around. The deal is that we take on the messy, admin heavy-lifting behind the scenes. But we ask that you don’t skip the small steps (like uploading a receipt) because when you bypass the easy steps today, it snowballs into a painful cleanup job later.

When we design processes, our first question is “how can we make this disappear for the team?” or “will this ensure fewer Slack pings for us?” We don’t use restrictive approval flows. We operate on high trust and give you the context to make good spending decisions rather than block you with red tape. We consider your time very carefully, 15 minutes distraction per person is days of productivity lost across the company. Sometimes we do have to consider the lesser of two evils, eg. asking everybody to do a small task now, to unlock less distractions later.

We also give you financial insights to make PostHog even better - we don’t gatekeep the numbers. We want you to have visibility into monthly, quarterly, annual financial performance and SaaS metrics. We benchmark ourselves against public companies and peers in the industry so we know where we’re headed!

Finance principles

This is how we think about financing PostHog as a business:


	We’re efficient because it allows us to build more products.

	We want to _always_ be default alive.

	Losing control means becoming inefficient, because we would need to raise more money from VCs, who would push us for more aggressive growth to meet _their_ goals. This means building fewer products and spending more on shorter-term bets, like large sales teams.

	Being default alive means that profitability is always an option we can take, even if it is not a goal right now.

	Going from inefficient to efficient is _really_ hard, so we always want to default to being efficient. When we think about our products, this means:

	Hiring efficiency always matters.

	New products start with just 1 or 2 people - we don't spin up a whole team on day 1.

	Products at scale should stay efficient as they'll be able to ship faster without worrying about coordination costs.

	COGS only matter at scale.

	New products shouldn't have to worry about this - they should optimize for speed.

	Products at scale have to be profitable - if they aren't, we won't stay default alive.

	We trust the team to spend money sensibly in the best interests of PostHog, and not to waste money.



Finance runbooks

These can be found in the company-internal repo within the finance directory.





  7. Grievances and Disciplinary Process

  Source: https://posthog.com/handbook/people/grievances

  
  While these issues are hopefully an extremely rare occurrence, it’s important for us to have a clear process around how we do this stuff in order to ensure everyone is treated fairly and transparently.

A couple of notes before we get started:


	Any outcome of these processes will _only_ be shared with the people involved, not the wider team. Likewise, we ask people involved to maintain confidentiality in these cases. This is to give the best chance of a team member being able to fix their behavior and to work together with the rest of the company in future. Any misconduct issue may be deeply personal and sensitive compared to, for example, a performance issue.

	We will do our best to balance being thorough with coming to a speedy resolution for everyone involved. We’d expect a process to take ~4 weeks.

	Our default assumption is that we can resolve disciplinary issues and grievances internally. However, if an issue or grievance is particularly serious or difficult to resolve, we may need to bring in external help.

	This isn’t a court of law - we’re just trying to establish what is most likely to have happened based on the information we have.



These policies are deliberately short and simple, and use the Acas template as a model. If you have any detailed questions about how they work in practice, please ask Charles.

Disciplinary process

In cases of minor misconduct which cannot be resolved informally, we may issue a verbal warning.

In cases of serious misconduct, or multiple instances of minor misconduct, we may issue a written warning, and then a final written warning. If these do not resolve the issue, we may move to dismissal with or without severance, depending on the circumstances.

We may omit any of the stages of procedure listed above as circumstances require - for example, if the misconduct is exceptionally serious.

Serious misconduct includes things such as:


	Discrimination, bullying, or harassment

	Theft or fraud

	Physical violence

	Deliberate and/or serious damage to property

	Drug or alcohol abuse at work

	Causing loss, damage or injury through serious negligence

	Intentional breach of confidentiality

	A material breach of your employment contract



If you are a person being accused of misconduct, you will be advised in writing prior to any relevant meeting with you of your alleged misconduct, and will be given a reasonable opportunity to respond prior to a formal meeting. Meetings are usually held with Fraser. If you are in the UK (or other jurisdictions where the right to bring other people with you is a legal requirement), you are entitled to bring a colleague or trade union representative to these meetings. If this is the case, please let us know who you are bringing in advance.

We will send round written notes afterwards, which will be kept confidential.

Grievance process

All proceedings are confidential, and you will never be punished for bringing a grievance (unless it’s obviously malicious), even if no action is taken.


Victims of harassment or bullying should disengage from the situation immediately and seek support. You can speak to Fraser about your grievance and he can help you. If he is not available, talk to Carol (US timezones) or Tara (Europe timezones).

Most grievances otherwise can usually be resolved informally between you and the person involved - if it is informal and you're unsure what to do, talk to your manager. If it is about your manager, talk to _their_ manager or ask Fraser. If the matter cannot be resolved informally, you should put the details of your grievance in writing and send it to Fraser (or if the matter concerns him, please send it to James or Tim). There is no particular format to follow, and you can start at this step if needed.

To make sure we can investigate your grievance properly:


	Try and raise your grievance as soon as possible - it's easier to figure out what happened that way.

	Give specific examples of the behavior that you felt was misconduct. Try to avoid sweeping statements.

	Avoid including hearsay or other people’s comments in your grievance.

	While this process is confidential, our default assumption is that grievances are not made anonymously as this makes it harder for us to investigate or to report back to those raising the complaint.

	Please be understanding with those dealing with your grievance. We take these issues very, very seriously, and likely any action we take is difficult in one way or another.



Fraser will hold a meeting(s) to discuss further. If you are in the UK (or other certain jurisdictions where the right to bring other people with you is a legal requirement - in which case we require you to confirm the other attendees in advance of the meeting), you are entitled to bring a colleague or trade union representative to these meetings, and we will send round written notes afterwards, which will be kept confidential to those in the meeting and those the complaint is being made about. The number/type of meetings held is flexible depending on the nature of the grievance. You are not obliged to attend a meeting with the person you have a grievance against if you don’t want to.

If, following investigation, your grievance is not upheld, then we will support everyone in rebuilding their working relationship to the extent it is possible. We may consider making arrangements to avoid the affected parties working together closely.

Whistleblowing

Whistleblowing is where you observe illegal or dangerous behavior, and is different from raising a grievance as it may not affect you directly. In this case, please email Fraser and Hector. This includes things like criminal offences, someone's health and safety being in danger, or damage to the environment. You can also whistleblow about someone trying to cover up information about any of these issues. We will broadly follow the same process outlined above for grievances.

If your concern is a personal one, it will usually not be covered by whistleblowing. In these cases, you should raise a grievance.

Appeals

If you disagree with the outcome of the above processes, you have the right to appeal if you can demonstrate why you believe a particular aspect of the investigation has materially affected the outcome. Appeals must be submitted within 2 weeks of receiving the outcome.

If an appeal is submitted, we’ll arrange a final meeting within a reasonable time period. Any decision made here will be final and there is no further right of appeal. We will aim for the meeting to be held by a member of the Exec team who wasn’t involved in the process previously.





  8. Design Hiring

  Source: https://posthog.com/handbook/people/hiring-process/design-hiring

  
  Design hiring at PostHog

Our design team is small and we don't hire into this team very often. Please check our careers page for our open roles.

What we are looking for in Design hires

Beyond the specific skills listed in the job description, we always generally look for:


	Strong eye for design

	Experience working with Figma

	Ability to ship iteratively

	Communication skills

	Do they have writing errors in their cover letter? What does their online presence look like?

	Moreso than other companies, all of our communication is written and public for the world to see. Good written communication is key.



Design hiring process

1. Culture interview

This is our standard first round culture interview with the People & Ops team.

2. Technical interview and portfolio review

The technical interview round is a 2-part interview, lasting up to 90 minutes in total.

The first half of the interview will be with Cory and 1 or 2 team members, and it will focus on your Product and Design thinking. You can expect questions around your typical design process and how you prioritize.

The second part of the interview will be a portfolio interview, where you will meet a few other members of the team. You will present a deep dive into your portfolio, covering the end-to-end process from strategy to design to impact.

3. Design SuperDay

The final stage of our interview process is the PostHog SuperDay. This is a paid full day of work with us, which we can flexibly arrange around your schedule.

A Design SuperDay usually looks like this (_there is a degree of flexibility due to time zone differences):_


	Kick-off session with Cory(Lead Designer)

	Meet the founders - Tim and James

	Time to focus on the task - we can provide support via your personal Slack channel

	On days when we have company wide meetings, we will invite you along to that and give you a chance to introduce yourself. On days without company-wide meetings, we will arrange for you to meet a few members of our team for a casual lunch/coffee break



In line with our values and culture, you might get short replies like "step on toes" or "bias for action".






  9. Developer Relations Hiring

  Source: https://posthog.com/handbook/people/hiring-process/devrel-hiring

  
  Developer Relations hiring at PostHog

Developer Relations are relatively new at PostHog. However, the team will be growing as the company grows and as we increase our engagement with developer communities.

Currently, we are hiring for the following Engineering roles:


	Developer Educator



What we are looking for in DevRel hires

Beyond the specific skills listed in the job description, we generally look for:


	DevRel at PostHog is undertaken with an ethos of empathy and collaboration. Any DevRel hire must clearly demonstrate this.

	Has built something from scratch, ideally with minimal outside help

	You may have been the founder of a startup, or built an impressive side project. You may have also worked on a project at work where you were the only developer.

	Communication skills

	Are there any writing errors in their cover letter? What does their online presence look like?

	More so than other companies, all of our communication is written and public for the world to see. Good written communication is key.

	Community focus

	Our DevRel team works very closely with our customers - they do community support, demos, and help with installation and integration. All potential hires need to be driven by delivering the best possible experience for their customers.



DevRel hiring process

1. Culture interview

The culture interview usually lasts around 30 minutes and will be with someone from our . This round is loosely structured into 4 different sections:


	PostHog - mission, vision, team, way of working etc. If it was cold outreach, we provide a little more context up front.

	Candidate background and mindset.

	Talk about the hiring process and check if the candidate has seen our compensation calculator so we know we're roughly aligned.

	Answer any open questions.



We are looking for proactivity, directness, good communication skills, an awareness of the impact of the candidate's work, and evidence of iteration or a growth mindset.

2. Technical Interview

Most developer relations roles will go into detail about the candidates experience and thoughts on:


	API standards

	API usage best practices

	SDKs and libraries

	Documentation

	Tutorials

	Video content

	Data analysis and manipulation

	General programming skills



DevRel SuperDay

The final stage of our interview process is the PostHog SuperDay. This is a paid full day of work with us, which we can flexibly arrange around your schedule.

We will share the task with you at the start of the day. The task is representative of the work someone in this role at PostHog is doing, and it is always the same for each candidate, so we can make clear comparisons.Day

This gives you the chance to learn how we work, and for us to see your quality and speed of work, as well as the way you communicate. It is a very demanding day of work, but we all want you to succeed!

An DevRel SuperDay usually looks like this (_there is a degree of flexibility due to time zone differences)_:


	Kick-off and ideation session where we'll define the specific deliverables for the Super Day. These will most likely include:

	GitHub repo with code and README (we'll create and setup a private repo)

	Written or video tutorial

	Time to focus on the task, we can provide support via your personal Slack channel

	On days when we have company-wide meetings, we will invite you along to that and give you a chance to introduce yourself. On days without company wide meetings, we will arrange for you to meet a few members of our team for a casual lunch/coffee break

	Depending on the time zone, we might arrange a wrap up session at the end of the day



You can expect to hear back from us within two working days of your SuperDay. We will also make the payment for your SuperDay as soon as possible.

If we decide to make you an offer, we will most likely arrange a call to discuss feedback and next steps.

If we don't make an offer, we will give you as much constructive feedback as possible.





  10. Engineering Hiring

  Source: https://posthog.com/handbook/people/hiring-process/engineering-hiring

  
  Auto TL;DR

  At a Glance

  This long page covers these main areas. The list is generated from the article headings, so it updates with every handbook rebuild.

  	Engineering hiring at PostHog

	What we are looking for in engineering hires

	Engineering hiring process

	Culture screen

	Technical screen

	Culture & motivation chat

	Engineering SuperDay

	How to become an interviewer at PostHog



  Engineering hiring at PostHog

Engineers make up around 60% of our team, and we are almost always hiring for Engineering roles. This page provides internal documentation on our engineering hiring process, including roles and best practices for interviewers. You can find all open roles at PostHog on our careers page, in case you want to refer someone.

What we are looking for in engineering hires

Beyond the specific skills listed in the job description, we generally look for:


	Experience with relevant technologies (Python or similar, React or similar, something to do with big data is a bonus)

	We don't care how many years of professional experience someone has, but depending on our current team structure we may be looking for more or less experienced people for a role - if that's the case, we will be explicit in the job spec.

	Has built something from scratch, ideally with minimal outside help

	They may have been the founder of a startup, or built an impressive side project. They may have also worked on a project at work where they were the only developer.

	Communication skills

	More so than other companies, all of our communication is written and public for the world to see. Good written communication is key.

	User-centric

	Our engineering team work very closely with our users - they do customer support, demos, and help with implementation. All potential engineers need to be excited by the prospect of getting to work directly with users.



Engineering hiring process

Hiring is a team effort, and we need everyone to contribute to make the best new hires. Talent Partners handle all scheduling throughout the interview process, and support both interviewers, candidates and hiring leads.

You can find more information regarding the hiring process in the handbook, or reach out to @talent-folks in Slack.

Culture screen

The culture screen is handled by the Talent team. Normally this is a 20-30 min call where they make an initial assessment for the candidate's fit for the job, culture, communication style, and sort all logistics.

Technical screen

The technical interview is an hour-long technical interview with one of our engineers. This might be architecture design or diving more into past technical experiences in more of a workshop style. No whiteboarding or brain teasers. We share our guide to preparing for the technical screen with candidates so they know what mindset to bring.

Sometimes when you get part of the way into a technical interview it becomes clear that the person is not a fit. Because rejecting candidates needs to be done in a specific way, please continue the interview as usual and do not reject on the call. It's okay to end the interview a bit early - interviews often don't take the entire time, and it's okay to give this caveat ahead of every technical interview.

You should use the technical exercise guide when evaluating candidates at this stage.

You may be shadowed by another PostHog team member – a shadow is someone who listens in, but doesn't participate. This is something we do regularly among technical interviewers, as a way of improving the hiring process. During high season, we may ask some of you to record these interviews for training purposes to help us onboard and train new interviewers faster. The candidate will, of course, have the chance to opt out by either letting their recruiter know in advance or letting you know at the start of the interview - you should always ask the candidate for their permission before recording and this will never affect the outcome of the interview - there are many reasons why someone may opt out from being recorded.


Culture & motivation chat

One of our co-founders or execs – Tim or James, depending on scheduling – will meet with the candidate for a short 15 min chat to dive deeper into culture and motivation.

Engineering SuperDay

The final stage of our interview process is the PostHog SuperDay. This is a paid full day of work, which we can flexibly arrange around the candidate's schedule. We share our guide to preparing for the engineering SuperDay with candidates so they know what to expect.

For full-stack roles, the task involves building a small web service (both backend and frontend) over a full day. The task is designed to be _too much_ work for one person to complete in a day, in order to get a sense of their ability to prioritize (and ship!).

Each engineering SuperDay will have a SuperDay buddy, this person will conduct the interview halfway through the day, will be available in Slack throughout the day to answer any questions, they will also be giving feedback on the SuperDay output.

An engineering SuperDay usually looks like this (_there is a degree of flexibility due to time zone differences)_:


	An invitation to a personal Slack channel for the SuperDay, which we'll use throughout the day

	This will include:- the talent team, cofounders, exec, hiring lead, & the SuperDay buddy

	Time to focus on the task

	An interview with the SuperDay buddy

	A chat with James, Tim, or an exec, whoever they didn't meet with in the previous stage

	Wrapping up – at the end of the work day, they'll send us what they've built, along with a summary



Usually the Superday buddy will review the output, but they can ask other engineers for input when needed, and we'll get back to the candidate with our final decision ASAP (always within a few days).

Overall, candidates should spend at least 80% of their time and energy on the task and less than 20% on meeting people, as we base our decision on their output of the day. However, we encourage everyone to use the Slack channel as much as needed for any questions or problems.

How to become an interviewer at PostHog

As PostHog grows and our hiring goals get bigger and bigger, to achieve that we will need more people taking interviews and assessing people in those interviews. As we scale, it's important that we maintain a calibration across interviewers by onboarding each new interviewer to the interviewing process carefully.

If you wish to get involved in interviewing, you can request so by contacting the talent team using the @talent-folks handle in Slack in the #team-talent channel. Please note, that if you are in your first 90 days at PostHog, you should not be focussing on interviewing and focus on ramping up and onboarding successfully. Even shadowing interviews can be distracting, so consider even leaving these until after your first 90 days.

Once you have let the talent team know, you'll work closely with a Talent Partner to get you up to speed. This will involve them scheduling you to shadow at least two live technical screens with two of our most experienced interviewers. They will also share with you the relevant watching and reading materials that should be consumed before conducting your first interview. Your very first interview will be shadowed by one of our experienced interviewers and they will give you feedback, on both their assessment of the candidate interviewed and then how you did. Based on how this goes, either you can get another interview shadowed by another engineer for more feedback, or you can go out on your own.

Your first interview alone

Your first interview alone might feel daunting, and it should. So it is best to prepare as much as possible, read all the available materials on the candidate ahead of schedule. Prepare how you will manage your time based off the interviews you've shadowed and the feedback from our shadowed interview. Block out time at the end of the interview to ensure you have time to write up your notes and reflect on the candidate and provide the feedback. Eventually you will get into the habit of being able to rely on AI notetaker notes (or your own notes) to be able to come back to leave the feedback but on your first go, it's important to have all the information fresh and give yourself plenty of time to go through this process. You want to feel excited about a candidate once you've finished up with them, but amongst this is a new experience so it's important to give yourself the ability to feel excited and go into detail on how you rate them. You want to be able to feel beyond reasonable doubt that you are making the right decision.

You should try to have as extensive notes as possible, this is good hygiene for interviewers at later stages to dig into areas of uncertainty. Always make sure to make any flags or doubts you have very clear.

Your first 5-10 interviews

Once you have conducted your first 5-10 interviews you will want to reflect on how you are getting on. The best way to do this is to review how your candidates have got on. If you've rejected more than 6 or 7, then perhaps you might be being too harsh. You can ask other interviewers or a talent partner to assess your notes and see if they would have been more lenient. The technical screen has about a 50% pass rate, so keep that in mind.

For the candidates that you put through, it's worth keeping a close eye on how they perform at stage 3 & stage 4 and seeing how they have done. Did those flags that you have ultimately lead to them failing, should you have just said no? Where flags that you had actually not a problem, if so, how can you dig in to them better next time to understand them better.

You should try and keep your approach relatively consistent for the first 5-10 interviews so you can then introduce changes afterwards and see if they yield better or worse results. If anything is very obviously not working, change it immediately.

How to keep improving as an interviewer


	Regularly shadow other interviewers, have other interviewers shadow you. Give each other feedback

	Speak with Talent Partners, ask for their feedback

	Ask exec's why they gave specific scores about candidates you interviewed

	Keep track of how the candidates you have assessed get on in the later stages
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  Auto TL;DR

  At a Glance
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	Problem solving and creativity

	How to prepare for the project



  If you've been invited to a PostHog SuperDay, here's what to expect and how to set yourself up for success.

What the SuperDay looks like

The SuperDay is a paid full day of work ($1,000 USD). You'll receive a project task at the start of your day and submit your work at the end. The project is the main focus -- you'll build something from scratch, tailored to the role you're applying for. Expect to spend the majority of your day on it.

Scheduled throughout the day, you'll also have:


	A debugging session (45 min) -- a separate pairing session where you'll work through bugs and features in an existing codebase with an interviewer. This is a different codebase from your project.

	A check-in call -- your SuperDay buddy (the same engineer available to help you in Slack) will review your project progress partway through the day, ask about your decisions, and offer feedback.

	A short chat with a co-founder or exec -- a brief conversation about culture and motivation.



You'll also have access to a dedicated Slack channel with the team throughout the day. Use it -- share progress, ask questions, surface blockers.

The project

What we're evaluating

Shipping and execution

The scope of the task is deliberately broad, so you have room to make prioritization choices. You won't finish everything -- that's expected. We want to see how you decide what matters most.

Strong candidates ship a working core feature early, then layer on improvements. They make deliberate choices about what to build and what to skip, and they can explain why. A functional product that solves the core problem well beats a half-finished product that tries to do everything.

Technical depth

We care about the quality of what you build. This means thoughtful architecture decisions, clean code, sensible error handling, and attention to edge cases in the data you're working with.

The best candidates go beyond surface-level implementation. They notice patterns and anomalies in the data. They think critically about whether their solution is actually correct.

Product sense

PostHog engineers are product engineers. We want to see you think about the person using what you're building. Is the interface intuitive? Does the output actually help someone make a decision? Would you be proud to demo this to a customer?

Think about the utility of what you're building.

Problem-solving and creativity

The strongest SuperDay submissions show candidates who thought deeply about the problem. They adapted when something wasn't working and found ways to make the tool more useful beyond the basic requirements. For example, if the core task asks you to visualize data, a strong candidate might notice something interesting in the data itself -- an unexpected pattern, a segment that behaves differently -- and surface that insight in the product. That kind of curiosity matters more than adding extra UI polish.

We notice when someone asks "what would actually help a user here?" and lets that guide what they build next.

How to prepare for the project


	Use tools you know well. You can use whatever technologies you're comfortable with. Pick tools you're productive in so you can move fast.

	Think about data. You'll be working with a dataset. Before jumping into code, spend time understanding what the data looks like, what stories it tells, and where it might have quirks. The best candidates treat the data as a first-class part of the problem.

	Get comfortable explaining your decisions. During the check-in call, we'll ask about the choices you made. Why this architecture? Why this feature first? What would you do differently with more time? Reflect on your decisions as you go.



During the day


	Communicate proactively. Share progress updates and blockers in Slack. Ask clarifying questions early if something is ambiguous. Don't wait until you're stuck for hours.

	Commit regularly. We'll review your git history. Frequent, meaningful commits show us how you work, how you think, and how you build incrementally.

	Prioritize ruthlessly. Build the core feature first and get it working end to end. Then improve it. Then add more. Resist the urge to gold-plate any single piece before the whole thing works.

	Take feedback seriously. At the check-in, your interviewer will offer suggestions. We pay attention to whether those suggestions show up in your final submission. This is a signal of how you'd work with teammates day to day.



The debugging session

What to expect

You'll join a live coding environment with an interviewer and work through a series of problems in an unfamiliar codebase. The problems range from fixing bugs to improving performance to implementing a small feature. You won't know the codebase in advance -- that's the point.

You're allowed to use Google for reference, but we ask that you don't use AI tools – we want to see how _you_ think about debugging. Treat the interviewer like a colleague -- you can ask them questions, think out loud, and discuss approaches.

How to prepare


	Practice reading other people's code. Pick an open-source project you've never seen, find a bug report, and try to trace the issue through the codebase. Building a mental model of an unfamiliar system is the core skill here.

	Brush up on debugging fundamentals. Understand how to trace request flows through a web application. Be comfortable reading error messages, stack traces, and logs. Know how to isolate problems systematically rather than guessing.



During the session


	Read the README first. Take a few minutes to read the documentation and understand the system before touching anything. Candidates who jump straight into code without understanding the architecture tend to struggle.

	Form a hypothesis before changing things. Resist the urge to start editing code immediately. Think about what might be going wrong, then go looking for evidence.

	Narrate your thinking. Talk through your thought process, even when you're uncertain. Saying "I think the problem might be here because..." goes a long way. The interviewer can only follow reasoning they can hear.

	Verify your fixes. After making a change, confirm it works and check that you haven't broken something else.

	Ask questions. The interviewer is there to help. Treat them like a colleague you're pairing with.



What not to worry about


	Perfection. We don't expect you to finish everything. We care about the quality of what you ship, the decisions you make, and how you work under constraints.

	Specific technologies. Use whatever stack you're strongest in for the project. For the debugging session, you'll work with what's already there -- we're evaluating your problem-solving ability.

	Getting stuck. Everyone gets stuck. What matters is what you do next. Ask questions. Try a different approach. Talk through what you're thinking.



A note on AI tools

You can use AI tools during the project portion of the day -- we know this is how many engineers work. But you need to understand what you've built. During the check-in, we'll ask you to walk through your architecture, explain your decisions, and reason about your code. If you can't defend and explain your solution, it won't matter how polished it looks.

For the debugging session, we ask that you don't use AI tools beyond basic autocomplete. We want to see how you reason about code.

What comes next

After the SuperDay, everyone involved will leave their feedback. We aim to get back to you with a decision within 48 hours. You can read more about the full interview process here.

If you've made it this far, good luck -- we're rooting for you.
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  If you've been invited to a technical screen at PostHog, here's what to expect and how to show up prepared.

What the technical screen looks like

The technical screen is a 60 minute architecture and design discussion with one of our engineers. You'll work through an open-ended problem together, and there are many reasonable approaches. We're primarily interested in how you think.

What we're evaluating

The session is intended to discover where your knowledge is wide and where your knowledge is deep. The best candidates tell us when they're communicating their direct experience, when they're talking about work they were close to but not part of, and when they've not done something but know that's how to solve that type of problem.

System design instincts

We want to see well-developed intuition for how systems work in practice – choosing the right tool for the job, understanding where complexity is warranted, and reasoning about what happens as requirements change. This is about technical depth and breadth, not just scale.

For example (not from what we'll discuss): how would you design a notification system that needs to reach millions of users without overwhelming downstream services? If you're building a deployment pipeline, where do you put the guardrails so a bad deploy doesn't take down production?

Strong candidates reach for these concepts naturally as part of their design.

The "why" behind your decisions

We want to hear why you'd choose a given technology. Saying "I'd use Postgres" is fine. Saying "I'd use Postgres here because the access patterns are relational and consistency matters more than write throughput for this part of the system" is much better.

Every design decision involves tradeoffs. We want to hear you articulate them – even when there isn't a clear winner. Knowing when not to use a technology is just as valuable as knowing when to reach for it. Showing that you understand the costs of your choices matters a lot.

Problem-solving approach

The strongest candidates slow down before they speed up. They ask clarifying questions. They scope the problem. They decompose it into pieces they can reason about individually.

We're looking at your process: do you clarify requirements before committing to an approach? Can you break a big problem into smaller ones? When you hit a fork in the road, how do you decide which way to go?

If you find yourself wanting to immediately start listing technologies, pause. Take a breath. Ask a question instead.

Product sense

PostHog engineers ship product, work directly with customers, make product decisions, and own outcomes end to end. In the technical screen, this shows up as thinking about the user of whatever you're designing.

Who is using this? What do they actually need? If you're designing an alerting system, do you think about what happens when someone gets paged at 3am for a non-critical issue? If a design decision trades off developer convenience for a better user experience, which do you lean toward and why?

You should be someone who thinks about your users, not just your systems.

Autonomy and independent thinking

PostHog is a company of small teams with high autonomy. We need people who can identify problems, figure out solutions, and drive them forward on their own.

In the interview, this shows up as taking ownership of the problem. Drive the conversation. Propose ideas. Change direction when something doesn't work. Treat the interviewer as a collaborator.

How to prepare

The best preparation is reflection. More concretely, here's what we recommend:


	Think about systems you've built or worked on. What went well? What would you change? What broke, and why? The ability to reflect honestly on past work is one of the strongest signals we see.

	Practice thinking out loud. Walk through your thought process, even when you're uncertain – especially when you're uncertain. The interviewer can only evaluate reasoning they can hear.

	Get comfortable with ambiguity. The problem will be open-ended on purpose. There is no single correct answer. We want to see how you navigate uncertainty.

	Brush up on fundamentals, not trivia. You should understand how the building blocks of modern systems work and when to reach for them. You don't need to know the exact configuration flags for any particular technology.



What not to worry about


	Specific language or framework expertise. We care about your ability to reason about systems, regardless of which stack you've used.

	Getting the "right" answer. There isn't one. A thoughtful wrong turn that you recover from tells us a lot.

	Sounding polished. Genuine thinking beats a practiced presentation. It's okay to say "I'm not sure, but here's how I'd figure it out."



A note on the format

We want this to feel like a working session. The interviewer is there to collaborate with you, ask follow-up questions, and sometimes push back on your ideas. If something isn't clear, ask. If you want to change direction, say so. The best interviews feel like a conversation between two engineers solving a problem together.

If you pass the technical screen, you'll meet one of our co-founders or execs for a short culture and motivation chat, followed by a PostHog SuperDay. You can read more about the full interview process.

Good luck – we're rooting for you.
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  Source: https://posthog.com/handbook/people/hiring-process/exec-hiring

  
  Leadership hiring at PostHog

We deliberately keep our structure flat and we don’t believe in having a lot of fancy titles early on. However, as we grow, we will hire people into more senior-type positions.

With our senior leadership hiring, more so than normal, we are aiming for speed, and as always, quality. If a candidate is amazing but doesn't fit with a specific role need we have _right now_, we still aim to treat the hiring process with the same urgency as if posthog.com has gone down.

Hiring process

Preparation

Before we kick-off the hiring process for a role, we make sure to have everything we need for the role prepared:


	James or Tim to write job description, Blitzscale team review

	Post the role - share in our networks (we may not publicize this in all our usual channels as these types of roles can attract a very high volume of candidates who are not relevant)

	Ask investors for referrals

	Agree on salary benchmark and equity level - this usually doesn't fit in our compensation calculator

	Decide on interview process - this might be bespoke (see below)

	The People team will build a market map and share it with the leadership team, outreach ideally coming from the founders



Interview process

In order to ensure speed, we aim to finish the process within 5 working days (assuming the candidate has availability). This is a rough guide that can be adapted

Day 1: Candidate meets Coua - _30-45 minutes_


	Culture

	Important information: time frame, salary expectations (base/equity/bonus/other), visa, other open processes

	Answer open Qs



Day 2: Candidate meets James and/or Tim - _45-60 minutes_


	History, mission, vision

	Role responsibilities

	Role outlook (team, development etc)



Day 3: Technical Interview with James/Tim + respective team - _60 minutes_


	Background and experience

	Technical deep-dive

	Scenario-based questions



Day 3: Meet rest of the team - Charles - _30-45 minutes_


	Strategy and long term outlook

	Culture fit



Day 4: SuperDay (_optional_) or meet the team (standup or informal lunch)

Day 4: Wrap up call with James and/or Tim - _30 minutes_


	Answer any open questions, potentially talk about offer details already

	Coua to follow up via email



Day 5: Offer out


	Coua to send official offer and comp sheet with James/Tim/Charles in CC

	James/Tim/Charles to drop a quick message how excited they are

	🤞



Depending on the role, we might also schedule a call with one of our investors.


We take exceptional people when they come along - and we really mean that! Don’t see a specific role listed? That doesn't mean we won't have a spot for you.

In cases where a candidate reaches out without us having a role posted, we follow the same process as above, and work through all open tasks we would usually prepare for on day 1 and 2.
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  Reminder: hiring the right team is the most leveraged activity we can do. Whatever you do, focus on getting the strongest signal from a candidate in an interview. Do _not_ focus on scalability / efficiency.

Focus on themes

Many well-intentioned interviewers will create a long list of questions that they'll follow rigorously. This is likely to lead to shallow answers.

You're trying to understand how a human being operates, so go deep. It'll be more interesting for both of you, and will give a stronger signal.

Prepare the themes in advance you'll want to ask about. For a cultural interview, it might be something like:


	scrappiness

	low ego

	ambition

	able to write code

	optimist



For each of the above themes, consider some good questions in advance. Use these as starting off points.

Ask permission to get what you need

Candidates' expectations of interviews vary wildly.

Less experienced candidates, or those in less competitive markets, often expect an intense questioning.

The reverse is true for more experienced candidates - who will want to understand if the company is performing well, aligned, and many more things to help them pick the right place to work.

At the start of the interview, "name it". Say to the candidate something like "hey, I need to go deep on how you work to do the best assessment of a good fit here, is it ok if I focus this interview primarily on that for the first 20 minutes? Then I'll leave 10 minutes at the end for questions. If we overrun, I can book more time with you." Other times, you'll need to explain the opportunity more - for example, if the candidate came through cold outreach. Have a clear idea before you start, and explain it to the candidate up front.

Work as a team

Focus your questions on the areas you're stronger at. If you're great at scrappiness, you're probably best suited to spotting it in others.

It's more important to validate a few things well, and to get others to dig deeper in other areas, than it is for you to do a shallow interview across everything. If you miss something, just create a clear ask of your next colleague to cover the area you missed, or to dig deeper on an area you felt uncomfortable with.

Don't bias yourself

When you do your final write up on a candidate, do this ahead of reading the feedback from others.

Humans are evolved to stick to their tribes - if you know that your colleagues believe X, you're much more likely to believe X. Reading others' feedback means you are less likely to say no to someone because of minor concerns or to push for a candidate with hidden talent. Both things we need to do.

Bonus points - writing your own independent decision in front of your peers, forces you to clarify your feedback properly.

Figure out why you're not excited

You will be asked to give a score out of 4 for each interview (where 4 is the highest). If you don't give a 4/4, please articulate as clearly as you can why, even if it's a minor concern. This helps (i) subsequent interviewers to dig further into a concern to validate/invalidate it and (ii) it may cause other people to spot/mention the same issue - which can stop us moving forward with someone that won't be a good fit.

Some of the hardest decisions are when lots of people are _fairly_ lukewarm on a candidate. This is particularly likely when a candidate has relevant experience but is a poor cultural fit.

Beware of how you're feeling through the interview, and adapt as you go.

If a technical interview makes you feel worried someone isn't fast, energetic, or intelligent enough, or whatever else - do some digging on those themes.

Write out mild concerns

Imagine any perceived issue being magnified 10x when the candidate starts. Mention in your feedback to others if you had a mild concern about something. Sometimes you'll find that everyone shares this concern, which means we shouldn't hire.

Get specific

Going into detail helps you figure out the difference between someone that _sounds_ good and someone that _is_ good at their job.

How did they solve the impressive sounding technical problem? Why did they solve it like that? Did they drive the project or were they a passenger? Who actually wrote the code?

In one interview, assessing organization skill, I've even found out how a candidate used to organize her fridge. "What's something you've done that is so organized, that it was weird".

Keep it on track

Some candidates, due to nerves, will go down rabbit holes. The ability to sum up information concisely, under pressure, usually isn't something that appears in our job descriptions.

Therefore, if a candidate goes way off track, it's in their interest for you to politely interrupt "hey I think I've got what I need here on this question, I'm going to move on so we cover everything - is that ok?"

Focus on slope

... and be very wary of getting seduced by companies rather than people. Candidates who've worked at places with strong product market fit will have had an easier time achieving results. Some of our best people have come from a string of very average startups.

As the interviewer, you should feel a little nervous

A short interview has a _huge_ impact on our company - either hiring the right or wrong person. There are lots of hard-to-reverse consequences of not getting it right.

Bring energy into the interview. Be engaged. You are part of our brand.





  15. Hiring process
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  Auto TL;DR

  At a Glance

  This long page covers these main areas. The list is generated from the article headings, so it updates with every handbook rebuild.
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	The role of the Hiring Manager

	How to write a great job description

	Job boards

	Referrals



  Our approach to hiring

Our goal is to build a diverse, world-class team that allows us to act and iterate fast, with a high level of autonomy and innovation.

Our recruitment strategy is to run:


	100% inbound by default – effectively a word of mouth strategy, like our marketing and sales model.

	Supplement this with occasional, targeted sourcing to increase the pool of diverse candidates (if needed).



This has resulted in the highest number of qualified and motivated candidates reaching final stages with us compared to other methods, such as more generic sourcing. As a result, we invest most of our energy in:


	Writing exceptional job descriptions, and re-writing them frequently

	Ensuring our careers page and application experience are world class

	Sharing our roles within our networks for exposure in unusual ways (as candidates are likely to be pre-qualified)

	Where we can, giving candidates genuinely useful and direct feedback if they weren't successful with us

	Running a smooth and incredibly slick recruitment process, from application to offer



Countries where we employ people

<CountriesWeHireIn excludedCountries={[ 'Afghanistan', 'Armenia', 'Australia', 'Azerbaijan', 'Bahrain', 'Bangladesh', 'Belarus', 'Belgium', 'Bhutan', 'Bolivia', 'Brazil', 'Brunei', 'Cambodia', 'China', 'Comoros', 'Cuba', 'Denmark', 'Djibouti', 'Eritrea', 'Ethiopia', 'Fiji', 'France', 'French Polynesia', 'Georgia', 'Hong Kong', 'Iceland', 'India', 'Indonesia', 'Iran', 'Iraq', 'Italy', 'Japan', 'Jordan', 'Kazakhstan', 'Kenya', 'Kiribati', 'Kuwait', 'Kyrgyzstan', 'Laos', 'Luxembourg', 'Madagascar', 'Malaysia', 'Maldives', 'Mauritius', 'Mongolia', 'Myanmar', 'Nauru', 'Nepal', 'New Caledonia', 'New Zealand', 'North Korea', 'Oman', 'Pakistan', 'Papua New Guinea', 'Philippines', 'Qatar', 'Russia', 'Samoa', 'Saudi Arabia', 'Seychelles', 'Singapore', 'Solomon Islands', 'Somalia', 'South Korea', 'Sri Lanka', 'Sweden', 'Switzerland', 'Syria', 'Taiwan', 'Tajikistan', 'Tanzania', 'Thailand', 'Timor-Leste', 'Tonga', 'Turkey', 'Turkmenistan', 'Tuvalu', 'Uganda', 'United Arab Emirates', 'Uruguay', 'Uzbekistan', 'Vanuatu', 'Vietnam', 'Yemen', ]} />

We are all-remote, but we have a few limitations on the countries we are able to employ people in:


	Our hiring is strictly limited to candidates physically based in GMT+2 through GMT-8 (following the sun's rotation). Unfortunately, we cannot hire people outside this range, even if they are willing to adjust their working hours. The only exception is for countries that are normally GMT+2 but move to GMT+3 during daylight savings (e.g. Bulgaria, Greece).

	In some cases, we include a preferred time zone range for certain roles to help balance coverage and support across the team that is hiring. This allows us to distribute responsibilities more evenly while maintaining strong collaboration and responsiveness.

	Due to US sanctions, we can't hire folks in Cuba, Iran, North Korea, or Syria.

	We don't currently employ people via EOR in France, Italy, Sweden, Switzerland, Iceland, Belgium, Luxembourg, Uruguay, Bolivia, Denmark or Brazil, mainly due to the very high employer costs.

	In some of these countries we _may_ consider hiring as a contractor, provided there is no misclassification risk. We have done this before successfully in Brazil and Uruguay.



Hiring Process

External recruiters

All of our recruiting is done in-house, and we do not work with external agencies for any of our roles. We frequently receive unsolicited messages from agencies – sometimes 20 in a week – who want to work with us. The best response is to simply ignore the message. If they attach any candidate profiles or résumés to their email, please _do not_ open the attachment. If you are ever unsure what to do, feel free to forward any unsolicited messages to careers@posthog.com.

Deciding to hire

‘You're the driver’ is one of our values here at PostHog. We think carefully about each new role and the complexity it introduces to the organization. We also have an extremely high bar for the people we do hire!

We use Pry to plan our hiring. We use the hiring forecast as a guide, but iterate on this pretty much every month, so we can stay super responsive to changes PostHog's needs. Typically we know:


	3 months out – exact job titles we want to hire for, and in which month

	6 months out – number of each type of job (e.g. 1x designer, 3x engineer)

	12-24 months out – number of hires overall we want to add to the team



For each new role, please open a new issue on the Ops & People project board and add all the requested information from the new hire form. Everyone will have the opportunity to give their feedback on the proposed role before we publish it.

The role of the Hiring Manager

The hiring manager is a role assigned to the person who will work most closely with the People & Ops team to make a hire. Usually this is the person who will manage the new hire or is a Small Team lead.

If you are a hiring manager for a role, you will usually:


	Give input into the job spec to make sure it's right

	Give the People & Ops team feedback on candidates

	Conduct the technical interview

	Kick off the SuperDay and be the candidate's main point of contact on the day



How to write a great job description

The People & Ops team will then write up the full job description in Ashby.

We frequently iterate on our specs, but we have a template for a product engineer role that you can use as a starting point. Generally, the "About PostHog" and "Things we care about" sections should be used in all ads, and you can adapt the other sections to your specific requirements.

We find the following approaches work well:


	Being extremely clear and precise about what this person will actually be working on (including linking to example PRs/Issues of similar work in GitHub where possible)

	Sharing why this role specifically is exciting, and the impact they will get to have

	Linking to as much useful contextual information as possible, including the small team they will be working on

	Using the absolute minimum number of requirements needed - 5 'must-haves' absolute max

	Run the text through a gender decoder tool to check for unconscious bias

	Don't use specific years of experience as a qualifier



Once the hiring manager has signed off on the spec, we will publish it on Ashby – instructions on how to do this are here.

Job boards

Ashby will automatically add the role on our careers page. It will also 'helpfully' publish it on a bunch of other free but irrelevant job boards - you should manually remove all of those except for Ashby and LinkedIn. Wellfound will need to be posted manually.

As a Y Combinator company, we can post jobs ads on the HackerNews front page for free at https://news.ycombinator.com/submitjob. This requires a founder's HackerNews account to do so.

Ashby also had a partnership with YC's job board so all roles to YC's Work at a Startup will push out automatically. For certain roles, we also publish on other job boards:

Design


	Behance

	Dribbble



Engineering


	Hacker News Who's Hiring - see Tim's comment history for a template.



Product


	Mind the Product

	ProductHunt

	Lenny's Job Board



Referrals

Every time we open a new role, we will share the details and ideal profile with the team during All Hands.

What qualifies as a referral?

A referral must meet these criteria to be eligible for a bonus:


	_No retroactive referrals_: You cannot claim a referral for someone who has already applied to PostHog. Referrals will only be applied retroactively if you can tell us how you've been involved in this person applying to PostHog, and you should provide the Talent team with this information as early in the process as possible!

	_Must provide valuable context_: Your referral should include meaningful insights beyond basic resume information

	_Be proactive_: Don't only wait for your network contacts to apply first - actively identify and reach out to potential candidates



Personal referral

If you know someone who would be a great addition to the team, please submit them as a personal referral. If they're successfully hired, you'll receive a $2,500 referral bonus! The bonus can be either paid to you directly, or towards a charity of your choice where we will match the amount! You can also split the amount between you and the charity.

What makes a strong personal referral:


	You've worked directly with this person and can speak to their abilities

	You can provide context about their motivations, work style, or how they'd fit with our team

	You can help with closing them if they're interested (explaining PostHog culture, answering questions, etc.)



Especially when referring cross-team, feel free to reach out to #team-talent and gather context before doing the work of referring (will save us all some work, and the candidate a rejection email!) Referring someone means we'll review them carefully. It doesn't guarantee they'll get an interview. We hold referred candidates to the same high bar as everyone else, and we'll let you know if they don't progress and why.

Examples of insufficient referrals:


	"Worked with X at Y company, very nice person"

	Basic resume forwarding without additional context

	Generic LinkedIn connections you don't actually know



Please make sure the candidate has given their consent before putting them forward.

We occasionally open up short term contracts, and you'll receive a $1,000 referral bonus if you recommend someone here too! The contract just needs to be on a full time basis and at least 3 months long.

Unfortunately people who actively work on recruitment in the People & Ops team at PostHog are not eligible for referral bonuses, to mitigate the risk that they influence the process unfairly. If you would like to refer someone and are not sure if this applies to you, speak to Tim.

Help with your network

We recognize everyone is busy with limited bandwidth. If you'd like help identifying potential referrals from your network:


	Reach out to the Talent team! We can go through your network and find interesting candidates.

	We'll collaborate on outreach strategy

	Together we'll decide who makes the initial contact

	You'll still receive the referral bonus if they're hired



What's the process?

If there is an ongoing conversation, please cc careers@ into the email thread with the referred candidate, and we will take it over from there. Otherwise, please upload the profile to the Ashby referral page.

Important: If they have applied themselves already, you cannot claim them as a referral - this includes candidates who applied weeks or months ago.

Social referral

You will sometimes get people emailing or messaging you on LinkedIn asking to chat about a role or get referred in. If you have a chat with them and think they are worth referring, but you don’t know them enough to provide the talent team with valuable context, you can submit them as a social referral. If you don't know them, you can point them back to our careers page, or just ignore them. We get dozens of these kinds of messages every day, so don't feel bad about not engaging! If they are asking for advice, you can point them to this article.

The referral bonus for social referrals is $500, and we again match any amount you choose to give this to charity.

If you are consistently posting about jobs to your networks, please note that Ashby does not currently support referral links in a way that lets us reliably track those applications as social referrals. If someone reaches out after seeing your post and you want them to count as a social referral, ask them not to apply directly yet. Instead, submit them through the Ashby referral page.

Family referral

We welcome referrals of family members as long as they will not work on the same team or within the same reporting chain as the referring team member. To maintain a fair and balanced team environment, we do not hire spouses, as this can create interpersonal dynamics that are difficult to manage in a professional setting. This approach helps ensure that all hiring decisions remain objective and that team interactions stay healthy and unbiased.

Referral payouts

You'll get paid the bonus 3 months from the new team member's start date, and it will be processed as part of payroll. If this date falls close to the payroll cutoff for that month, it may be included in the following month's payroll instead. Bear in mind that you might be liable for income tax on the bonus.

Non-team referrals

We also welcome external referrals, e.g. from:


	From our investors

	From the PostHog community (by posting on our social media profiles for our followers to see)

	From the YC community (Slack / WhatsApp / Forum)



As a thank you, we will give you $50 credit for our merch shop.

Managing candidates

All of our candidates are managed in Ashby – all team members have access to the platform and Ashby will automate your specific level of access based on the role you play during the hiring process (i.e. hiring manager, team member, etc.). If you need additional access, please reach out to Coua or Charles.

We record all candidate-related comms in Ashby, so we can ensure we provide all candidates with the best experience we possibly can - even if they are unsuccessful, they should come away feeling like they had a great interaction with PostHog.

Ashby is a pretty intuitive platform to use, but here are a few helpful tips to get you going


	A guide to getting started with the basics - this is pretty much everything you need to navigate through Ashby to provide feedback and review candidates.

	Link your Gmail account in Settings if you are in direct contact with candidates. This means any emails you send directly from your inbox will automatically be captured on their Ashby record for everyone on the hiring team to see.

	When emailing candidates from within Ashby, you can select a Template from the dropdown bar (and customize it if you want). If you find yourself writing the same email, it is worth saving as a template.



If you receive an application via email or some other non-Ashby channel like Slack from a candidate you think we should definitely interview, tell them to apply directly via the website and forward it to careers@posthog.com. You will get people reaching out to you over LinkedIn regularly - only forward the high priority candidates to the talent team.

Managing sourced candidates

For roles we're actively sourcing for, please make sure that an extra step is added to the interview process as "Sourced Screen" after "Replied". All sourced candidates need to be added to Ashby from the "New Lead" stage and should be moved through each stage until the end of the process. If a sourced screen goes well, the candidate can be moved to "Technical Screen" directly.

Booking interviews through Ashby

Schedule interviews through Ashby itself. Do not use Google Calendar, otherwise the event won't be populated with useful candidate info, and we won't have a record of the meeting anywhere.

When we book a meeting, we have the option of selecting a Google Meet or Zoom call which Meet should be the default.

If you are involved in interviewing it is important to keep your calendar up to date. Candidates can book directly into your calendar so having your calendar blocked when you are not available to interview is important. This includes things like personal appointments, travelling, attending off-sites etc.

If you have an interview booked in you cannot make, do not just respond "no" to the calendar invite, please let the ops team know asap, or even better find a replacement for your interview and let Ops know, and we can update the interview. We aim to provide a great candidate experience and moving interviews is one way to reduce the quality of that experience.

Hiring stage overview

Application

The Talent team reviews applications and resumes/portfolios carefully and leaves their feedback as a comment on the candidate's record in Ashby if relevant.

Blocked application for multiple open roles

Our Talent team reviews candidates across all relevant open roles company-wide. If our system shows that you’ve applied to multiple roles at the same time, your original application will be retained while the others may be temporarily blocked within your candidate profile. This helps us review candidates fairly and thoroughly. No action is needed on your end— your information is already in our system, and the Talent team will ensure you’re properly considered for other similar opportunities.

If a candidate hasn't customized the application or resume to the role, it is a flag they aren't that excited about working at PostHog. Cover letters are definitely _not_ mandatory, but at an interview stage, it's important to note how passionate they seem about the company. Did they try out the software already? Did they read the handbook? Are they in our community forum?

Candidates who are unsuccessful at this stage will receive an automated rejection email. Due to the volume of applications we receive, we usually don't provide personalized feedback.

Interviews

As a rule, all interviews at PostHog are conducted in English. Whilst this might seem obvious to some, we are lucky to have people from multiple different countries, that speak multiple languages. We are hiring for people to be successful at PostHog, and at PostHog we conduct our business in English, so it is important the hiring process is also conducted in English.

If you are paired with an interviewee who speaks your native language, just politely acknowledge this and let them know all interviews are conducted in English. We also require these calls to be conducted as a video call, so a working webcam is necessary.

How interviews are scored

Scoring Scale (1– 4)


	1: Strong No = This candidate is clearly not a fit for PostHog now or in the future

	2: No = Not a fit now (maybe in the future)

	3: Yes = This is a solid hire

	4: Strong Yes = This is an exceptional person we need to hire. (we might go to extra lengths to hire them)



A good rule of thumb when deciding whether not to progress at any stage: if the candidate is between a 2 and a 3, then it's a 2. It's almost never worth putting through someone who is a 'maybe'! We provide lots of information about PostHog to enable candidates to put their best application forward.


When you have conducted an interview, you should leave feedback no later than the end of the day after the interview. Moving candidates through the process quickly is critical to us being able to hit our hiring goals, waiting more than one day for feedback can kill the momentum and leave the candidate with a bad experience. If for some reason you cannot give feedback before then, alert the talent team ASAP.

1. Culture interview with Talent

We start with an interview which is designed to get the overall picture on what a candidate is looking for, and to explain who we are. A template scorecard has been created for this stage in Ashby.

This is to allow both PostHog and the candidate to assess whether the candidate is a great cultural addition to the team (not culture fit), and to dig into any areas of potential misalignment based on the application. We are looking for proactivity, directness, good communication, an awareness of the impact of the candidate's work, and evidence of iteration / a growth mindset.

This round is loosely structured into 4 different sections:


	(If we sourced them) PostHog – quick intro about the company and role

	Candidate background and mindset

	Talk about the hiring process and check if the candidate has seen our compensation calculator, so we know we're roughly aligned.

	Answer any open questions



This stage is usually a 20-minute video chat.

Candidates who are unsuccessful at this stage should receive a short personalized email with feedback.

2. Technical interview with the hiring manager

In this round, the candidate will meet a future team member. This round is usually 45-60 minutes and will focus on a mix of experience and technical skills. Please check the specific hiring process for each team for more details.

As a rule of thumb, everyone interviewing must feel a genuine sense of excitement about working with the candidate. Again - if it is not a _definite yes_, then it's a _no_. Ask yourself - does this candidate raise the bar?

For engineering roles only: during high-volume seasons, this round might be recorded for training purposes to help us onboard and train new interviewers faster. The candidate will, of course, have the chance to opt out by either letting their recruiter know in advance or letting the interviewer know at the start of the interview.

3. Small Team interview with an Exec Team member

This is a call with either James, Tim, Raquel, Paul, Ben, or Charles depending on which Small Team they are being hired into. They will probe further on the candidate's motivation, as well as checking for alignment with PostHog's values.

Candidates who are unsuccessful at this stage should receive a short email with feedback.

4. PostHog SuperDay

The final stage of our interview process is what we call a PostHog SuperDay. This is a paid full day of work with us, which we can flexibly arrange around the candidate's schedule. We are not able to bypass this stage so if the candidate is not interested in conducting this final round, unfortunately we will have to part ways and the candidate will no longer be considered for the role.

If it is difficult for a candidate to commit to a whole day in one go - they may not be able to get the time off, or have childcare commitments that make this difficult - we can be _very_ flexible. For example, we can split the SuperDay across two or more sessions, and can align timezones to suit the candidate, given we have a team that's globally distributed. A candidate will never lose out because they are not available to do a SuperDay right away.


The candidate will be working on a task that is similar to the day-to-day work someone in this role does at PostHog. They will also have the chance to meet a few of their potential direct team members, and if they haven’t already, our founders. This gives the candidate a chance to show off their skills, and for us to see the quality, speed and communication of the candidate.

As we grow, we find the need to hire engineers who are comfortable working with existing codebases to be increasingly fundamental. During SuperDay, Product Engineering candidates will also have a 45-minute debugging session. There is nothing to prepare in advance for this; you'll work with your interviewer in a pairing session to get through a bunch of bugs! It is a demanding day of work.

We pay all candidates a flat rate of $1,000 USD for their efforts on the SuperDay. On rare occasions, if we have to cancel a scheduled superday because we have filled the role with another candidate who was further advanced in the process, we will pay a $500 USD term fee to the candidate for their efforts up until this point.

If the candidate is unable to accept payment for the SuperDay, we will donate by default to Django Girls Foundation. Payment and donation for SuperDays are expected to process every Wednesday so it'll depend on what day your SuperDay falls on. Either way, please feel free to flag your talent partner if you don't see the payment deposit within one week of your SuperDay.

This day will be _the same_ task each time for a given role, to be shared with the candidate at the start of the day. The task is generally designed to be _too much_ work for one person to complete in a day, in order to get a sense of the person's ability to prioritize and get things done.

Overall, the candidate should aim to spend at least 80% of their time and energy on the task and less than 20% on meeting people, as we will base our decision on the output of the day.

For everyone on the PostHog team meeting a candidate, ask yourself – will this person raise the bar at PostHog? The answer should be yes if we want to hire them.


In advance of the SuperDay, we will need to do some additional prep to ensure that the candidate has a great experience:


	Send the candidate, Blitzscale team member, (depending on the role), the talent team, and the SuperDay buddy (technical roles) or the lead (for all other non-technical roles) a Google calendar invite to remind the team when the SuperDay will take place (mark the invite free and all day or split days)

	Send them an email in the first instance to schedule the SuperDay - we aim to do this as soon as possible, as candidates often will need to book a day off work. Use the Ashby email template for this. If the task involves them doing 'real' work for PostHog, we should ask them to check that their current employment contract permits this - we try to create fake tasks for this reason. For all US candidates there is a requirement we collect a W9 from the candidate for accounting and tax purposes (_this doesn't apply if the US candidate decides to donate the funds to one of our sponsored projects_)

	We also send the candidate a follow-up email with details of the day, and ask them for their day rate and bank details right away, so the candidate can be fully-prepared for what to expect and who they will meet. There is a template for this email in Ashby, depending on the role - this will probably need customizing.

	When scheduling in Ashby, please make sure to turn on the option to create a private Slack channel for the candidate and all relevant people - this will be where they can chat to us over the course of the day if they have any questions etc (#superday-[first-name]-[role]). Invite the candidate as a single channel guest. We might need to add the candidate to one of our systems depending on the role, e.g. Ashby for a recruiter SuperDay, but on the whole this should be minimized.

	The last step will be to schedule the appropriate engineering task to go to the candidate's GitHub handle the day of their SuperDay. Sign in to your Vercel app and click on Manage SuperDays and fill out the form for the candidate's info. Please be aware the task is case-sensitive.

	For the Clickhouse Engineer task, please follow this task and click on the "Code" button and hit download button and upload the zip file into the candidate's slack channel to go out the morning of the SuperDay by 8:00 am in the candidate's timezone.

	(One day before the SuperDay) For non-technical roles, invite the candidate to a kickoff meeting with the hiring manager at the start of the day and send the candidate the task - aim to send this before the kick-off session so if the candidate has any questions they are able to go through them during the kick-off session. We encourage the candidate to ask questions throughout their SuperDay, but sometimes it is nice to have any questions answered in advance, so they can kick off their task appropriately.

	It is important for product engineer candidates to be prepped for their check-in call to do a deep dive of their progress so far with their SuperDay buddy while other non-technical roles in Sales, Onboarding, and Customer Success, the candidates will be running a demo mid-point of their SuperDay.

	(On the SuperDay) Give the candidate a warm welcome! Make it clear that the team is here to answer any questions, and they should feel free to reach out any time! Otherwise don't feel like we need to check in with them - let them get on with the task and trust that they will message us.



For some roles, we may occasionally set a task that goes over multiple days. For example, we have set Content Marketer tasks that last 3 days in order to create a piece of content.


Decide if we will hire

We aim to make a decision within 48 hours of SuperDay - being decisive is important at this stage, as great candidates will probably be fielding multiple job offers.


After a SuperDay, everyone involved in the day leaves their feedback on Ashby. This is hugely important to us in making a final decision so team members should make an effort in completing their feedback as soon as possible. If there are wildly different opinions, you should open an issue in company-internal to discuss.

If a decision is made to hire, the People & Ops team will open an onboarding issue once the candidate has accepted and James/Tim will share in our Monday All Hands Meeting a brief overview of the following:


	Who we ended up hiring and their background: what they will be doing, and a summary of the recruitment process (how long open for, no. of applicants etc.)

	Why we are hiring them: feedback from the interview process, both positive and areas to improve

	Start date and location

	Share the output of their SuperDay (if applicable)



If we don't make an offer, it's important to clearly outline to the candidate why that decision was made. Highlight what went well, but also mention specific points of improvement. Offer to schedule a call if they would like to discuss further. Make sure to leave the door open for the future so they can apply again in 12-18 months time as circumstances and people change.

Making the offer

Hooray!

The People & Ops team will prepare the offer details. James and Tim give final sign off. We then schedule an offer call with the candidate - this might be Charles, Fraser or a member of the people & ops team.

During the offer call, we'll share feedback from the interview process, and sell the opportunity here at PostHog. We will also briefly cover the offer details (salary, equity, benefits), and answer any open questions. Afterwards the person who made the offer will follow up with an offer email, outlining all the details. If a candidate is proving tricky to close, the team may escalate to James or Tim to help.

Once the candidate accepts, the People & Ops team will kick off the onboarding process and take the role offline, after rejecting all remaining candidates.

How Ashby works for interviewers

We pay Ashby per seat, so as an interviewer your access is limited to those candidates that you will interview, to save us some money. You will be able to see their application (inc cover letter), their resume and all previous feedback left about the candidate.

You will not be able to see every other candidate in the pipeline, this is because of the per seat pricing. However, we will keep a couple of seats aside so you can login to see other candidates in the pipeline and do a bit of profile/assessment calibration. If you would like to do this, please contact the talent team on slack and they can provision this for you. You won't keep this access forever but you can get it for a few days/ a week to get an overview of how some other interviewers are doing things.

Visa sponsorship

Building a diverse team is at the heart of our culture at PostHog, and we are proud to be hiring internationally. In some cases, this includes the need for visa sponsorship. We are currently only able to provide visas in the UK.


	If the candidate is already in the UK on a visa (e.g. employed, youth mobility), or require a new visa to remain in the country (e.g. student converting to employed), we will cover the costs for any employee, new or current.

	If they wish to relocate and need a visa, we unfortunately will not cover the cost for obtaining the visa or any relocation costs.



For employees where PostHog covers the costs related to obtaining a visa, the employee agrees to reimburse PostHog if they voluntarily terminate their employment prior to the completion of 12 months of service. The costs will be calculated on a monthly basis, so when the employee decides to leave after 10 months, they will have to repay 2/12 of the costs related to the visa.

If a candidate needs visa sponsorship, including sponsoring or transfer of H1B visa in the US, at this time, we cannot hire them.

E-Verify

We participate in E-verify for all US new hires which allows us to verify employment eligibility remotely and continue hiring in multiple states. E-Verify is not used as a tool to pre-screen candidates.

Location

For some teams, it's important to have a wide range of timezones covered by the small team. This allows us to have closer to 24 hour coverage in case of incidents, and is particularly relevant for infrastructure or pipeline teams.

For teams working on a pre-product market fit product with no users, it is preferable to hire people within a few timezones of each other, so it's easier to get together in person and to do synchronous meetings if people wish to work that way.

Currently, we are hiring a lot – aiming to go from ~96 people to ~185 by the end of 2025. Our pace of hiring is the biggest blocker to shipping all the tools in one and driving our growth, so we need to go fast while keeping the bar high. Therefore we should _not_ restrict hires to certain timezones, even if in the short run a small team would prefer to have everyone closer together. This is because over the next six months, we'll have enough new people, that we can later re-org our teams to group people back together by timezone if needed as we have higher density of talent everywhere in the timezones we cover.

Internships

We regularly receive enthusiastic requests from students about internships, which we're always flattered by. Currently, we don't offer internships, placements or work experience - we’re a bit too scrappy to do them well right now. Once you ~~escape college/university~~ graduate, you're welcome to apply to full time roles via our careers page. Your details will then go straight through to our hiring team (who _are_ real humans, not AI) and you'll hear back from us shortly after.

Post-mortems

We won't get every hiring decision right. So when we do let somebody go in their probation period, or shortly after, we need to try and figure out what went wrong. This is why we hold post-mortems, these are not massive inquests into who is to blame, these are figuring out one or two high leverage things that we can introduce to the hiring process to improve it going forward.

The Process

Pre-work

The process will be owned by the talent partner that was responsible for the hire. It will also include the blitzscale team member and the team lead involved, where the team lead was not involved in the hiring process we will include the other main person involved in the hiring process.

The talent partner should create a private slack channel (mainly out of respect to the colleague who has left, the main results will be shared publicly) with everybody involved and share all the feedback from the hiring process. The Blitzscale member will share all the relevant feedback the team member received that led them to failing their probation. Once this is shared the following work should be prepped before the post-mortem call. The talent partner can share a google doc so everybody has access.


	each interviewer involved should review the signals that they saw in the process and they discounted, any why. ~3 bullets is enough

	each interviewer involved should also write the signals that were missed in the process, if any.

	talent partner prepares ~3 bullets for where in the process is meant to catch the reasons the person failed their probation.

	The team lead should also take time to consider the onboarding process and how that went

	Did the in-person onboarding happen? Was it successful?

	What potential flaws in their onboarding could have been improved?



The pre-work here is the most important part, the call shouldn't happen without this being done.

The Post-mortem call

The talent partner should remind everybody that we are here to fix the process, not re-litigate the decision or apportion any blame.

The first 10-12 minutes are about discusssing the pre-work and trying to answer two questions:-


	what did we see but discount?

	what were we not even looking for that we should have been?



Once agreed the second half should be focused on agreeing one or two fixes to the process that can be shipped. Try to avoid creating long lists as this is harder to implement.

post post-mortem call

The talent partner should write up the post-mortem and share it in the #team-talent channel cross-posting to #tell-posthog-anything. They should then update any handbook pages about the process and be sure to share any findings with the relevant interviewing channels like #technical-interviewers.





  16. Marketing Hiring

  Source: https://posthog.com/handbook/people/hiring-process/marketing-hiring

  
  Marketing hiring at PostHog

Our  is small and we don't hire into this team very often. Please check our careers page for our open roles.

What we are looking for in marketing hires

Beyond the specific skills listed in the job description, we always generally look for:


	Communication skills

	Moreso than other companies, all of our communication is written and public for the world to see. Good written communication is key.

	Are they opinionated? Do they avoid generic marketing-speak?

	T-shaped people

	We generally look for people who are generalists with a spike in one particular area, vs. specialists

	We avoid people who are interested in building and managing a large team



Marketing hiring process

1. Culture interview

This is our standard culture interview with the People & Ops team. We will at this stage also ask for work samples or portfolios, to get a better feeling for the work a candidate has done in the past.

2. Technical interview and portfolio review

The technical interview round usually lasts 45-60 minutes and usually involves two of our team members. They will ask questions around background and previous experience, as well as some scenario-based questions. At the end, they will leave time to answer any open questions.

If relevant, we'll go through a candidate's portfolio.

3. Marketing SuperDay

The final stage of our interview process is the PostHog SuperDay. This is a paid full day of work, which we can flexibly arrange around your schedule.

The task will usually be actual marketing work, involving creating a piece of content or talking to customers, though we don't actually publish the work. We usually give a fairly open-ended task, where it is up to you to decide how you want to prioritize and tackle it.

A Marketing SuperDay usually looks like this (_there is a degree of flexibility due to time zone differences):_


	Kick-off session

	Meet the founders - Tim and James

	Time to focus on the task, we can provide support via your personal Slack channel

	Informal session with a few team members

	Meet a few members of our team for a quick chat



Overall, you should spend at least 80% of your time and energy on the task and less than 20% on meeting people, as we will base our decision on your output of the day. However, we encourage everyone to use the Slack channel as much as needed for any questions or problems.

In line with our values and culture, you might get short replies like "step on toes" or "bias for action".






  17. Operations Hiring

  Source: https://posthog.com/handbook/people/hiring-process/operations-hiring

  
  People & Ops hiring at PostHog

People & Ops at PostHog covers legal, finance, people and culture.

This is our smallest team, and we don’t hire very often. That means that each new hire has a disproportionately high impact compared with other, larger teams. Please check our careers page for our open roles.

What we are looking for in Operations hires

Outside of the skills listed in the job description, we are generally looking for:


	Warmth and positive energy - the kind of person that other people _want_ to ask for help

	Proactive and organised, with a strong attention to detail

	Ability to prioritize

	You are not afraid to step on toes - you have a bias to action and lots of initiative

	Top-notch communication skills, setting an example to the rest of the team

	Willingness to dive in and learn technical concepts and engage with tools like GitHub



Operations hiring process

Culture interview

This is our usual first round interview with a member of the People & Ops team.

Technical Interview

The technical interview usually lasts between 45-60 minutes and you will probably meet a member of our  as well as Charles. For this round, you can expect questions about your background, together with scenario-based questions.

Operations SuperDay

The final stage of our interview process is what we call a PostHog SuperDay. This is a paid full day of work, which we can flexibly arrange around your schedule.

We will share the task with you at the start of the day. The task is representative of the work someone in this role at PostHog is doing, and it is always the same for each candidate, so we can make clear comparisons. It will typically involve doing actual PostHog work, e.g. sourcing candidates or planning an offsite.

An Operations SuperDay usually looks like this  (_there is a degree of flexibility due to time zone differences):_


	Kick-off session

	Meet the founders

	Time to focus on the task, we can provide support via your personal Slack channel

	Informal session with a team member

	Meet a few members of our team for a quick chat



Overall, you should spend at least 80% of your time and energy on the task and less than 20% on meeting people, as we will base our decision on your output of the day. However, we encourage everyone to use the Slack channel as much as needed for any questions or problems.

In line with our values and culture, you might get short replies like "step on toes" or "bias for action".






  18. Sales and Customer Success Hiring

  Source: https://posthog.com/handbook/people/hiring-process/sales-cs-hiring

  
  Auto TL;DR

  At a Glance

  This long page covers these main areas. The list is generated from the article headings, so it updates with every handbook rebuild.

  	Sales and Customer Success hiring at PostHog

	What we are looking for in Sales and CS hires

	How we evaluate candidates

	Sales hiring process

	Culture interview

	Technical interview and demo

	Culture and motivation interview

	Sales SuperDay



  Sales and Customer Success hiring at PostHog

Our Sales and Customer Success teams look after customers paying $20k a year or more for PostHog, as well as new customers who _may_ end up in that bucket.  The job of the teams is to land and expand usage of PostHog in these customers. We have three roles on the Sales and CS team:


	Technical Account Executives focused on closing new business from inbound and outbound leads

	Technical Account Managers focused on expansion from existing customers and closing new business from product-led leads.

	Customer Success Managers focused on the retention of customers using all of our products already.

	Onboarding Specialists focused on ensuring newer and smaller customers are set up for success with PostHog.



We've proven that the way we do sales works at a small scale, we are now growing the team in line with increased top-of-funnel growth for PostHog. Please check our careers page for our open roles.

What we are looking for in Sales and CS hires

Outside of the skills listed in the job description, we are generally looking for:


	Technical aptitude - our team members are the primary person responsible for the customer relationship, and that includes solving technical problems.

	Great interpersonal skills - we need people that our customers are excited to work with.

	A genuine passion for helping customers be successful.

	Prioritization skills - you'll be working with a book of business at different states and will have to prioritize your work accordingly.

	People who are motivated by revenue growth.



How we evaluate candidates

We need to be particularly sensitive to culture at this stage. We can handle someone underperforming much better than someone who is a poor culture fit due to the impact on the broader team. We don't want to end up taking cold leads from BDRs so we can run MEDPICC from our car phone while promising 50% discounts if they sign before the next full moon. We want someone who is comfortable carrying a sales conversation while also possessing the technical chops to talk to engineers and get their hands dirty.

We want someone who can own technical problems and even if they don't have the answer, understand enough of the context to provide that to engineers. We want someone who sees themselves as the first line of defense for our engineers, because engineering time is valuable; it's a win when they can solve a problem without additional engineering lean in.

A great litmus test for a candidate is if they are comfortable instrumenting PostHog and can speak to how they actually implement it on a site. That's typically a good indicator that they've got the right technical prowess.

We want someone who is in it to develop customers for the long run, we don't want someone who is here for quick churn and burn to pump up quota attainment. Building a relationship with a product engineer requires actually knowing PostHog, not just knowing about PostHog.

Ultimately, we want someone who we'd want to buy from.

Sales hiring process

Culture interview

This is our usual first-round interview with a member of the Talent team.

Technical interview and demo

The technical interview with the relevant team lead usually lasts ~45 minutes. Part of this session will be a demo role-play so that we can assess how you talk about your current product to a prospective customer who knows nothing about it. You can assume that the customer is a prospective buyer but otherwise knows nothing about your product, and you should approach the demo as if they were a real prospective customer. What we care about here is not the content of the demo, but seeing how you'd interact with a prospective customer. After a short introduction, we will jump into questions for 25-30 minutes, and then move on to the role play where you should aim to present and demo your product for 15-20 minutes with 10 minutes. After this, we will allow you to ask anything that's on your mind.

Culture and motivation interview

In this 30-minute interview, you'll meet with Simon, who will be trying to answer "Are they a good cultural fit for the Sales team at PostHog?".

Sales SuperDay

The final stage of our interview process is what we call a PostHog SuperDay. This is a paid full day of work, which we can flexibly arrange around your schedule.

We will share the task with you at the start of the day. The task is representative of the work someone in this role at PostHog is doing, and it is always the same for each candidate, so we can make clear comparisons. It will typically involve doing actual PostHog work, e.g. prioritizing customers, doing a demo, etc.

A Sales and CS SuperDay usually looks like this (_there is a degree of flexibility due to time zone differences):_


	Kick-off session

	Meet with Tim, who will be trying to answer "Would I buy from this person?"

	Meet with Charles, who will be doing a culture and vibe check.

	Time to focus on the task, we can provide support via your personal Slack channel (use the channel, don't slide into people's DMs)

	PostHog demo role-play with the team lead and Simon

	Meet a few members of our team for a quick chat



Overall, you should spend at least 80% of your time and energy on the task and less than 20% on meeting people, as we will base our decision on your output of the day. However, we encourage everyone to use the Slack channel as much as needed for any questions or problems.

In line with our values and culture, you might get short replies like "step on toes" or "bias for action".


CS and Onboarding hiring process

Culture interview

This is our usual first-round interview with a member of the People & Ops team.

Small Team interview

The small team interview with the relevant team lead usually lasts 45 minutes.  For this round, we will use scenario-based questions to assess your technical and customer skills, as well as your knowledge of PostHog. As part of this, we will ask you to give a quick pitch of PostHog (not a full demo).

Culture and motivation interview

In this 30-minute interview, you'll meet with Simon, who will be trying to answer "Are they a good cultural fit for the Sales team at PostHog?".

CS and Onboarding SuperDay

The final stage of our interview process is what we call a PostHog SuperDay. This is a paid full day of work, which we can flexibly arrange around your schedule.

We will share the task with you at the start of the day. The task is representative of the work someone in this role at PostHog is doing, and it is always the same for each candidate, so we can make clear comparisons. It will typically involve doing actual PostHog work, e.g. prioritizing customers, doing a demo, etc.

A CS and Onboarding SuperDay usually looks like this (_there is a degree of flexibility due to time zone differences):_


	Kick-off session

	Meet with Tim, who will be trying to answer "Would I buy from this person?"

	Meet with Charles, who will be doing a culture and vibe check.

	Time to focus on the task, we can provide support via your personal Slack channel (use the channel, don't slide into people's DMs)

	Demo role-play with the team lead and Simon

	Meet a few members of our team for a quick chat



Overall, you should spend at least 80% of your time and energy on the task and less than 20% on meeting people, as we will base our decision on your output of the day. However, we encourage everyone to use the Slack channel as much as needed for any questions or problems.

In line with our values and culture, you might get short replies like "step on toes" or "bias for action".






  19. Hogpatch operations

  Source: https://posthog.com/handbook/people/hogpatch-operations

  
  Hogpatch is our San Francisco coworking space, shared with a handpicked group of YC founders who are active PostHog users. Teammates in the Bay Area (or visiting) are welcome to drop in regularly to work, meet users, gather feedback, or join events we host in the space. Here’s a quick guide to how it all operates.

Judy Opperwall, our Office Manager, is on site Mondays to Thursdays from 9am–5pm. For any issues while she is not in, please reach out to the #project-hogpatch channel or DM her directly.

---

Building access

PostHog teammates don’t need an invite to use Hogpatch — the space is open for you whenever you’re in town. If you know your SF travel dates in advance, it’s helpful to post in the #sf-bay-area channel so we can make sure the space is ready for you.


	If you are visiting for the first time, ring the black intercom doorbell on the front door.

	Judy Opperwall will be notified and will remotely unlock the door for you.

	Carol Donnelly and Scott Lewis also share intercom access so can open the door for you 24/7.

	There’s no check-in or reservations needed, it's a very relaxed setup.



---

Parking


	We have a garage in the building that allows up to 4–5 cars max.

	This is for internal employees only, and spots are limited.

	Please ask Judy Opperwall if you’d like a fob. If you're driving in as a one-off, let Judy know beforehand so she can let you in/out on the day you visit. Always remember to close the garage door when leaving the premises. If you're worried you have forgotten, Judy can double check this via CCTV.



---

Housekeeping


	If you notice anything missing or that needs replenishing, reach out to Judy Opperwall on the #project-hogpatch channel.

	A cleaner is scheduled to come in once a week to tidy up and water plants. This will be updated when we open to YC founders/frequent visitors.

	A gardener comes in every two weeks to maintain the plants around the space.



---

FYIs


	Please turn off the lights in the building if you’re the last to leave for the night. The phone booths have lights that will automatically turn off.

	Remember to lock your laptop when you step away from your screen.

	If you see unfamiliar faces (that don’t look like YC founders), raise any concerns with Judy.



---





  20. Hogpatch - Our SF Home for YC Founders

  Source: https://posthog.com/handbook/people/hogpatch

  
  Hogpatch is our dedicated coworking space in San Francisco for YC founders in the current batch - a lofty, airy, light-filled warehouse just around the corner from YC. It's invite-only and open 24/7, giving you a reliable place to work whenever you need it. We've set it up because we know how valuable a quiet space is when you're bouncing between office hours, customer calls, and late-night sprints.

Hogpatch is a free space to help your batch experience a little easier. There's no catch! We're not here to sell you PostHog. We hope that this becomes a dependable home base in the Dogpatch neighborhood for when you need one.

What's Inside


	24/7 coworking space: bring your cofounder and get heads-down in deep product work or last-minute demo day prep.

	10 Gbps fiber internet: the fastest wifi in the neighborhood to help you build at lightning speed.

	Private desks and high-res monitors: space to work comfortably and focus without distraction.

	Comfortable phone booths: quiet spots for user feedback or investor meetings (and perfect for quick calls).

	Limited edition merch: free, exclusive PostHog gear you won't find anywhere else.

	Events space: occasionally used for founder-focused gatherings, but most of the time open as extra room to spread out.

	Snacks, coffee, and extra comforts: endless caffeine on tap.



Getting Started

Access

Hogpatch is invite-only, and isn't open to the whole batch. We keep numbers low so it stays calm, focused, and actually useful. When space opens up, we handpick a few YC companies to join. If we want to tap you on the shoulder with an invite, you'll hear from us directly.


	We do maintain a waitlist, but you can't apply - we handpick founders when there's room to welcome more.

	Each invite lasts 3 months. If you join at the start of your batch, that'll usually cover you through demo day. If you join later, you're still welcome to keep using Hogpatch after your batch ends.



Passes

Once you've been invited, Judy (our office manager) will send you and your cofounders a digital wallet pass. The pass gives you 24/7 self-service access to the space, ideal for late-night sprints or weekend hacking sessions. You can come in anytime, day or night. There's no check-in or reservations needed.

Location

Hogpatch is just 100 yards from YC's office, with the nearest Muni stop at 20th Street. You'll find us behind a discreet door off 3rd Street - the exact location is listed on your digital wallet pass. Scan your pass on the front door QR reader to get in, or buzz the intercom for help.

Support

You'll bump into our product engineers from time to time. They're in the space because they enjoy chatting with founders, and they're happy to give product feedback or help set up your dashboards ahead of demo day.

Judy Opperwall, our office manager, keeps things running smoothly 9am–5pm, Mon–Fri. Outside those hours, treat the space like it's your own. If anything urgent comes up, Judy's your go-to. Her details are in your welcome email.

Workspots & hangouts


	Desks & phone booths - no booking system, no hassle. Just grab a spot when you arrive.

	Visitors: you're welcome to bring in customers, investors, or anyone else you need to meet with, but the space is dedicated to working so we ask you not to bring friends or un-invited YC founders. The space is yours to use - just don't host a house party here.

	Events: every few weeks we'll host something in the space. You're welcome to stick around or join in, but we'll always do our best not to disrupt your focus.



Are you trying to sell me PostHog?

Not at all. Hogpatch is a perk for select YC founders who already know us through the Bookface deal. We know you're focused on building your company, not listening to pitches - so think of this space as a convenient homebase whilst you're hopping around the Dogpatch area, not a sales funnel. We went through YC too, and wanted to create a space that takes off some of the stress whilst you're going through a batch.





  21. Offboarding

  Source: https://posthog.com/handbook/people/offboarding

  
  Auto TL;DR

  At a Glance

  This long page covers these main areas. The list is generated from the article headings, so it updates with every handbook rebuild.

  	Voluntary departure

	Involuntary departure

	Communicating departures

	References and employment verification

	The offboarding process

	For team leads

	Final pay

	Share options vested



  Offboarding team members is a sensitive time. The aim of this policy is to create transparency around how this process works. This offboarding policy _does not_ apply to regular contractors who are doing short term work for us.

Voluntary departure

In this case, the team member chooses to leave PostHog.

We ask for 30 days of notice by default (unless locally a different maximum or minimum limit applies), and for team members to work during that notice period. This is so we have some time to find someone to hire and to enable a handover. Please assume by default we will expect team members to work all of this period.

If you are a current team member and you are thinking about resigning from PostHog, we encourage you to speak with your manager or the  to discuss your reasons for wanting to leave. While we don't want to persuade anyone who is unhappy to stay, you may find that the best solution involves changing things here at PostHog, rather than going somewhere else. If resignation is the only solution after you have discussed your concerns, please send an email communicating your intention to resign to people@posthog.com. We will then start a discussion around what is needed for the handover.


Involuntary departure

In this case, we are letting the team member go.

This is generally for performance reasons or because the company's needs have changed and the role can no longer be justified. If the decision is down to performance issues, we will have already communicated feedback to the individual and given them time to take the feedback on board. However, performance issues sadly can't always be resolved, which means we might ultimately need to end someone's employment.

Tim and James are responsible for making any final decision to let someone go.

We use the following general process for managing people whose performance isn't up to the right standard. We modify this slightly depending on the specific nature of the role and how long they have been at PostHog, so the process isn't identical in every case:


	Typically, a manager or member of the exec team will raise that a team member isn't meeting our performance expectations. They discuss what the issues are and a plan to improve. The relevant exec team member follows up with the person's manager.

	The person's manager has a meeting with the team member to let them know explicitly that their performance is not meeting expectations, and that if it continues then they will not be able to continue at PostHog. This meeting may include a member of the exec team, depending on role.

	If the person is a manager, we usually collect feedback from their team beforehand.

	We outline to the team member exactly what good performance looks like. We collaborate with them to come up with a plan (e.g. specific things to ship), and a timeline for improvement. Usually this is a few weeks for someone new to PostHog, but may be longer if the person has been at PostHog for a while. We schedule a time for a follow up conversation at the end of this period.

	If the person doesn't accept the feedback at the time and/or we don't feel like there is a realistic path to them improving, we may follow up to let them go sooner than this.

	At the follow up meeting, we either confirm that performance has improved and they are on the right track, or that we have decided to let them go right away.



In cases where a team member's role can no longer be justified, we usually make a decision as an exec team and then let the team member know straight away - unfortunately it is not feasible to let someone know that we are thinking of getting rid of their role.

In either case, we will usually ask the team member to stop working immediately. Final pay and severance are calculated as below.

If a team member wants to resign but is deliberately trying to get let go so that they receive 4 months' severance, we may treat this as a material breach of your employment contract, which is gross misconduct. In such cases, team members are not eligible for any severance beyond the statutory minimum where they live.


Communicating departures

In the case of voluntary departure, we will ask the team member if they wish to share what they're up to next with the team. If you have resigned, please speak to the relevant team Blitzscale member to agree on who will communicate you are leaving. Please don't announce your resignation until the relevant member of the Blitzscale team has given the go ahead as they may need to prepare accordingly for the impact of your resignation.

In the case of involuntary departure, we will aim to be as transparent as possible about the reasons behind the departure, while respecting the individual's privacy.

Please be aware that PostHog cannot always provide context around why people are leaving when they do.

References and employment verification

At PostHog, we keep things simple: we don’t give personal or professional references for former team members. When someone asks about a past or current employee, the only information we share is their dates of employment.

Expectations for current employees: If someone contacts you directly about a current or former employee:


	Don’t answer the request yourself — just forward it to the People & Ops team.

	Don’t share opinions or details about someone’s performance or why they left.

	Don’t speak (or appear to speak) on behalf of PostHog.



This helps us keep things consistent and protects everyone’s privacy.

The offboarding process

For team leads

If a team lead has resigned, the Blitzscale team should figure out who will take on the team lead responsibilities and have that prepared to let the team know just before the resignation is announced or as part of the announcement.

For involuntary leavers, we will schedule a call. During the call, someone on the ops team needs to complete the offboarding checklist.

We will then send over an email covering the following points with the team member:


	Final pay

	Share options vested

	Company property

	Business expenses

	Personal email to the company (optional)



Final pay

Final pay will be determined based on length of service and the reasons for leaving:


	If the offboarding is voluntary, they will be paid up until their last day. We will look at the amount of holiday taken in the last 12 months and will pay any "unused" vacation pay assuming they would have taken 25 days (since we offer unlimited vacation periods).

	If the offboarding is involuntary and due to performance reasons or a change in business needs, they will receive 4 months of pay. This includes any notice period we’re legally required to provide. To qualify, they must have been at PostHog for at least 3 months (6 months for sales roles). For our teammates in Germany who’ve been with us for at least 6 months, we’ll follow local laws and standard market practices for notice and severance. If they have been with PostHog for less time, they will receive 1 month of pay and, if a US team member, we will also cover healthcare costs through the end of the next calendar month.

	If the offboarding is involuntary and for gross misconduct, including breach of contract, they may be paid the statutory minimum required only, and receive no notice. This is at our discretion depending on the circumstances.



We ask departing team members to sign a post-termination certificate, separation agreement or release in order to receive payments beyond their final day of work. If we do not receive this, then we will only pay in line with statutory and contractual requirements.


Please note that if there are local laws which are applicable, we will pay the greater of the above or the legally required minimum.

Share options vested

If a team member has been allocated share options, we will confirm how many have vested and the process by which they may wish to exercise them. We have a team-friendly post-departure exercise window of 10 years, and most team members who leave will be deemed a 'good leaver' unless they have been terminated due to gross misconduct.

Offboarding checklist

This is maintained as an issue template in GitHub. The People team will create a new offboarding Issue for each leaver.
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  Welcome to PostHog!

Giving a new joiner a great onboarding experience is super important to us. We want new joiners to feel they’ve made the right decision to join us, and that they are excited and committed to what we’re doing as a company.

Want to introduce a new joiner to the People team for onboarding, but don't know who on the team does what? Just introduce them to people@posthog.com and a member of the team will jump in and take it from there!


Our team is spread across the world, and so are our new joiners. In order to ensure the best possible onboarding experience, we aim for the new joiner to meet up with someone from their team in their first week. Depending on the new joiner's location, they might fly out to one of our team members, or the other way around. So the onboarding experience will look a little bit different, depending on where the new joiner is based and which team they will be joining.

Onboarding checklist

This is maintained as an issue template in GitHub. The People team will create a new onboarding issue for each new joiner.

Onboarding email

We send an introductory email to all new hires to welcome them to the team and ease them in the some of the essential actions we need them to take. This needs communicating openly, as users may not be able to access the company-internal repo yet. So, we send them an email.

Once you've joined PostHog, we will not use email for communicating with each other. For example, James or Tim will never ask you to do something critical over email only – they'll always confirm it over Slack, and so will everyone else. Be extremely cautious of direct emails from James, Tim, or other people of PostHog.


The onboarding email is sent by the People team directly. We want to strike a balance between sending attractive, personalized emails and avoiding creating process or using overpowered tools, such as Customer.io or Mailchimp. So, we landed on a simple email with the necessary links.

<p>This doc is a suggested template with important actions specified, though we recommend personalizing it to the individual. We've linked to these as docs and direct images to make the formatting easier for you, but here is an accompanying image for use in emails.</p>

Image: onboarding image

Onboarding buddy

Every new joiner at PostHog has an onboarding buddy. If possible, a new joiner will meet their onboarding buddy in person during their first week. In case in-person onboarding isn't an option, we will make alternative arrangements. The onboarding buddy is usually a member of the team a new joiner is joining - ideally the team lead - and they can help with any questions that pop up and with socializing during the first couple of weeks at PostHog. Of course, everyone is available to help, but it’s nice to have a dedicated person to help.

Guidance for onboarding buddies


	Once we have decided which team a new joiner will join, the People & Ops team will reach out to the team to find an onboarding buddy. _Please make sure that you don't have any leave booked in the week before and the two weeks after the new starter joins_

	We will intro the new joiner and the onboarding buddy via email - please say hi and decide together where and when the in person onboarding will happen.



If any travel is needed for the in-person onboarding, please check our Spending Money page and book your travel accordingly. _You don't need to let us team know, just use your Brex/Revolut card._



	Please make sure you spend at least 3 days together, working through the first week onboarding list and spending time working on any role-specific tasks that are outlined in the new joiner's personal onboarding issue.

	Make sure to add the details of the in-person onboarding to the In-person Onboarding Calendar so that other PostHog team members can join, if possible. Simply create an event in your calendar and then invite the in-person onboarding calendar as a guest.

	You will remain the new joiner's main point of contact for the first few weeks, so please continue to check in with them at least once a week for the first month or so.



In-person onboarding

Except under special circumstances, new joiners meet with members of their team in-person to go through the onboarding process. Upon acceptance of an offer, your Team Lead will notify the People & Operations team who will help you coordinate travel if necessary. We encourage team leads to consider the Hedgehouse as a location for in-person onboarding. Regardless of location, everyone should have their own bedroom.

In these cases, the process is:


	Preemptively create the new team member a Google account

	Issue them a Brex card to their work email with a sufficiently high temporary balance to cover travel costs

	Have the new team member book travel as usual



While there is no fixed budget for onboardings they should be relatively less expensive than a small team offsite, which is $2,000 per person. Some considerations to reduce the cost:


	Avoid intercontinental travel or choose a location that limits it to the minimum number of people possible

	Consider doing more casual social activities that are less expensive: dinners, drinks etc

	You can request budget for the team lead +1 more team member as an onboarding budget, any other team members joining can use their working together budget (be mindful that onboardings are distracting so the more team members you have join, the less productive the team will be that week, you also have offsites for the team to all get together).

	Create a Slack channel for the onboarding (#onboarding-[who]-[team]-[month]-[year]-[where]) add everyone who’s going

	The new team member already has their own onboarding budget to book their flights and accommodation, so do not include them in the budget.

	See if there are any other onboardings at the same time you could pair up with



Aim to keep things sensible and cheap. As always, use your best judgement when spending money. Request a budget in Brex in USD for any onboardings you are doing. There will of course be some exceptions to this, please just include the reasoning in your brex budget request, and ensure to list who the budget request is for.

You should by default avoid combining in-person onboarding with small team offsites as they serve different purposes. The focus of onboarding is generally on making the new team member successful, but offsites feature things like hackathons and 360 feedback which aren't usually helpful for this and detract from useful onboarding time. However, it may occasionally make sense to combine the two - just use your judgement.


It is important that you make the most out of the sync time with the new joiner on your team. You should not spend the whole week sitting next to them doing your usual work. Having something planned each day is sufficient, some ideas include:


	An intro to PostHogs values & strategy

	A history of your team, your current quarterly goals and a product demo of the features you own (product teams only)

	Interview feedback session between the team lead and new joiner

	Deep dive into a specific feature where you walk through the code (product teams only)

	Mock demo (sales team only)

	"No stupid questions" where the new joiner is expected to come with questions they had since starting



Your first week

Your first week can definitely be a bit overwhelming at any new company, so here's what you can (roughly) expect!


	You will meet (either in person or virtually) your team lead to discuss goals and aims over the next 30/60/90 days and beyond

	You will get all your equipment set up and get access to all the accounts you need

	You will receive your new hire kit (which includes No Rules Rules which we encourage everyone to read as it gives you a great insight into how we work as a company)

	You should try and set up a few calls with a range of people to introduce yourself

	You should try and speak to some actual users of your product. Your manager or PM will help you set these up, and this can be a great source of things to work on in your first week.

	You should dive straight in, fix a typo in the handbook, ship a tiny bug fix, anything to get you going!



If your laptop is delayed: In rare cases your PostHog-issued laptop may not arrive until several days after your start date. If that happens, you can begin non-sensitive onboarding tasks (reading the handbook, intro calls, etc.) on your personal laptop in the meantime. Treat a personal laptop as less trusted:





- Do not access production cloud environments (AWS, GCP, etc.) from it.


- Do not store or handle any secrets on it, including secrets used for local development.





Move anything sensitive to your company laptop as soon as it arrives.


Engineering

We hire engineers on a regular basis, running in-person onboarding practically every time. Over the years, we've learned a lot about doing this efficiently and there's much to gain from sharing the knowledge between teams.

Based on this ongoing learning process, here are our five rules for onboarding an engineer:


	Ship something together on day one – even if tiny! It feels great to hit the ground running, with a development environment all ready to go.

	Run 1:1 learning sessions with the new teammate every day. Give them all the context they need to succeed. By the end of the onboarding, each team member present should've run at least one such session.



<summary>Looking for learning session ideas?</summary> <p>Here's a non-exhaustive list:</p>

<li>The <a href="/handbook/engineering/databases/event-ingestion">lifecycle of an event</a>, from a client library all the way to query results</li> <li>How we turn all our TSX and SCSS files into a fast frontend served from S3</li> <li>The architecture of PostHog Cloud</li> <li>Trunk-based development - how we make use of feature flags</li> <li>Query nodes and how they're used throughout the app</li> <li>What the dead letter queue is for</li> <li>How PostHog experiment results are calculated</li> <li>What engineering planning looks like at PostHog</li>

Any of these chats can take as little as 15 minutes or as long as 1 hour, depending on the level of detail. You'll also find that some topics apply perfectly in some teams, but not so much in others. This is all up to you!


	Do at least one brainstorming session on a topic important for the team, writing down actionable conclusions. Use the time together to discuss issues and involve the new joiner in decisions.

	Pair whenever possible. You're all sitting next to each other, so pick work that can benefit from in-person collaboration.

	Have fun, because life isn't all work! Do some sightseeing, go out for dinner, or find a fun activity – just hang out together any way you like.



Tools we use

We use a number of different tools to organise our work and communicate at PostHog. Below is a summary list of the most important ones - this list is not intended to be exhaustive

Everyone


	Google Suite - Gmail, Google Apps such as Docs, Sheets, Slides

	GitHub - most comms and product work

	Slack - we have an internal workspace and a users Slack as well

	Brex (US, RoW) or Revolut (UK, EU) - company cards and expenses tracking

	Shopify - powers our merch store

	Time off by Deel (Slack App) - holiday tracking

	Bamboo HR - payroll and benefits (US)

	Deel - contractor & EOR payroll & HRIS



Engineering


	AWS

	Incident.io

	Heroku

	Grafana



Design


	Figma



Ops, People & CS


	Salesforce - customer CRM

	Zendesk - our support platform

	Mosaic - financial modelling

	Carta - cap table management

	Fondo - US accounting

	Deel - international payroll and contracts management

	Ashby - recruitment

	Micromerch - merch inventory management, YC onboarding merch, and merch drop-shipping for small events



Signatories

Charles, James and Tim at this time are the only people able to sign legal paperwork on behalf of the company.

How we work

Now it's time to dive into some of the more practical stuff - these are the most important pages:


	Communication - we have a distinctive style. If PostHog is your first all-remote company, this page is especially helpful.

	Team structure - we are structured in Small Teams. These pages will help you get the lay of the land, and who does what.

	Management - we have a relatively unusual approach to management, and it is possible that you will not be familiar with our approach.



Working in GitHub

We use GitHub for _everything_, including non-engineering task management. This might take some getting used to if you are non-technical. If that is the case, we have a detailed guide on how to set up a local version of Posthog.com so that you can make changes to the docs, handbook and website and a blog about why we use GitHub as our CMS to help you out.

Our most active repositories (aka 'repos') are:


	PostHog - main app

	PostHog.com - website

	Product Internal - product-related issues that need to be kept internal, e.g. security issues, customer-specific issues (private)

	Company Internal - company-facing issues, e.g. internal processes, hiring planning (private)



When you have a new Issue or want to submit a Pull Request, you do that in the relevant repo.

We use GitHub Projects to track the status of Issues in an easily viewable way. When you create an Issue, you can assign it to a Project - think of a Project as a way of organising and filtering Issues in a particular view. This makes it easy for Small Teams to easily track what they are working on without having to jump between different repos. Some Issues may be assigned to multiple Projects if they involve the work of more than one team.

You can also assign an Issue to a specific person, and tag it with a relevant label - use these to help people filter more easily.

Each Small Team has its own Project for tracking their Issues - full list here. Most teams run two week sprints - as part of onboarding, you will be invited to the relevant planning meetings.

Support hero training

Employees are occasionally called upon to act as support heroes, or need to deal with support tickets that are escalated to them. This most often applies to engineers, but can include any employee regardless of their team. For this reason, we need everyone to have a broad idea of our support processes and know how we deal with customers.

All new hires should schedule a 30 minute session with the support engineer closest to their timezone within their first three weeks at PostHog.

In this call the support engineer will be able to answer any questions, as well as demonstrate how we deal with support at PostHog. In particular, the support engineer should cover:


	[ ] What the role of a support hero is and how they can expect to receive tickets/escalations

	[ ] An overview of where tickets come from and how to differentiate between paying/free users

	[ ] How to create tickets from Slack threads and reassign tickets to other teams

	[ ] Advice on how to communicate with customers and prioritize tickets

	[ ] How and when to mark tickets as 'On Hold' or 'Pending'

	[ ] What our SLAs are and what ticket severity indicates

	[ ] HogHero - how to deal with bug reports and feature requests, and how to merch customers (including macros)

	[ ] How to avoid duplication of effort in Zendesk

	[ ] Which views should be used in Zendesk

	[ ] How to use side conversations in Zendesk



It can be especially helpful for new hires if support engineers demonstrate how to solve a few simple tickets from start to finish, through shadowing.

30/60/90 day check-ins

Managers are responsible for helping their new members navigate the first 3 months probationary period. There is a strong importance on 1) providing feedback to the new team member, and 2) communicating with execs about unresolved performance issues, so that there is enough time for action. Managers are, again, not responsible for hiring or firing, nor communicating these possibilities directly to teammates - this is handled by the exec team, and is frankly a very rare situation - the vast majority of people we hire do pass their probationary period!

As part of the onboarding checklist, the Ops team will schedule reminders for a new team member's manager at the 30, 60 & 90 day mark to serve as a reminder that these checkpoints have arrived and to make sure everything is on track for the probationary period to be passed.


	30-day checkin

	Manager to provide initial feedback to the team member - especially if there is constructive feedback that needs to be given to ensure the person passes probation.

	It's also a good time to reinforce the positive work that has been done by somebody on the right track.

	60-day checkin

	Ops team will check in with the manager to see if things are on track.

	Manager to provide another round of feedback to the team member.

	If things are going well, the manager might want to give an indication of this as it can ease any fears the team member may have.

	Exec team will get involved as necessary to provide an additional layer of feedback to the team member.

	90-day checkin

	We've made it! Congratulate the new team member on passing their probationary period.

	Give any extra feedback as necessary, though things _should_ feel like they're humming at this point.



Feedback is a really important part of the onboarding process and as a manager it's a good idea to ensure the new team member receives feedback from their peers - either from you collecting it or them receiving it directly from their peers. It won't always be possible or necessary to do a 360 feedback session within the first 3 months, so it's up to you as a manager how best to approach that. As a manager you can also have blind spots on performance, so checking in with their peers can be helpful and can be done during your normal 1-1s.

These check-ins are designed to ensure every new starter is set up for success. Every manager will deal with these slightly differently, but it will hopefully be clear to everybody by around the 60 day mark how things are going and what needs to be worked on, if anything. It is important for a manager to ensure that they do not wait for one of these check-ins to communicate with an exec team member that there could be issues with the team member passing probation. They should let them know immediately, so that a fair and reasonable plan can be put in action ASAP.

If you have any issues or any feedback on how to improve a specific intro just post in the #team-people-and-ops slack channel and tag the relevant people

Finding answers at PostHog

Need help finding something? We have a strong culture of self-sourcing answers - it helps you get unblocked faster and builds your intuition for where things live. Start with #ask-max, our AI that's read every handbook and documentation page. It'll point you to relevant docs instantly and is available 24/7.

Of course, if you're stuck or need context beyond what's documented, just ask in the relevant channel - people are always happy to help. The goal isn't to make you figure everything out alone, it's to give you the fastest path to answers.

Slack Channels

Below are a list of Slack channels you may find helpful:

Work-related channels


	#ask-max - Max has access to all of our documentation and our handbook, and is a great place to start with many questions

	#content-docs-ideas - for suggesting ideas for the newsletter, tutorials, and docs to be written by the content and docs team

	#brand-mentions

	#do-more-weird

	#newsletters

	#team-blitzscale

	#dev

	#general

	#alerts

	#industry-news

	#changelog - keep up with all the cool things we're shipping across the team



Social channels

We encourage you to join and create channels focused around different types of hobbies and interests. We explicitly don't allow channels based on categories that we legally (and rightly!) can't discriminate against in the hiring process, such as gender, sex, political affiliation, religion, and age.


	#food

	#kids

	#no-context-posthog

	#random

	#whereintheworld

	#devel-random

	#books-and-films

	#climbing

	#coffee-snobs

	#dad-jokes

	#fitness

	#hoglife

	#rockets

	#stonks

	#cycling

	#listening-to

	#design-inspiration



Location specific channels


	#london

	#germany

	#sf-bay-area



etc.





  23. Overview

  Source: https://posthog.com/handbook/people/overview

  
  The Ops team's primary goal is to make PostHog an incredible place to work by removing distractions from other small teams. We keep PostHog running smoothly without implementing lots of unnecessary processes.

We are also responsible for growing the team by adding in world class talent to new and existing small teams. We want to do this while retaining our world-class team by making PostHog the most transparent company in the world, and the best place for people to work in general.

Ops provide all the tools, literally and metaphorically, needed for our team to come in and do their best work. Practically, this looks like:


	A small ops team covering a wide range of disciplines that can react to any incoming items to allow the rest of the business to focus on what they do best - building products.

	Nailing the basics of working at a start-up for our team members. Making sure things like payroll, onboarding, offboarding etc. all work smoothly and are on autopilot as much as possible.

	Thinking slightly further ahead than the “here and now" to predict when we may need to make changes like hiring new team members, changing our spending patterns to manage cash, managing our comp structure, implementing a new tool etc.

	Setting a very high bar for bringing people on board. We are always looking for the best people in their field, or people on their way to becoming exceptional at their jobs. This is so important to us, it's enshrined in our company values.

	Manage compliance projects like SOC 2 or HIPAA to help us land larger customers. These projects require input from some small team members, but Ops will make sure everybody knows who and what is needed.

	Partnering with the Exec team to work on people initiatives to build a diverse and inclusive culture at PostHog. We want to put a strong sense of belonging at the heart of everything we do.

	Running any disciplinary or grievance process that may occasionally arise.



These are some things that Ops is _not_ responsible for which you might see at other companies


	Resolving performance issues and creating things like performance management plans. This is the Exec team's responsibility, working with the relevant managers.

	Booking travel or accommodation for when you travel. You have the ability to do this yourself and we trust you will spend money carefully. The exception to this is our company offsite where we book accommodation.

	Setting compensation - Exec team do this.

	Centralized customer support - this sits with the Customer Success team generally, with individual small teams having a support hero on rotation.

	Company wide goal setting - the Exec team ensure this happens, and small teams run their own planning

	Training - this is self serve



Ops team values


	Take ownership

	Be supremely reliable

	Act with care & compassion



Take ownership

When something falls on the Ops team, we make it very clear we are the owners of that specific thing. We communicate clearly with other teams when we require their input and we make it as easy as possible for them to help us achieve the desired outcome. We are quick to triage things that don’t have a clear owner and we get them into great shape before we expect others to have to interact with it. This could be anything from a compliance matter to how our merch process works. We say 'here's how this could get done' rather than 'that's not my job'.

Be supremely reliable

If we say will take care of something, we take care of it - no exceptions. We are often trusted with big and small things, and we take all of them seriously. This also means we will keep you in the loop if something can't happen as we originally intended. We are trusted with a lot of sensitive information, from our team members' personal details to specific company info that we need to protect. When people trust the Ops team with something, they need to know it’s getting done properly.

Act with care & compassion

The Ops team has got your back. We treat everybody with respect - caring deeply about the success of the business means caring deeply about the success of every team member, irrespective of things like seniority. We want to be sure we will be proud of how we handled any situation. This doesn’t just apply to our team members but to anybody interviewing, the customers we deal with, and anybody else we interact with externally such as suppliers.





  24. Philosophy club

  Source: https://posthog.com/handbook/people/philosophy-club

  
  Philosophy club runs once a month, and Charles Cook organizes it. We spend each 30min session discussing one philosophical question in the Socratic tradition. A short text is shared in advance as light pre-reading from the Stanford Encyclopedia of Philosophy. These can be a bit dry, so feel free to use alternatives - the Crash Course videos are quite good.

If you're interested in joining, ask Charles Cook to add you to the recurring event in #team-people-and-ops.

Structure

Each session is 30min:


	5min — framing: one person summarizes the pre-read in plain language

	10min — clarification: we define the terms in the question

	10min — probing: share examples from real life

	10min — synthesis: each person states if their belief has altered or not



The only rule is no observers - if you join a session, you should expect to take part.

Topics

See below for the full roadmap, with a link to each pre-read. This is a 1 year commitment if you want to do the whole thing, but each question stands alone, and you can attend as many sessions as you want!


	What counts as knowledge?

	Can we trust our own reasoning?

	If behavior is shaped by causes, what does accountability mean?

	Is success about happiness, achievement, or meaning?

	Are habits more important than intentions?

	Should decisions prioritize results even when methods feel wrong?

	Is fairness equality, merit, or need?

	When is challenging authority ethically required?

	Is trust a rational calculation or a leap without evidence?

	Does technology shape our behaviour or simply reflect it?

	Should work be intrinsically meaningful or primarily instrumental?

	Do we discover purpose, or create it through choices?







  25. Product Manager ramp up plan

  Source: https://posthog.com/handbook/people/ramp-up/product-manager

  
  This is a rough guide to ramping up as a product manager in PostHog.

Timeline

Day 1

Outcome: Get started


	Get set up and follow your onboarding checklist

	Do your first analysis in PostHog (e.g. Who are our biggest customers? what's the most used feature?)

	Set up time to meet everyone in your team and understand their current strategy, motivations and risks

	Read up about the OKRs of your team

	Attend the Company All Hands



Week 1

Outcome: Get stuck into execution


	Join your teams' standups

	Learn about their current projects

	Arrange and host 2+ calls (through customer success initially) and get feedback from customers about ongoing projects

	Use PostHog to gather data to support with executing existing projects

	Share an interesting finding from PostHog in the demo section of the company all hands



Month 1

Outcome: Your teams are hitting their goals faster


	Finding opportunities to reduce scope and increase impact of big projects

	Giving the team the context they need to design and build really amazing solutions to customer problems

	Enabling the team move faster by finding and removing bottlenecks



Quarter 1

Outcome: Hit your goals and set the strategy for the next quarter


	Pull out the stops to get your team across the line with their existing goals

	Work with leadership and your team to define ambitious goals for next quarter

	Use data and customer context to rationalize priorities



Specialism

As well as your day job with specific teams, its important we have PMs having company level impact across the following specialisms too.

Analytics


	You're performing analyics on how customers use our products outside of your team's scope

	This analysis defines how the company priorities what to build across product

	You push the limits of what's possible in PostHog to help us build more advanced tools and you work with SQL to get answers to the most complex queries



Customer Research


	You're always talking with our customers, and you intimately know how their frictions with our products

	You're giving customer insights to every team (in and outside of product) to help them prioritize better

	You're the first to hear about new opportunities and problems that our customers need solved and you capture this information



Growth


	You work closely with growth engineering and leadership to understand how we can accelerate activation and revenue growth

	You know inside-out our funnels for growth and provide the context for to make quick changes to validate hypothesis and grow faster







  26. Stock options

  Source: https://posthog.com/handbook/people/share-options

  
  Auto TL;DR

  At a Glance

  This long page covers these main areas. The list is generated from the article headings, so it updates with every handbook rebuild.

  	Overview

	Frequently asked questions

	What is a stock option?

	What does it mean to "exercise" a stock option?

	What are my stock options actually worth?

	What if I leave PostHog before this exit event happens?

	Are there any tax issues I should be aware of?

	US stock options



  Overview

It’s important to us that all PostHog employees feel invested in the company’s success. Everyone plays a critical role in the business and deserves a share of that success as we grow. When employees perform well, they contribute to the business doing well, and therefore should share in the increased financial value of the business.

As part of your compensation, you will receive an option to purchase stock in the company, subject to a standard 4-year vesting schedule with monthly vesting and a 1-year cliff. Broadly, the number of shares subject to your option depends on your Level. We may adjust this policy over time depending on our hiring pace – for example, if there is an extended gap in hiring, we may revise the allocation.

While the governing terms of the options may vary if PostHog is ever acquired, we have set them up with the following key terms:


	10 year exercise window from the date of grant in the event that you leave PostHog.

	Double-trigger acceleration, which generally means if you are let go or forced to leave in connection with the company being acquired, all unvested shares subject to your option will immediately vest.

	Vesting starts from your start date, not after a “probation period” or similar.

	For UK-based team members, eligible options are granted under an EMI scheme and/or a CSOP scheme, both of which can be tax-advantaged.



It can take time to formally approve and issue options, as it requires a board meeting and updated company valuations. We can provide estimates of the likely issuance timeframe at the time of hiring, but generally speaking, we try to get formal board approval a few times a year. In any case, you will not be disadvantaged by any delay in the approval process, as vesting always starts from your PostHog start date.

Frequently asked questions

We have written out a few of the most commonly asked questions about stock options below. Some of these questions are useful if this is your first time receiving options, while others provide more detail. If you have specific questions, please reach out to Hector.  However, note that these questions are often highly individualized, and as such, we may suggest that you consult with your own personal tax advisor for tailored guidance.

What is a stock option?

A stock option gives you the right to purchase shares of PostHog's stock at a predetermined price set on the date of the grant, regardless of what the market value of the stock is in the future.

Stock options can be financially very lucrative, because PostHog will give you the opportunity to buy stock at the grant-date fair market value, which may be lower than what investors or an acquirer may be willing to pay in the future at a liquidity event. As we continue to grow the company, we hope that the value of our stock will exceed the exercise price on your options, which could result in substantial financial upside to you and the rest of our option holders.

What does it mean to "exercise" a stock option?

This simply means you decide to buy the underlying stock covered by your option at the price set out in your option agreement. The price you pay is called the “exercise price” or the “strike price”; both terms are widely used and mean the same thing here. When you exercise a stock option, the exercise price is paid to PostHog as consideration for the stock you're buying.

You should be careful here, as exercising stock options can have personal tax consequences. We always recommend you consult with your own personal tax advisor before making a decision to exercise any options so that they can provide you with individualized tax advice based on your specific circumstances.

What are my stock options actually worth?

Because there is no public market for our stock, and because the stock is subject to standard private company restrictions on transfer, rights of first refusal, and consent requirements, it is not possible to assign a true “value” to the stock.

Although we can tell you what the last-round preferred stock investors paid and what our 409A (US) or HMRC (UK) appraisers assigned as the most recent “value,” there is no guarantee that any buyer or investor would pay those prices – even in the event of a sale or acquisition.

That being said, you can use this handy calculator to model what your options might be worth in the future, under certain assumptions about liquidity, sales price, dilution, etc. You'll need to make a copy first, and be signed in with your PostHog email address. You can also find estimates in your Employee page in the PostHog Ops platform.

Since these numbers are based on assumptions, we cannot promise you that value, but in any case it can give you a sense of what the stock may be worth.

What if I leave PostHog before this exit event happens?

Happily, we have set up terms that are industry-leading in their friendliness to team members! If you leave PostHog, you will have 10 years from the date your stock option was _granted_ to exercise any vested portion. Note that the exact deadline you have for exercise is whatever is written on your stock option agreement under "Expiration Date".

The industry standard is to give only 90 days to exercise after leaving, which we believe is overly restrictive.

Are there any tax issues I should be aware of?

You should always consult with your own tax advisor before making decisions about exercising your options. That being said, there are a few important tax issues we want to highlight here that may apply if you live in or are a taxpayer in the US or the UK.

US stock options

To the extent legally possible, we grant stock options to our employees as Incentive Stock Options (ISOs), which can be tax-advantaged assuming the following two holding period requirements are met:


	You must not sell the underlying stock until at least 1 year after exercising; and

	You must not sell the underlying stock until at least 2 years after the grant date.



If you do not exercise the option within 3 months of leaving, you still keep the stock option to the extent vested, but any non-exercised portion will legally convert into a Non-qualified Stock Option (NSO), which does not have the same tax advantages. Generally, no tax is payable upon exercise of ISOs (except for potential liability under the Alternative Minimum Tax (AMT)), whereas income tax is payable upon exercise of NSOs. US taxpayers may therefore wish to exercise stock options within 3 months of leaving to retain ISO tax benefits, though this requires paying the exercise price out of pocket and may reduce optionality.

After 3 months, if you _exercise_ (not sell) your stock options, you will be liable for income tax at exercise on the difference between the market value at exercise and the exercise price. Within 3 months, no tax is payable upon exercise (other than potentially AMT) – you will only pay tax upon _selling_ the shares (generally at a lower capital gains rate, if ISO holding period requirements are met). We can't give you personal advice here, so please consult a tax advisor to see if exercising your ISO options makes sense for you.

UK stock options

If you are an eligible UK taxpayer, you will be granted stock options under either an EMI scheme or a CSOP scheme, both of which can be tax-advantaged. We aim to grant employees the most tax-advantaged options possible, subject to eligibility rules. Since EMI options are generally seen as more favorable than CSOP options, we will default to granting EMI options if we are eligible to do so at such time. In the event we do not have EMI eligibility, grants will be made under a CSOP plan instead, and if we are not CSOP eligible, the grants will instead be non tax-advantaged.

EMI Options: EMI Options are similar to ISOs in that they are tax-advantaged in the UK, but the tax advantage is lost 90 days after you leave PostHog. <p>After 90 days, if you _exercise_ (not sell) your EMI options, you will be liable for income tax and potentially national insurance contributions on the difference between the market value at the time of exercise and the exercise price. Within 90 days, no tax is payable upon exercise – you will only pay capital gains tax upon _selling_ the shares (which is generally a lower rate than income tax). In addition to that, EMI's also have the added benefit that if you sell after holding for 2 years from the grant date, you may be eligible for more favorable capital gains rates due to business asset disposal relief. Again, we can't give you personal advice here, so please talk to a tax advisor if you're not sure whether exercising your EMI options makes sense for you.</p>

CSOP Options: CSOP Options are similar to EMI Options in that they are also tax-advantaged in the UK, but there are a few key distinctions:


	Unlike EMI Options, there is no requirement that the CSOP options must be exercised within 90 days of leaving PostHog to maintain tax-advantaged treatment. However, there is a separate and distinct requirement that a CSOP option must generally be held for at least 3 years from the grant date in order to be eligible for tax-advantaged treatment (this requirement does not apply to EMIs, though as noted above, holding EMIs for 2 years may also allow you to benefit from a more favorable capital gains rate). Although you technically will have the ability to exercise any vested CSOP options prior to this 3 year date, because we allow options to be exercised up to 10-years from the grant date, absent some sort of liquidity opportunity or statutory allowance, it probably doesn’t make sense for you to do so to lose out on tax-advantaged treatment.



Please check with your tax advisor if you plan to exercise your CSOP Options (especially prior to 3 years) as you may be losing out on critical tax benefits if this is done incorrectly!


	Unlike EMI Options which come with a £250,000 limit, there is a lower £60,000 limit on CSOP Options that can be granted (valued at the time of grant). The CSOP options count toward the EMI cap as well, so if you already have outstanding EMI options close to the £250,000 limit, your particular effective CSOP cap may be lower than the £60,000 maximum.

	When eligibility conditions are met for CSOP options, the tax paid upon sale is typically capital gains tax, whereas EMI options may also be eligible for additional favorable business tax disposal relief.



As with everything here, this is highly facts and circumstances specific, so please consult with your individual tax advisor to make sure you don’t lose out on any key tax benefits.

Other countries / non-tax favored options

At the time of grant, we check for eligibility factors and do what we can to provide tax-advantaged treatment where possible.  However, not every option will necessarily be eligible for tax-advantage status (whether due to lack of company eligibility, ineligible tax jurisdiction/residence, employment requirements, caps on issuance amounts, or otherwise). Any option that is not eligible to be issued as either an ISO, EMI, or CSOP will be granted as an NSO.

Historically, we designated all non-US and non-UK grants as "ISOs" for consistency, though in practice, none of these grants were ever eligible for true ISO beneficial tax treatment under the law since they were made to non-US taxpayers.  As of July 2025, we revised this practice to avoid confusion and to align with recommended best practices, and now all grants we make to non-US and non-UK service providers are issued as NSOs. NSOs are not tax-advantaged, and generally speaking, income tax will be due upon _exercise_ of the option.

In all of the above cases, your exercise price remains fixed at the time of issuance no matter what.

Does it make any difference how I leave PostHog – what if I am fired or made redundant?

We have taken a very broad, market-standard and team-friendly approach to what we consider for and not for "cause" in the event of departures:


	If you decide to leave, i.e. resign, your stock options stop vesting, but you maintain all vested options and you will continue to have 10 years from the grant date to exercise them (subject to the potential differences in tax treatment depending on when you exercise, as mentioned above). This departure is not considered for "cause".

	Even if unfortunately you are let go due to performance issues, fit, redundancy, etc., you still maintain your vested stock options, and you will continue to have 10 years from the grant date to exercise them (subject to the potential differences in tax treatment depending on when you exercise, as mentioned above). This departure is also not considered for "cause".

	Only in the unlikely event you are let go due to gross misconduct, fraud, causing material harm to the business, or similar issues would you forfeit your stock options (including vested shares). In such a situation, your departure would be classified for "cause".



The concept of “cause” is similar (though not identical) to the concepts of “good leaver” and “bad leaver” under UK law. We aim to align our option agreements across jurisdictions in an employee-favorable way, but note that local law classifications may not perfectly match the contractual provisions in your option agreement. As such, you should check with your tax advisor to confirm your individual circumstances.

We also have a special provision in place in case PostHog is acquired by another company and, in connection with such acquisition, you are let go without "cause". In this case "double-trigger vesting" applies, which means 100% of your unvested options immediately vest. This benefit is usually only offered to executives at startups (if at all), but we thought it was fair that everyone should benefit from this.

While we cannot guarantee that an acquirer will agree to assume these provisions without issue, including them in our option agreements gives us a strong position to advocate for maintaining them at such time.

What if I move jurisdictions but stay employed by PostHog?

As a remote company with global hiring practices, we often get questions about what happens to outstanding options if an employee moves to a different country. Generally, provided that your option does not cease vesting upon move due to legal requirements, you should expect them to continue vesting on the same schedule and keep the same strike price. However, the tax treatment of your options may change depending on your new jurisdiction. Not all countries recognize the same tax-advantaged schemes, so your options, or a part of them, may lose favorable tax status even though they continue to exist and vest.

You should not assume that PostHog can accommodate cancellations, re-grants, or restructurings based on personal tax circumstances or decisions to relocate. For example, if you were granted NSOs and later move to the UK where you might otherwise be eligible for EMI, your existing NSOs will generally continue as-is. We would not cancel and re-grant them as EMI options.

Given the flexibility we offer around work location, it is not operationally feasible for us to tailor equity treatment to each individual’s circumstances and decisions to relocate. If you already anticipate a move at the time of hiring, let us know.  We may be able to delay your grant until after your move. However, this comes with the risk that your strike price may be higher at the time of such grant.

As always, jurisdictional moves are highly fact-specific. Please reach out with questions, but note that in many cases we may recommend seeking independent tax advice.

Exceptions

There are a few notable exceptions to the general approach described above:


	EMI options and moves to EOR arrangements



If you hold EMI options and move out of the UK while continuing employment at PostHog via an Employer of Record (EOR), unfortunately this is treated as a cessation of continuous service under EMI rules. In this case:


	Your options will stop vesting immediately

	Any unvested portion will be forfeited

	To retain favorable tax treatment, you must exercise the vested portion within 90 days



In such a circumstance, since the option ceases to vest due to legal requirements, PostHog will re-grant the unvested portion as NSOs after your move, on the same vesting schedule. However:


	The strike price may differ from your original grant

	In practice, it is often higher, since UK valuations (for EMI) are typically lower than US 409A valuations, and valuations generally increase over time



We do not have flexibility on this point, so this is an important factor to consider when deciding whether to relocate, as the total number of options you ultimately retain won't change, but the economic impact to you of the change in strike price or tax treatment could be significant.


	Broad-based changes (not individual requests)



In some cases, we may make changes that benefit groups of employees, such as canceling and re-granting options or changing option types due to regulatory or eligibility changes.

For example, if we previously issued CSOP options due to lack of EMI eligibility and later became EMI-eligible again, we might evaluate whether to make a broader change. These decisions:


	Are made at a group level, not individually

	Depend on the overall impact and trade-offs, and the pros and cons are carefully weighted

	Will not be driven by individual jurisdictional, tax or other circumstances



If a change in tax treatment or eligibility applies only to you, you should assume we will not make an exception.

What is "vesting"?

Vesting means that you don’t receive all your stock options immediately; otherwise, you could work at PostHog for a week, leave, and still receive a significant portion of your options.

Instead we follow the standard industry vesting schedule over 4 years:


	After 1 year, you will hit a "cliff," and 25% of your total grant will vest.

	In each subsequent month following the cliff, 1/48th of your total grant vests, so you are fully vested after 4 years.



Vesting starts on the day that you started at PostHog, not the date that your stock options were granted.

How did you decide the strike price that I should pay to exercise my stock options?

PostHog doesn't decide the price – we get an external company to conduct a valuation and determine the "fair market value" (FMV) of the stock. Note that this is different (and often lower) than the price from the last funding round, due to the way that the price is calculated, and due to the fact that the stock options you receive will cover common stock while investors instead buy preferred stock.

For UK grantees, similar criteria is used to determine the valuation by HMRC.

In either case, we don't have any flexibility here – if we set an exercise price lower than the FMV, this would create serious tax issues for both you and PostHog.

These valuations are typically valid for at most 1 year (US) and 90 days (UK), so we have to redo them periodically.

Why do we allocate stock options in batches?

Two reasons – because valuations (mentioned above) need to be re-run, and because each time we allocate stock options we need to get them formally approved by the board.

As a result, it is normal for companies to grant stock options at set intervals (e.g. 1-2 times per year), rather than individually at the exact time of hire.

Why don't you just give me the shares?

Under most countries' tax laws, including the US and UK, a direct issuance of stock would be considered income, and you would immediately have to pay income tax on the stock received. This would mean you getting hit with a tax bill of tens/hundreds of thousands of $$$ with no direct cash compensation to help you pay the tax liability due to the illiquid nature of the stock. Stock options are a much more tax-efficient way to compensate team members, as you don't pay tax today when you are granted the stock options, and as mentioned above, you are often able to take advantage of tax-favored schemes that can further reduce your liability.

Can PostHog help me figure out what tax I will have to pay in the future though?

We cannot give you personal tax advice – you need to talk to an accountant. We're happy to ask around our network for recommendations.

I received stock options under the EMI and/or CSOP plan as I'm based in the UK – how are these different from our regular stock options?

EMI and CSOP options have various additional tax benefits associated with them that we're able to offer because PostHog Inc. has a UK child company, Hiberly Ltd.   The option is still for stock of the parent company, PostHog Inc., even though you are employed by Hiberly Ltd. Please see the section titled “UK Stock Options” above for some key differences, but as always, please make sure to consult with your own personal tax advisor for any specific questions about tax treatment.

It is worth noting that you will lose EMI and/or CSOP tax benefits if you stop being a UK tax resident.

How do I track my vesting and manage my options?

We use a tool called Carta to virtually manage our cap table and stock options. You can sign in to the platform using your PostHog email, and you will be able to see all of the option grants you have received, the start date and how much you have vested thus far, the strike price of your options, and how much it would cost to exercise a certain amount of options.

Non-UK employees can exercise options via Carta by sending PostHog the exercise price via ACH.  Due to additional jurisdictional specific requirements in the UK, EMI and CSOP holders cannot exercise via Carta – if you are in the UK and would like to exercise, please reach out to Hector or the ops team.

I have a question that is not covered here!

Ask Hector or Fraser – ideally in a public Slack channel (if appropriate) for better visibility.

May I suggest a change to our stock option plan or my stock option documents?

Unfortunately this isn't possible – we have a standard set of agreements that we use with everyone which are pre-approved by the board and our investors. Making any changes would not be feasible, unless you spot an obvious error in your option agreement.

That being said, we do not include any terms that are not either completely standard or (in many cases) as team-friendly as possible.





  27. Side gigs

  Source: https://posthog.com/handbook/people/side-gigs

  
  PostHog looks for passion in the people it hires. This often correlates with people who have side projects as a hobby. For example, we view pre-existing open source work as a strong qualifier that you're good enough at programming that it's fun to do rather than frustrating and hard!

These side gigs may sometimes earn you money. Sometimes, you may one day want your side gig to become your main gig.

We have deliberately called them "side gigs", as we are ok with you earning money on the side. We are not ok with this being your main focus and PostHog being just a paycheck. Quite simply, we are too small for PostHog not to be your main motivation. For this reason, we also currently don't offer part time work as an option at PostHog.

Managing time

The key distinction to something being a side gig, and thus it being appropriate, is its impact on your work and the amount of time involved.

A few hours a month on a paid side gig is acceptable. In any case, side gigs should by default be something you work on in your personal time, and they should not impact the work you do at PostHog.

In a few cases, you may want your side gig to become your full time work one day. That is ok - please just let us know, so we can create a plan. We know the key to motivated people is to help you achieve your long term goals, and to align this with what PostHog needs, whether or not you eventually achieve them with us.

Above everything else, if you are going above and beyond for PostHog and you're still able to look after yourself properly, side gigs (whether paid or unpaid) are totally fine. We don't think that's possible beyond a certain level of time/energy commitment to them, but we are very happy for you to spend a little time on them each week.

Intellectual property

Just to reassure you, PostHog won't try to claim ownership of any intellectual property (IP) you create in your personal time, e.g. if you are contributing to another open source project as a hobby. However, you need to be _really_ careful that you do not introduce any of PostHog's non-open source IP into any project that you work on - this can cause serious legal headaches. As a rule, anything from PostHog that is explicitly MIT-licensed is fine to use, anything else is not.

Ideas that start at PostHog

If an idea, project, or product comes out of your work at PostHog (for example during hackathons, offsites, team projects, or internal experiments), it should be treated as PostHog work by default.

When thinking about whether something is truly a personal side gig or PostHog work, it’s important to consider where the idea originated, who it was built for, how it’s been shared or used internally, and whether PostHog data, tools, equipment, or infrastructure are involved.

If you’d like to take an idea that started at PostHog and develop it as a personal or external side project, please get explicit sign-off first so we can avoid any confusion around ownership, data use, or future plans. Without that sign-off, these projects should live within PostHog repos and follow PostHog processes.

If you are ever worried about this, please talk to Fraser and he can help you figure out the best solution here, especially if what you are working on directly competes with something PostHog has built or is on our roadmap.

Getting signoff

We ask you to please just check in with the relevant Exec team member for your team (ie. James, Tim, or Charles) to get their confirmation before going ahead with any side gigs.

If your side gig existed before you joined PostHog, this will usually be covered as part of the onboarding process.
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  Source: https://posthog.com/handbook/people/spending-money

  
  Auto TL;DR

  At a Glance

  This long page covers these main areas. The list is generated from the article headings, so it updates with every handbook rebuild.

  	Guiding principles

	How it works

	Transparency & accountability

	Logistics

	UK employees

	Receipts

	Reviewing expenses

	Team Leads



  There are many occasions when you will need to spend company money. PostHog is a lean organization - the less we spend, the more time we have to make sure the company takes off. However, it is more important you are productive, healthy, and happy.

Guiding principles

We have a context-based expense policy inspired by the book 'No Rules Rules'. We're empowering team members to make good decisions while maintaining transparency and accountability.

Ask yourself:


	Can you clearly explain why this expense is in PostHog's best interest?

	Would you be comfortable explaining this expense to the entire team publicly?



If the answer is yes, it is likely the expense is in the best interest of the company and supports your productivity.

If not, think again.

The goal here is to empower you. However, when in doubt, ask your team lead for context, not permission.


	Still in doubt? Ask Janani in #team-people-and-ops.



How it works


	All company expenses (offsites, software/tool subscriptions, merch, etc.) will have common company-wide budgets.

	You'll be assigned a single User Limit of $5,000 per month in Brex from which you can spend money on individual subscriptions, coworking/collaboration, equipment (except laptops and Mac Studio Monitors - ping #team-people-and-ops for these), training, etc. If you need an increase in the limit, request it on Brex.



Transparency & accountability


	All expenses are visible company-wide

	If we have questions about an expense or need documentation, we'll reach out for clarification

	Team leads get monthly reports showing all direct report expenses



Logistics

UK employees

Use your Revolut if the expense is over £75 _and_ has UK VAT on it. If not, use your Brex.

The company can claim back VAT on these larger purchases - the more money we claim back, the more money we have to #DoMoreWeird

Please make sure that the invoice is addressed to Hiberly Ltd and our registered address (this can be found in the Important Company Details sheet).

Receipts

All expenses over $75 or £75 must have itemized receipts attached and memo updated within 14 days of the charge, as this is what our auditors require.


	Brex: upload the itemized receipt using the Brex app, text, email or Slack, and update the memo using the Brex app, text, email or Slack.

	Revolut: email your itemized receipts to ukinvoices@posthog.com along with a memo in the body of the email



In extreme cases, expenses with no receipts above $75 or £75 may be deducted from your pay if we can't verify the business purpose - this is mainly for repeat offenders where someone's clearly ignoring the policy.

We need an _itemized receipt or invoices_ because Brex auto-verifies these using the information on the file. For example, this means the full booking confirmation email for flights/hotels, detailed bill from the restaurant for a team dinner etc. Please do not upload cropped images that show just the amount or just the credit card machine confirmation slip - without context, the receipt is pointless

Template for a thorough memo


 - What: [item/service purchased]


 - Why: [business reason - how this helps PostHog/your work]


 - Context: [relevant details - who attended, what project, etc.]


Reviewing expenses

Finance reviews:


	All expenses over $1000 (Brex)

	Random sampling of expenses under $1000 (Brex)

	All Revolut expenses



Team Leads

You'll get monthly expense reports for your direct reports. You have context Finance doesn't, which will help justify spending decisions to the auditors. How much you dig into these is up to you - the goal is catching patterns, not micromanaging.

Why documentation matters

Missing receipts and memos create extra work during audit season - auditors will need to dig into those expenses, which means hours of back-and-forth with you about charges from several months ago! A quick receipt upload and memo update now saves everyone time later.

We're legally prohibited from paying personal expenses on behalf of team member, and are at risk of penalties/fines if this happens.

The flexible, trust-based policy we have only works when everyone maintains proper documentation. If team members consistently fail to upload receipts and add memos, we'll either need to implement rigid pre-approvals for all spending, or treat repeated violations as performance management issues. Which we really don't want to do!


Budget structure on Brex

We're not going to police your spending with hard limits but we will continue to use budgets and limits on Brex for audits, and because categorizing this stuff properly is essential for things like Board reporting, tax compliance, and seeing how we're doing against our budget.


	Offsite budgets - managed by Kendal:

	Whole company offsite

	Mixed team offsites

	Small team offsites

	Onboardings

	Company software budget

	All subscriptions/tools used at a company level - (Janani should be default admin for all of these, so she can handle receipts etc.

	User Limit of $5,000 per month, per user

	This covers all co-working/collaboration costs, training, individual software subscription, etc.

	For subscriptions and other recurring monthly expenses, we recommend using the virtual card under your User Limit to ensure it gets categorized to the correct budget by default



Joining an offsite? _Only use the offsite budget_, not your User Limit - it helps the People & Ops track travel spend accurately against budgets. Let Kendal know in #team-people-and-ops.

Frequently asked questions 🤨


	Can I use my personal card for a work-related expense?

	No, you must use your Brex or Revolut for all work-related expenses.

	The company earns points which we use towards billboard campaigns. The Finance team also doesn't have the bandwidth to process lots of reimbursement requests.

	What if I accidentally used my personal card for a work-related expense?

	Claim a reimbursement with an itemized receipt on Brex within 90 days of incurring the expense, with a memo (context on what was the expense for and why your Brex wasn't used).

	We cannot process any reimbursements without a receipt.

	Can I use my Brex/Revolut for a personal expense?

	Obviously not.

	What happens if I forgot to assign the right spend limit before using Brex?

	Go into your Brex account and re-assign the charge to the correct limit.

	Can I bulk upload receipts to Brex?

	Yes, you can! Here are some helpful articles:

	Attaching receipts to any expense

	Attaching receipts for multiple expenses

	What do I do if I have a new tool/enterprise software subscription for the team to use?

	Add Janani as the Billing Admin to manage payments.

	If I'm asked for a billing email for bill payments, what do I use?

	Use finance@posthog.com

	What if I'm driving for work-related purposes?

	You can claim a mileage reimbursement through Brex. Do not separately expense fuel.

	What if I accidentally used the company card for a personal expense?

	Login to Brex > find the charge > click on 'Repay' > Repay to the bank account details provided in our banking runbook

	For Revolut charges, ping Janani in #team-people-and-ops

	How do I get access to WeWork?

	We have a company All Access account - ask Kendal in #team-people-and-ops.

	What if I've received a bill I need Finance to pay?

	Submit the bill using the 'Bill Pay' feature on Brex, with context on what it is for, and which budget the bill should be coming out of, once you have verified it.

	Finance processes all bill payments on Wednesdays.

	How do I upgrade my flight ticket to premium or business using my personal points/card?

	Book an economy ticket using your Brex, then upgrade afterwards using your personal points/card.

	If you can only book premium travel using personal miles or points/card then request a reimbursement for the cost of the economy fare in Brex, along with a screenshot of the cost of the economy fare at the time of booking.



How we handle inappropriate spending

Expenses that could be construed as personal will be flagged as non-business expenses by auditors, as they will be considered a taxable benefit that PostHog has provided to you.

Examples of inappropriate spend include:


	Personal expenses during business travel (for example: gym sessions/fitness classes, groceries)

	Entertainment subscriptions for personal use (for example: Spotify, Netflix, Amazon Prime, etc.)

	Expenses that benefit you personally rather than the business

	Anything you wouldn't feel comfortable explaining publicly



If the inappropriate spend was due to a misunderstanding, e.g. you genuinely thought an expense was in PostHog’s best interest, but we disagree, we’ll provide clarification and context. If you knowingly and deliberately spent money in ways that are not in PostHog’s best interest, or tried to intentionally circumvent the guidelines, we will probably treat this as serious misconduct.

Expense guidelines

Equipment

Laptop & monitor

Talk to Tara who handles most Macbook and Apple Studio Display purchases - ping her on #team-people-and-ops.


	Having equipment purchases centralized helps ensure accurate accounting and tracking of fixed assets for the audit.

	We expect you to ship the Macbook and Apple Studio Display back when you leave PostHog.

	Apple Studio Displays are only for Product Engineers (high density screen) and Sales/CS/Onboarding teams (built-in high quality webcam and microphone). For all other teams that feel they could benefit from an enhanced monitor, there are some really great competitors to the Studio Display at a fraction of the price - like the Clarity Pro 27" or another solid option is this LG screen  You can purchase these using your personal limit.

	If you order a Studio Display during your probation period but end up leaving PostHog, we can recover the cost of the display and you won't need to return it.

	Laptop guidelines

	For engineering roles (product, platform, & support), we recommend a Macbook Pro 14-inch M5 Pro, with the 18-core CPU, 20-core GPU upgrade and 64GB of RAM.

	For sales & CS roles, we buy the Macbook Pro 14-inch M5, with 10-core GPU, 16-core and the 32GB RAM upgrade.

	All other roles, we issue Macbook Pros. Wherever possible we will redistribute engineering models (Macbook Pros) no longer in use to allow you to have a more powerful machine for running PostHog Code.

	Apple offers multiple screen sizes. The larger screen sizes (15 inches +), are disproportionately more expensive. If you are realistically going to do most of your work at home, it is more rational to pick a smaller laptop size, and to get a large monitor.

	We only purchase laptops with an English keyboard configuration (US, International or British is fine) - this enables us to easily pass your laptop on to someone else if you upgrade or leave.

	In the unlikely case that you need to purchase your own laptop:

	Check if Amazon has sales before purchasing through Apple

	US only: use your Brex since we earn cashback

	UK only: use your Revolut since we claim back the VAT

	Do not get AppleCare since it doesn't have great value for money

	You can request a new laptop in #team-people-and-ops if it is over 4 years old or significantly impacting your productivity. We do ask that you do some diligence to make sure it's not a setup issue though - i.e. other applications aren't hogging the memory, etc.

	Part of #team-client-libraries and need to purchase a phone for testing? Talk to Tara in #team-people-and-ops.



Yubikey (for specific roles only)

Passkeys are the preferred way of securing accounts. In some cases Passkeys aren't supported by the service provider.

If you find yourself in a team requiring access to these kinds of tools where a Yubikey is required then you should purchase them as recommended on the on the MFA page using your Brex card. If you aren't sure if you need one then you probably don't and should instead be using Passkeys

Other equipment


	Keyboard/mouse/laptop stand: Check Amazon and Apple for discounts. Refurbished items usually work just fine. Nextstand make great value laptop stands that are portable.

	Desk & chair - again, refurbished is a great way to get high quality for less. If you live in the UK, Office Resale offer a range of like-new refurbished designer furniture.



As a guide, here's what we'd consider reasonable spend:


	Desk - up to $500

	Chair - up to $500

	Keyboard - up to $250



Software

We are _strongly opposed_ to introducing new software that is designed for collaboration by default. There needs to be a very significant upside to introducing a new piece of software to outweigh its cost.

The cost of introducing new collaborative software is that it creates another place where todo items/comments/communication can exist. This creates a disproportionate amount of complexity.

Individual software is down to your personal preference, and we encourage you to share cool software.


	There are some tools used by team members individually - if they become more widely adopted, it makes sense to have a company account. Talk to Tara on #team-people-and-ops



You can ask for access to team/company tools by submitted a request in Slack. Find the Zluri app in Slack. type: /accessrequest and press enter. You'll get a pop up that allows you to search for the app you'd like access to. Add any specific information about license level/type if necessary. The request will then be sent to the team member who owns/manages access to the plaftorm. Once they have provided access to the platform, they'll confirm via the Zluri task and you'll also receive confirmation. You should then receive an email invite, or be able to login via SSO depending on the tool. If you do not see a tool in the app that you believe is centrally managed, drop a line in the [#team-people-and-ops] channel


	Some tools that you might find useful to know about:

	Loom: you'll be added as a _Creator Lite_ which allows you to record 25 videos/mo at up to 5 minutes in length. If you need a full Creator account (unlimited videos, advanced features), specify in your Zluri access request

	Zoom: we use Google Meet by default, but you can use Zoom for free (up to 40-minute calls). Should you need longer meetings, please specify in your Zluri access request (But does anyone _really_ need longer meetings?)

	Superhuman: everyone has their own favorite email app, but Superhuman users will make sure you don’t forget theirs. We have a team plan to keep those folks happy with inbox zero and inner peace.

	Granola: It’s absolutely okay to use AI note-takers so you can stay engaged in meetings without writing everything down. Feel free to choose your own but please be aware of who the sub-processors are to ensure they do not use a competitor for analytics.

	IDEs: Visual Studio, VIM and PyCharm are the most popular within our team. IDEs range widely in cost; best in class IDE suites can cost up to $700, which is not a great value proposition for most engineers.



Travel


	We travel in economy by default and do not pay for business class

	If you're unsure of your travel plans and believe you may have to cancel, it may be worth spending a bit extra to book flex tickets that allow a full refund to your Brex

	It may be worth occasionally upgrading to Premium Economy if you're travelling a lot for work and the cost is not unreasonably high, particularly if you're working the next day

	Consider signing up for programs like Global Entry if you are regularly traveling to countries that offer it, using your Brex; this saves you time, particularly when traveling to the US.

	When traveling internationally, use your Brex to expense a reasonable eSIM. PostHog does not cover roaming charges for your phone.

	When using your Brex internationally, use the local currency since Brex generally offers a better exchange rate.

	PostHog has international insurance for our work trips, so do not buy travel insurance when traveling on behalf of PostHog.

	It's fine to book your outbound / return flights for a different day to when you are required to be there as long as the flight is a similar price or less.

	Any other costs outside of the days you are required to be at an event are of course _not_ covered.



If you find yourself needing to do extra travel outside of the regular things listed above, e.g. you've been asked to take a last minute trip to work on an emergency project, we may pay for a nicer seat here, especially if you are traveling at very short notice or long haul. Ask on #team-people-and-ops if you think this may apply to you. This is intended for genuine one-offs, not where you've decided you'd like to come along to an extra offsite!



	We strongly encourage team members to try and work together in person when practical. This isn't limited to just working with people in your team, but we expect that you have a reasonable reason you need to work together.

	If you're in the same place as other team members, even if you aren't directly working together, PostHog will cover the cost of a dinner or a fun activity

	When visiting customers (or potential customers), we should look for opportunities to connect with them over a meal. These don't need to be extravagant, but they should be appropriate to the size and expectations of the customer. If you would be comfortable justifying the spend publicly in All Hands, you're probably fine.



Sponsorships

If you believe an open-source project is fundamentally important to the success of PostHog then we should set up a recurring sponsorship. In this case, see the open-source sponsorship Marketing initiative.
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  Talent Principles

The talent team is uniquely placed at PostHog to have an outsized influence on the people that join the company in comparison to the rest of the business. This is why we ask our talent partners to think like owners.

PostHog's business model requires us to build and automate more products, to do that we need more engineers. Once we have more products, we require commercial team members to market those products and to look after the customers that sign up. We also need to support those customers and support the growth of the business. This means that the people that join PostHog directly impact our growth, hence why we invest so heavily in finding and retaining great people.

At some companies the Talent team are seen as a support function, at PostHog we view them as a growth function, so we need our talent partners to be thinking about the growth of the business as a whole, not just as a headcount.

This means taking ownership of understanding what products we need to build, the types of people we need to build those products, understanding how our commercial team make our customers successful and what types of people fit into those commercial roles. Talent partners should also understand how our funnels are working and what is needed to solve any problems within them.

Talent partners at PostHog do not just interview candidates and put them through, they own the process from beginning to end and should use all their skills to make that process successful.

Removing distractions from the rest of the team

As a talent partner, part of the role is to ensure we are removing distractions from the rest of the business where we can. Practically, what this looks like in talent is that other team members really only need to concentrate on assessment and shouldn't need to concern themselves with other areas of the process.

Throughout the recruitment process there are different ways that talent partners can remove distractions.

Sourcing Talent

Our default recruitment strategy is 100% inbound. We are not an outbound-first recruiting style organization and don't want to become one. That said, there are times when sourcing is the right tool for acquiring new candidates. This section explains when to reach for it, how to do it well, and how to know if it's working.

When To Source

We should source when inbound alone isn't generating enough qualified candidates at the top of the funnel for a specific role. This can happen for many reasons, including:


	The role requires a niche skill set, and the addressable talent pool is small.

	When headcount for a particular role is very high.

	A role has been open for 4+ weeks and we're not seeing enough quality applications.



How We Source

Be targeted, not generic. We don't do high-volume spray-and-pray outreach. We'd rather send 15 highly personalized messages than 150 templated auto-messages. Sourcing at PostHog should feel like a curated referral from someone who's done their homework, not a LinkedIn InMail blast.

Practically, this looks like:


	Research before you reach out. Look at what they've built, shipped, written, or contributed to. If you can't find a specific reason to reach out to them beyond "their title matches", don't reach out.

	Lead with what they'd work on, not who we are. Most sourced messages open with "we are an amazing company..."; this comes across generically and doesn’t always grab attention. Make sure they know it’s a personalized message. Open with the problem they'd solve, or the product they'd help build. Link to the specific small team page they’d work with, a recent GitHub issue, or a shipped feature that's relevant to their background.

	Be transparent about who we are and how we work. Link to the handbook. Link to the compensation calculator. Link to relevant blog posts. PostHog's transparency is one of our biggest differentiators in recruiting: use it!

	Use the right channel. LinkedIn is usually our default, but for engineers, consider reaching out via GitHub (if they're active contributors), Twitter/X (if they post about relevant topics), or relevant community forums (HN, specific open source communities). Match the channel to where the person actually is. This can also occasionally be via email.



What A Good Sourcing Message Looks Like

Here's the kind of thing that usually works:

Hey (name), I was taking a look at your work on (specific project/contribution). We're building (specific thing) at PostHog and it really seems like the kind of problem that needs someone with your background in (specific skill).


If you haven’t heard of us at PostHog, we're fully remote, pay transparently, and our entire company handbook is public; you can read exactly how the team you'd join operates before you even start day 1: (link to small team page).


If this seems even 1% interesting to you, let me know, and I can set up a call for you with one of our talent partners handling the role!


And here's what doesn't usually work:

Hi (name), I came across your profile and was impressed! PostHog is a fast-growing product analytics company backed by Y Combinator. We're looking for world-class talent to join our world-class team. Would you be open to a conversation?


The first message is specific and gives the candidate real information. The second is generic and could be about any company hiring any role.

Sourced Candidates In the Process

Sourced candidates follow a slightly different path at the start of the process. See Managing sourced candidates for the exact mechanics.

The key difference to keep in mind: sourced candidates didn't come to us; we went to them.

Some context related to this, to end this sourcing section:


	You'll need to invest more in educating sourced candidates about PostHog. Inbound candidates have usually read the handbook and tried the product on their own. Sourced candidates haven't always done this (but ideally should before their call). This can look like sending more content-heavy emails (linking to the handbook, blog posts, team pages, etc.) and generally doing more "educating" throughout the early stages of the process, to bring sourced candidates up to the same level of context that inbound candidates arrive with naturally.

	Expect lower conversion at later stages. Sourced candidates haven't self-selected the same way inbound candidates have, so their drop-off rates will naturally be higher.

	Track it separately. We should always know what percentage of our hires came from sourcing vs. inbound vs. referrals.



Top of the funnel

Talent partners should be speaking to hiring managers before a job goes live to understand the types of candidate that they should be looking for at the top of the funnel, this part should continue to be honed as you learn more from feedback at the various stages of the process. We want to avoid passing through inappropriate candidates, that waste time. It is a talent partner's responsibility to screen applications at the top of the funnel, here we are looking for signal that people can be effective at PostHog. We look for things like:-


	have they worked at companies that have scaled like PostHog wants to

	have they been a founder before

	have they led on projects

	have they written a personalized cover letter explaining how they fit the role

	have they displayed high levels of ownership

	are they weird?



Once you’ve screened the application and moved them forward you will have a culture screening call. We also want to ensure that we are putting relevant and motivated candidates through to the next round. At the screening stage it is important to make sure your notes are well organised and clear, not just for the next stage. These notes will be reviewed at SuperDay and will be taken into consideration if we are going to hire this person so make sure to have these in good order.

Post-screen, pre-SuperDay

Talent partners are responsible for moving candidates through the next two stages, we rely on automation from Ashby to allow candidates to book directly in calendars. Talent partners are responsible for the candidate experience so if a candidate or an interviewer can't make that time, then you need to step in and resolve the issue. It is important that interviewers know that they need to maintain an up to date calendar, however sometimes last minute changes do occur.

SuperDay

Talent partners are responsible for scheduling these, you can read more in the hiring process SuperDay section. The people involved should be focused on assessing the candidate so talent partners need to be alert for helping with any logistics to make sure the SuperDay runs smoothly.

Speed v quality

At PostHog, we have two major forces playing against each other when it comes to hiring. We want to move quickly, when we want to hire somebody, usually they should have started last week. The reason for that is we always want to hire for quality, and this takes time. This makes life as a talent partner a constant balance between these two things. The way we try and balance these things is try and move as quickly as possible with the things in our control. We aim to review applications ASAP, usually within 48 hours of application. Then we want to make sure that candidates can book their first round call with us within 2 business days. This keeps the momentum going from a candidate deciding to apply, to speaking to somebody. Our aim is to get back to every candidate by the end of the day after their interview, this is difficult, so whilst it's an aim we don't always hit it. We should be pushing interviewers to get feedback to us ASAP. The longer we leave canddiates without a decision the slower we will move.

Speed is a team effort, we should always keep things moving for each other. This means that if we see something that needs arranged and you can do it now, do it. No need to wait for the person who was last in contact to come online, just give them a heads up that it's done. This shared ownership mentality of speed is what will help us succeed.

When it comes to quality, we are always looking to be impressed. We use a rating system out of 4 and it is rare that we would hire somebody without receiving a 4 from somebody in the process. We know that exceptional people are usually spiky, they don't have an evenly distributed skill set so people can have reservations about a certain area and they can still be exceptional. Talent partners need to be aware of when to push and pull when it comes to hiring decisions. There will be circumstances when there are hard decisions over whether we should hire somebody or not and talent partners should be prepared to offer opinions. This could be vouching for a candidate that is similar to other successful team members who we might be hesitating on and conversely stepping in when it looks like we might be making a hiring that isn't appropriate.

When a hiring process is moving slowly, or we seem to be rejecting lots of candidates at SuperDay, it is up to the talent partner to realize and own this. They should review what is going on, understand the problem and aim to fix this. They should get in front of this as soon as possible.

Maintaining quality is also about ensuring that our interviewers are assessing candidates in a consistent way, so spotting when there are inconsistencies are coming up in feedback and doing something about that is important.

Evaluating success

A talent partner will be judged on how many excellent candidates they can get into the business and how those candidates manage to impact the business' performance. We would much rather we had consistently great people coming in and moving the business forward, than if we had lots of people joining but it's not helping us grow. We want talent partners to be able to just assess a candidate on a screening call but be able to figure out how we continue to scale the growth of PostHog, with great people at the heart of it.
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  We offer our team unlimited time off, but with an expectation that you take _at least 25 days off a year_, including national holidays. This is to make sure that people can take time off flexibly while not feeling guilty about being on vacation.

The reason for this policy is that it's critical for PostHog that we hire people we can trust to be responsible with their time off - enough that they can recharge, but not so much that it means we don't get any work done. The People & Ops team will look into holiday usage occasionally to encourage people who haven't taken the minimum time off to do so. The 25 days is a minimum, not a guide.

As general guidance, we don't care about a few days here and there. If you are taking significantly more vacation time than most - for example, 40 days - we would be very surprised if you aren't causing a strain on the rest of your team as a result.

Permissionless time off

We care about your results, not how long you work.

You do not need to get approval for time off from your manager. Instead, we expect everyone to coordinate with their team to make sure that we're still able to move forwards in your absence. You should avoid things like:


	Having an entire Small Team off - this means we can't provide support to customers

	Having the only X people who can do some totally critical task at PostHog off - if this is unavoidable, try to make sure one of you can at least check in if something goes horribly wrong



How to book time off in Time Off by Deel

Before you start, make sure that:


	You have authorized the Time Off by Deel app in Slack to connect to your Google Calendar

	You have subscribed to the team time off calendar



If you don't do this, your holiday won't show up in the team time off calendar.

To book a day off:


	Book it on the Time Off by Deel app in Slack. There are various types of time off you can select. It will be automatically approved and added to the team time off calendar (with the exception of longer term leave.) It will also be added to your manager's personal calendar.

	Do not book directly on deel.com as it does not sync with Slack, and the team will not know you are out. Yes, it is confusing that Deel have two separate systems here.

	There are four types of time off you can select

	PTO - this will be the majority of the time for vacation or any other time off that doesn't fit below

	Out Sick - this is when you're sick and will take time off unexpectedly

	Parental Leave

	Medical Leave - this is planned time off for you personally, on medical grounds - if it is a family member who requires support meaning you      will be off, this is PTO.

	Block out your own personal GCal to show that you are out. This is because Time Off by Deel _only_ books in an all day event in your calendar to show that you are out. If you don't do this, automated meetings such as interviews or demos might still get booked into your cal.

	Set an out of office message on your email and have it point to someone else on the team, or hey@posthog.com. Time Off by Deel will automatically set your Slack status to out of office and will autorespond to Slack messages.



Please manually book in public holidays you plan to take off as well. We have team members working in countries all over the world, so it is not practical for us to book these all in on your behalf. Some people also prefer to work on certain days even if they're considered a public holiday in the country they are living in or visiting. In the Time Off by Deel app, you can use the Bulk Add by Region feature to quickly identify and add the public holidays you want off.


The same rules as above apply regardless of the holiday length and type. Sick leave and any other types of time off should also be booked in the same way.

How to cancel time off

If you decide to cancel your holiday, drop a message in #team-people-and-ops and a member of the team will cancel the holiday for you, as only admins can delete holidays.

Flexible working

We operate on a trust basis and we don't count hours or days worked. We trust everyone to manage their own time.

Whether you have an appointment with your doctor, school run with your kids, or you want to finish an hour early to meet friends or family - we don't mind and you don't need to tell us. Please just add it to your calendar and, if you are doing anything that could require you to be immediately available (ie support hero / or any customer-facing role), please make sure you have cover.

When you should have time off

You are sick

If you are sick, you don't need to work and you will be paid - the upper limit for paid sick leave for your country will be specified in your contract. This is assuming you need a day or two off, then just take them.

Please let your manager know if you need to take off due to illness as soon as you are able to and add it to Time Off by Deel. You shouldn't pre-emptively book a bunch of days off sick, as you can't know how long you will actually be sick for and you may trigger the need for a doctor's note (see below). Just book the day or two off that you are sick then add more if you still feel unwell.

For extended periods of illness (5+ work days), or if you are going over the limit in your country/state, please speak to Fraser so we can work out a plan. In most countries, we will need a doctor's note from you.

If you have a medical condition you know will take you away from work regularly, please let Fraser know so we can work out accommodations with you and your manager.

Bereavements / Child loss

We do not define “closeness” and we won't ask about your relationship to the person or what they meant to you. Please just let us know up front how much time you would like to take.

Our bereavement policy also covers pregnancy and child loss for both parents, with no questions asked. Please take at least 2 weeks of paid leave.

If you need extended time for physical or mental health reasons, we will treat it as extended sick leave - just chat to Fraser.

Jury duty / voting / childcare disasters, aka 'life stuff'

There are lots of situations where life needs to come first. Please let it - just be communicative with your team and fit your work around it as you need. We trust you will do the right thing here.

If you are summonsed for jury duty, please let Fraser know right away - we can often get an exception granted if we have enough notice.

Parental leave

Parental leave is exceptional as it needs to be significantly longer than a typical vacation. Anyone at PostHog, regardless of gender, is able to take parental leave, and regardless of whether you've become a parent through childbirth or adoption.

This table explains the amount of paid time off, depending on how long you've been at PostHog

| Time at posthog    | maternity leave | paternity leave | | - | - | - | | under 6 months    | 3 weeks          | 2 - 3 weeks | | 6 - 12 months     | 12 weeks         | 2 - 3 weeks | | over 12 months    | up to 24 weeks   | 6 weeks |

Parental leave at PostHog is designed to be more generous than your local jurisdiction's legal requirements.  This means that in most cases you will receive the PostHog policy, if you live in a country with more generous parental leave, then you will receive that. This PostHog policy is not designed to be _in addition_ to your specific state/country policy.


We only pay the enhanced parental leave in one continuous block.

Parental leave isn't supposed to be combined with our unlimited PTO policy here - we aren't prescriptive and will trust your judgement. If you need a longer break after childbirth or a staggered return reach out to Fraser or your manager. But please note that we usually won't allow you do a combination of parental leave plus a long holiday in addition to that to extend your time off.

Please communicate parental leave to Fraser as soon as you feel comfortable doing so, and in any case at least 4 months before it will begin. They will let the People & Ops team know, who will follow up on any logistical arrangements around salary etc. and any statutory paperwork that needs doing.

Maternity leave

The above is in reference to Paid Time Off (PTO). Maternity leave can be extended using unpaid time off, please work with your team to find a reasonable solution for both your family and your team, and let Fraser know the total amount of time you expect to take off as soon as possible.

For quota-carrying Sales roles taking 12 weeks or longer, your OTE will be calculated by averaging your sales quota attainment for the prior two full quarters (capped at 100% OTE).


Paternity leave

We do not offer unpaid leave for Paternity leave.

Birthday and anniversaries

We celebrate all the big and little milestones at PostHog, including birthdays and work anniversaries. We celebrate each team member as a reminder of how much we appreciate them. Kendal is currently responsible for organizing these.

Birthdays

We have partnered with Wellbox to send all team members a personalized giftset for their birthday.

These are the steps for making an order:


	Log into our Wellbox account (details in 1Password)

	Select the birthday gift to send

	Fill out delivery information

	All set!



The birthday gift usually arrives on the day of or 1-3 days prior to the birthday. Shipping fees: UK shipping is free while all other countries will have shipping fees.

Anniversaries

On your first anniversary with PostHog, you will receive a giftcard from Giftogram or Prezzee (if you are based in the UK) which can be used on a wide selection of brands. On your second anniversary you'll be gifted a customized Lego minifig in a display case, and on your third anniversary, you'll receive a personalized gift from Wellbox.

1st year anniversary

For the first year anniversary, we give $50 for US gift cards/$55 for all other countries gift cards to cover service fees:


	Login into Giftogram by using your gmail credentials

	Two ways to create a new Giftogram, on the tool bar above where it says “Create and Send'' or you can click on the right hand side on the blue button “Send a Giftogram''.

	Walk through the following steps:




	Select the appropriate campaign: US Campaign= US team members, GCode Campaign= EU+ALL team members, and CA Campaign= Canada team members

	Select a card design of your choice (easiest to just use the anniversary theme)

	Next screen, select “individual”, email as a delivery method, and add value (see above for amount) and continue to the next step

	Enter the individual’s PostHog email address. You can add multiple email addresses if there is one then one anniversary. The amount will add itself on the right hand side as you add more individuals. Then, continue to the next step

	Delivery message; select PostHog team as the sender and select the drop down “1st year anniversary” as the pre-populated message or you can create your own personal message

	Last step, schedule the delivery date and you’re done!



2nd year anniversary

The second year anniversary gets you a customized Lego figurine:


	Log into Fab-brick (login credentials are shared in People & Ops 1Password vault)

	Select the third tab “MiniFig Creator” and design your mini fig to look like the individual you’re celebrating!

	Make sure to include a display case and the three tier brick option

	After you’ve completed your design, check out. There should already be a Brex card on file. Please make sure you add the individual’s correct mailing address.



3rd year anniversary

The third year anniversary is a pack of gifts provided via Wellbox.


	Select the 3rd Anniversary gift in our profile

	Fill out delivery info

	You're all set!



The gift will usually arrive on the day of or 1-3 days prior to the anniversary date. Shipping fees: UK shipping is free while all other countries will have shipping fees.

4th year anniversary

On your 4th anniversary at PostHog as a big thank you for sticking with us, we give you a choice of 3 gifts:


	Sage Barista Touch coffee machine

	Apple 27-inch 5K Retina Studio Display with standard glass and tilt-adjustable stand

	Rimowa luggage set (large trunk, cabin bag, packing cube, toiletries bag)



On the run up to your anniversary, our Ops team will send you a link to the gift options questionnaire and order your 4 year anniversary gift once we receive your completed form. Thank you for making PostHog great!





  31. Training

  Source: https://posthog.com/handbook/people/training

  
  The better you are at your job, the better PostHog is overall!

Books

Everyone at PostHog is eligible to buy books to help you in your job.

The reason we think books can be more helpful than just Googling stuff, is that the level of quality has to be higher for them to get published.

You may buy a couple of books a month without asking for permission. As a general rule, spending up to $50/month on books is fine and requires no extra permission. You can use your books budget towards audiobooks and podcasts as well, if you prefer.

Books do not have to be tied directly to your area, and they only need be loosely relevant to your work. For example, biographies of leaders can help a manager to learn, and can in fact be more valuable than a tactical book on management. Likewise, if you're an engineer, a book on design can also be particularly valuable for you to read. Additionally, we host a monthly book club called BookHog, and the budget can be used for those books as well.

Training budget

We have an annual training budget for every team member, regardless of seniority. The budget can be used for relevant courses, training, formal qualifications, or attending conferences. You do not need approval to spend your budget, but you might want to speak to your manager first, in case they have some useful feedback or pointers to a better idea.

We strongly encourage all non-technical team members to take some kind of entry level programming course - it's part of our 'you're the driver' culture that everyone can at least understand very basic concepts around software development. Codecademy is a good place to start and they cover many of the technologies we use, such as Python and React.

The training budget is $1000 per calendar year, but this _isn't_ a hard limit - if you want to spend in excess of this, request an increase to your budget in Brex and it should usually be granted.

If possible, please share your learnings with the team afterwards!

Conferences

You can use your training budget for time spent talking at conferences and user groups, including coaching others. It is expected that you would spend up to half a day a month on these activities. Like the training budget, this isn't a hard limit. If you think you need more than that talk to your manager in the first instance.
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