
 
 
 
Remote Work Life Podcast Interview With: Dan Yoder, CEO Panda Strike 
 
hello everybody this is Alex from the remote work live podcast hope you're doing well I have a 
really great guest with me today I have done Yoda who is the chief panda with Panda strike and 
yeah I'm just as curious as you I'm gonna ask down in a minute all about Panda strike and how 
it came to be but I'm really glad to have you here down and thank you so much for joining me 
know I'm excited to be able to do this thank you excellent all you don't know Panda strike is a it's 
a rock remote first business built by and for 
 
developers and DevOps professionals and Dan I knew I had to have Dan on the show because 
I know a lot of you are building your business and I know there were a number of you as well 
who potentially want to to join a remote business so I think Dan because of his experience he's 
got a lot to offer in that in that way because he's been building remote development teams for 
the best part of a decade and he's been in the world of software development for the best part of 
30 or so years so yeah a long time a long time so you know I thought he has he has all the 
experience we need to understand those side of things a bit more so Dan I'm really intrigued tell 
us more about panda strike tell us more about your journey - panda strike yeah I mean so I'll 
briefly go back two years before panda strike where I had for various reasons opportunities to 
get a feel for remote work starting with working with a consultancy back just 20 years ago now 
and where we had you know we had some clients where they were remote and it started me 
thinking well if you know if you can do remote we weren't remote like everybody would come 
into an office and work but the client was remote so you know it started you start thinking well 
you know why do we all need to be it doesn't 
 
it turns out that this happens all the time right big companies have offices all over the world 
sometimes they routinely coordinate projects between them you have you know in sales the 
sales representatives are often you know all over the place and and no one seems to think 
anything of it but then you say oh I would like to have you know I think it would be great if the 
development team works remote and everybody kind of freezes and is thinking whoa whoa oh 
boy that's how are we gonna know that they're actually working I think that's right so I had 
experimented as a 
 
development manager as a hiring manager with doing remote and and I'd learned some 
interesting things about how to do that and so when I started panda strike I had sort of just 
decided it was a little bit accidental I just decided you know I want to whatever I'm doing next I 
wanted to not have to be a thing where everybody has to go into an office and didn't really 
intend to start it as a as a dev shop it was sort of more intended to just be kind of a temporary 
thing while I figured out what we were doing and but we were very clear with clients that we 
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were a remote shop and if they were gonna hire us they weren't going to see us very often so 
and then it just kind of worked out that we kept getting business we did good work people kept 
coming back for more and I guess it's been seven years now and we're still we're still here so 
still doing that why panda strike I'm intrigued you mean the name yes yeah I wish it turns out 
people seem to really like the name but I do it so and I wish it I could say that it was some sort 
of inspired stroke of genius but it was literally it came out of frustration because I couldn't come 
up with a name that people liked and so I would make this joke well you know I could always 
just call it panda strike and people would laugh and the third time I made the joke I thought wait 
a minute 
 
you know maybe maybe this isn't a terrible name so I tried it at a client up until that point I had 
been calling myself Dan Yoder enterprises so then I went to a client I said yeah we're we're 
Panda strike and I sort of looked around the room to see what would happen and everybody just 
kind of nodded and went okay and I thought all right well you know let's just go with it very look 
well it's it's certainly memorable you know it's and that's what you want isn't it you want people 
to remember the name don't you really I guess yeah yeah I mean that and then and then the we 
did a logo contest on 99designs that actually worked out pretty well so we came up with these 
cute little pandas and so I yeah that's why I said I wish I could take credit for it because from a 
branding standpoint it's memorable we've actually had people asking us like if we have plushies 
or anything with the little pandas that kind of stuff so one of these days maybe we're gonna be 
open up a little storefront and so plushies instead of development consulting well I know my little 
girl would've won because she loves pandas she always goes on about there you go and then 
done tell us about your some of your typical clients and your typical work if there is such a thing 
with panda strikes know there is the pattern has been our strength has mostly been in doing 
work for you know where there's a lot of scale involved so we're you know you've got a 
consumer facing thing associated with like a movie launch or something and there might be 
millions of people using that and it needs to not fall over right away and so it's been a variety of 
companies where they they kind of already know that that's what they need and they they just 
are looking for people who can execute against that or in some cases companies that didn't 
know that's what they needed and maybe we're either more successful than they anticipated or 
just didn't quite get the architecture right the first time around 
 
and so they needed somebody to come in and kind of help them very quickly get you know 
things stood up and then and then you know usually at on those kinds of deals once we've done 
that it's you know we just kind of you know then they can kind of continue on and but but yeah 
that's that's been the pattern it's more like we're not the shop where if you want I mean I would 
love to do more like visual design work where we have more it's very sometimes a little 
frustrating because it's hard sometimes the point to what we did exactly you know we can point 
to a consumer app or something in people go oh wow you designed this like no no we didn't 
design it we just made sure that it doesn't fall over use it so it would be nice to do more of that 
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but for the most part we're the ones doing the behind the scenes stuff that so that it's fast and 
secure and doesn't fall down you know if there's a big spike in usage that kind of thing are you 
able to drop some names some some names of some of your clients or is that something that 
you keep in-house well our biggest client is Disney Wow we you know we can't we can't talk a 
whole lot about that but yeah that's that's probably the biggest marquee name that we have 
we've done some work with some smaller startup type companies as well but that's you know 
that's the one that everybody would recognize well tell you what pandas and Disney my you 
know my that will go be loving this interview I think any thing is like what I have to keep under 
wraps is that my my stepdaughters are very much into Universal Studios these days so yeah 
that's you know yeah well it doesn't get much bigger than Disney so that that's really good so tell 
us about your team I mean you've got you 
 
obviously a distributed team are you mostly located in America North America or do you have 
other people across the world we historically been mostly in North America we but we have had 
 
few people we've had ranging from Mexico to Australia to to Finland at various points but for the 
most part it's partly just because of time zone issues so you know you know it it's not anything 
where we are saying okay well we only want to work with people from North America it's more 
just like we did have an experience where we had a developer who was 
 
time-shifted pretty badly because you know needed to be able to coordinate with the client and I 
think that was actually kind of causing like low-key depression Wow and so we were a little 
concerned about you know people a lot of times will come when they're applying for you know 
when we're looking for people and they'll say well I don't mind time shifting you know I don't 
mind I can adapt to at a different time zone but what we've in the limited experience we've had 
with it it's you know I'm not sure that it's the healthiest possible you know thing for the people 
involved so you know that's that's certainly part of we don't really like to ask them to time shift so 
if if they're doing you know if we've got a client where they want to have like regular meetings or 
something and then that that's something that we take into consideration right I mean we are 
looking more at doing Canada and Mexico and anything within that time zone range where it 
can be where it can be coordinated reasonably with people who are based on us time zones 
because most of our clients so far have been us-based right and apart from the coordinating 
teams and time zones and working across time zones how do you I mean over the years well 
I'm sure you have mean challenges and in terms of managing your team how do you overcome 
those sort of challenges of managing a remote team well you can you can also look at it as a 
little bit of an 
 
opportunity I think it depends on whether or not you're like from my perspective I felt like I kind 
of had to unlearn 
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that were related to learning how to manage teams when you're on site and one of the biggest 
things is just trust right just you know it's saying okay look we've made a big decision to hire a 
person let's not let's not start off on the wrong foot by assuming that they're trying to not do the 
work like if if we're hiring people that we don't think are probably trustworthy then there's a 
problem with the hiring process and so we sort of you try to give people the benefit of the doubt 
and sometimes that there's been a couple occasions where that's burned us a little bit but in 
general you know a lot of it is being able to let go right and say okay you know we trust that 
people are going to behave like you know that they're grown-ups we don't need to babysit we 
don't need to micromanage 
 
and as a manager like it's when you're first managing I mean there's always a strong tendency I 
think for for people who are just learning that to tend to want to micromanage you become you 
start to become a little concerned that well what if it's not right what if we don't make the 
deadline or whatever and I think some of it is just it's a great opportunity to say well I can't you 
know I can't really do that it's remote it's you know I can't be helped I can't you can't be like 
literally you can't be looking over people's shoulders so you know you know that's a challenge 
but also kind of an opportunity to grow as a manager and a leader know I can imagine I think 
you're how many in your team now you've got I mean all the team that you have are they all on 
your website all the pictures there always is it a bigger team in that yeah I try to keep that up to 
date I haven't I'm not sure when I last updated it we currently have nine nine people okay 
 
I'm not what a nice technique all staff technical staff you've got technical what is the I suppose 
what's the makeup of your team you see you got technical you've got administrative as well 
what's the yeah so we have we have an 
 
engagement manager who works 
 
with the clients to make sure that you know basically everything was going well going smoothly 
and this kind of is another aspect of probably the biggest thing that we do is a value add as a 
firm is is making sure that the 
 
communication is happening right so when you're talking about remote that's the that's the 
number one thing that can be neglected people some teams I've 
 
actually seen cases where teams have sort of forgotten about a remote person that was on the 
team because the rest of the team wasn't remote and so a lot of it is just making sure that 
they're not you know that you know some people aren't super comfortable being really assertive 
so so we have an engagement manager that sort of helps with that so you know if it seems like 
they're having trouble getting feedback that they need or direction or you know or there's the 
clients unhappy but they're not they're not talking to the you know to us about it you know we 
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were pretty proactive about that and then we do have you know pretty much a full-time 
administrative person that is really you know that's kind of it's pretty much runs the business a 
lot professionally so it's probably closer to like a CEO or 
 
president type of role okay 
 
and apart from that yeah you said communication is important I think that's a a recurring theme 
and on the a lot of people I've spoken to who who like yourself you know managers leaders 
within the remote business how how do you actually cuz he you also talked about the you touch 
some of the pressure and you you you're suspected depression of one one of your members of 
staff how do you keep everybody sort of I guess I don't know engaged and sort of on board of 
everything that's going on so I mean some teams do meetups and what sort of thing what what 
do you do we do two online meetups I would love to do stuff that's in person but there's a couple 
things that we found that we're a little bit tricky about that one is just we're relatively small so the 
cost has been a factor but there's also four 
 
depending on the types of folks that you're hiring it can be a little bit it's a little bit intrusive right 
so you know there's this presumption that okay you know we're gonna have a company thing 
you know and it's going to be you know July in this location and there are people who have 
families and 
 
responsibilities that are outside of work that or commitments that they're making and they you 
know it's it's it's a lot to ask them to say look you know if you don't come out at this point then 
you're you know you're excluded right and fiscally and so I think it's 
 
something that is great when you can do it but we've we've sort of not felt like we were like if you 
can do that more often maybe it's not a minute then maybe they weren't able to come once but 
they could come the next time so we've been we have done some stuff 
 
opportunistically like when a client has wanted to have a kickoff or something on a project will fly 
some people out and you know we try to take advantage of those opportunities as much as we 
can but other than that everything's online we do meetups online where everybody does joins a 
call and mm-hmm and we do a lot of checking in with people and you know occasionally just 
throwing out like a conversation teaser just out of nowhere just to see we've tried a bunch of 
different things and you know I do think it's like an ongoing learning process figuring out what 
works but but so far as far as I'm aware like when we've talked to people who are leaving the 
company or you know or you know but that's probably the most relevant because you people 
who are still working maybe they're not always gonna be a hundred percent candid but you 
know generally people have been you know they they they have not felt that it was you know 
that there was that it was 
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problematic right but I but I also think that has to do a little bit with if you're hiring people who are 
drawn to remote work like I remember we had one candidate who just in the end just decided 
that it would be too isolating that he was too social of a person didn't really want it to you know 
there are people that just don't you know that that camaraderie at the office is a big part of their 
of what makes them tick so it's not for everybody but if you're hiring people and you're in your 
 
interviewing or vetting process you're sort of making sure that they're really excited about 
working remotely like a lot of your audience probably falls into this category right you know then 
then I think if as long as you're making the effort people are fine because they're already kind of 
they're already kind of in the mindset that this is what they wanted right they they wanted to be 
able to work remotely so yeah yeah no I I'm with you on that because of what I found is a lot of 
people who who work remotely I sort of have a certain I miss certain attributes and a certain 
tendency to to wanted to do that don't they and like you said a certain people who need that sort 
of camaraderie and the constant contact with people and it just just doesn't suit them I guess so 
no I'm with you there and something that I've been talking about people and hiring I'm I noticed 
that you mentioned you talked about diversity I think was on your LinkedIn profile I think I saw 
this diversity and inclusivity in tech is a strength and a moral imperative what what led you to 
just sort of - I suppose to say that well I mean the first thing I would do is sort of defer to people 
who I have learned a lot from on that score like groups like code 2040 for example have been I 
think doing a lot of great work - to help people you know you know there's you if you try to if you 
if you're if you're thinking that you want to be an ally right off the bat you start running into a lot 
of there's a lot of people that will challenge that right they'll say well you know hiring pipeline and 
all these there's all these objections 
 
and so it really helps to sort of study and pay attention and listen to the people who are actually 
really doing the work because there's a there's there's a lot of really good ways to kind of 
reframe those questions right like one of the one of the things that I think is is really interesting 
is that in pretty much any other field like if you're talking about say genetic diversity in a 
population 
 
it's just understood it's self-evident that genetic diversity is a strength of cool suddenly in tech 
you're you're lowering the bar right you're supposedly diluting your talent level or whatever and 
so when you start thinking about it in terms of well that's odd that in this one case we sort of see 
diversity as some kind of liability or obligation instead of a strength so that that's that's that's 
certainly you know 
 
something where I've learned a lot paying attention to people who are you know who are 
basically this is what they do right they they're you know Kim Creighton is another one on 
Twitter you know in marco rogers as well as another person that you know and I think if you're 
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paying attention and you're trying to you know you're trying to figure out you know the you know 
what's the you know what's the the path forward because it's it's not it's not 
 
immediately obvious how how to you know how to sort of you can say those things you can say 
that you value them but how do you really execute on the right what does it really mean to put 
those things in practice and that means among other thing being able to advocate for them and 
probably one of the most important things I've learned recently is is signaling to people that you 
that you that you're an ally 
 
we had a one thing that we learned that I think is really interesting and I'm not not really sure I 
think I've seen this I wish I could remember off the top of my head we just put one line in one of 
our when we ran an ad for a job opening and it made an it made a really interesting difference in 
the types of folks that were applying which we just simply said that we had had we'd had before 
that we value diversity mm-hmm and which we added that we were looking for candidates who 
valued diversity and all of a sudden I think that's a very different signal definitely and you know 
that seems to have made it's a small sample size and I would say that it you know at this point I 
I'm very I think you need to particularly if you're from a place of privilege need to approach it with 
a certain amount of humility but you know so we're still learning but that that was like that was 
kind of amazing to see that I you know again small sample size we're still learning but you know 
that's that's kind of maybe gives a little bit of a flavor of yeah of you know how I've been thinking 
about it and how I how I got to that point and why I you know said that on my my LinkedIn profile 
you the profile that I had there had been was like way out of date so I I just happened to notice 
that was like wow that none of this is true anymore I should update this so no yeah I'm with you 
there because I used to have to write a lot of adverts still do a lot of copy it's amazing how you 
talk about humility but I think what you're doing things like hiring or marketing or whatever it may 
be where you're 
 
communicating you're trying to 
 
communicate to a certain certain person or group of people then well even if you're not trying to 
I mean I think sometimes as a tendency probably 
 
probably not to to think about what you're trying to achieve 
 
when you're writing copy or you're writing whatever it might be because he it's just those subtle 
little things in your narrative in yours of text that can change who actually you know read beyond 
the first couple of lines isn't it it's just like it can certain little tweaks and words can appeal to 
some and it can sort of really sort of put other people off if you see what I mean so it's oh yeah 
absolutely yeah where that actually started was there's a I wish I could remember maybe I can 
follow up later if you yes want the names of these things but there's a tool that I can't remember 
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off the top of my head what it was but it basically was analyzing writing for gender bias 
mm-hmm so I ran our app through it and it was like you know dudes are gonna love this ad and 
so I was like all right I tried changing it gave me some suggestions like if you if you want not just 
you know men to reply to this ad here's some suggestions so I tweaked the wording a little bit 
and just like you're saying I mean it's astonishing you know these small things they the signals 
that you're sending you know people make associations to their past experience or if the things 
that they've liked everybody now just as a standard thing says oh we value 
 
diversity so if you're not gonna say anything more specific than that you might actually be 
signaling the opposite right but it's just lip service yeah and it's you know like I said I'm still very 
much learning but you know I I do think paying very close attention to that and and then of 
course you know as a company I've heard over and over the number one thing is word of mouth 
and I've 
 
certainly found that to be true just in general whether it's clients or you know as you know as a 
as an employer people your reputation will precede you and you know so having people who 
have 
 
experienced I had a positive experience with your company and then they they you know 
 
they can sort of speak to it then they can say look you know it's you know I had a I had a good 
experience with this company so it's it's all those and and you know it's just it can be this it can 
be small things it doesn't have to be you know some big initiative or really if it's an initiative you 
there's probably something a little off right there right I mean it's it's really just integrating that 
that mindfulness into the way that you're operating as a company and I know in a previous 
podcast you talked about shared values and I think you know inclusivity sort of begets more 
inclusivity and pretty soon you have a company full of people who value that and that now is 
one of your shared values and it it can't really just come from a statement or an 
 
initiative or something it has to just be something that you're living every day and you know a lot 
of times it's just a learning process like oh I you know I I and language is a big part of that not 
just in ads but in the way that you're communicating like you know gender pronouns you know 
the use of like like one thing I've been trying it's kind of an endless battle but the word you know 
the word guys which I tend to use I use that a lot yeah yeah I have had that like as a habit when 
 
linguistically but it's it for a lot of women it's it's excluding so you know it's it's a it's like a cottage 
 
constantly learning and working and but language itself evolves and so on so I think like you 
said I mean the smallest things can make a difference to people it's not it's not really that that 
hard in a lot of cases right you know it's it's not like people are asking for the sun the moon the 
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stars exactly yeah and I think that our open-mindedness is why you talk about mindfulness 
that's where it starts roots like you said it's not there's not real 
 
it's just humanity isn't it just to sort of being humane and understanding of other people it doesn't 
have to be anything technical about 
 
you have to go to school to study how to hire culturally you know how a diverse team is just you 
know just understanding people like so that open-mindedness can help you to you think right 
yeah you think so that it for some reason that is a lot more of a challenge and it seems like it 
ought to be yeah and I suppose it's because part of what's happening is when people are going 
to school they're actually learning bias right as a part of that you know the way the 
 
institutions of our higher learning and our culture and so on there's just a lot of conditioning so 
people you kind of have to you know unlearn what was think kind of get in touch with your 
humanity right like you're saying it's really just about that you know if if somebody is you know 
named Joseph and they say okay can you call me Joe you call him Joe right you're not like oh 
my god what you know if somebody if somebody comes in and says hey you know I'm I would 
like you to you know use dot not say guys when you're talking about women and people like oh 
my gosh this is or you know I would like yeah yeah yeah oh yeah the whole political yeah like it 
was just this this huge ask or something I mean it's just asking people I mean it's there that's 
your prerogative you know generally in in other context if you want to be you know you get 
called what you want to be called and that's just one example right but that's such a small it's 
such a small ask but for some reason it turns into this you know this and and I think it is 
because it sort of does challenge you know the dirty little secret is exclusion does benefit a lot of 
people so you know there's whether people are fully conscious of that or not at some level if 
you're defending it you know it may be because you do have a vested interest in doing so 
absolutely and I think the whole idea of marketing and 
 
in itself and hiring there is a certain amount of intent in excluding certain or has been a certain 
amount in town because if you're selling a certain thing to assert you want to target a certain 
group of people and at are a certain demographic then its inherent but yeah it's it's it's a it's a 
tricky one but one thing I know that is tricky as well is people have obviously these challenges 
hiring developers because of some you know there's this apparent dearth I guess of a tech 
talent as it as it stands and it's it's not easy 
 
actually how developers hiring 
 
developers is very different so I think hurrying many other different I mean I've hired so many 
different types of people I mean how would you advise businesses to go about you know hiring 

Remote Work Life with Alex Wilson-Campbell 

https://remoteworklife.io/
https://www.linkedin.com/in/alexwilsoncampbell/


 
a team of developers or a a developer to work on their project well there's a there's a lot to that 
question yeah I mean the thorah the first thing 
 
certainly is don't you know be aware like don't exclude three-quarters of the talent pool you 
know are you know well just don't just don't do that that that you know you can't talk about it 
there's a dearth of talent when you know we're not even talking about all the people that are 
actually there's a lot of a lot of people who do have the talent and they're not being given the 
opportunity and and one of the things that I think is important in that context is 
 
understanding you know in most other things like you know we know it's not too controversial to 
say that somebody has a talent for thing right and so you know you know it's it's just reality 
whether it's sports or chess or playing the piano I mean you get you know a high school kid 
LeBron James goes to the NBA at 17 right the you know 
 
there's a young woman I forget her name who just became the youngest I think international 
master in chess and she's like 13 or something like this so the youngest ever woman I think it 
was four you know she's always you know a woman but you know then that's true in 
 
development so if you're when you're excluding that kind of talent because they're you know 
you're looking for experience or you're just whatever signaling to people that you're not actually 
gonna give them a fair shot and then you're saying well it's really hard to hire well you know I 
mean you have to you're not gonna get you're not going to get the the top tier of talent if you're if 
you're saying well they absolutely have to have ten years experience and you know and they 
have to be a culture fit right I mean you're you know you need you need to if you're having if you 
really have a problem with talent I mean you need to just need to sort of stretch a little right you 
need to figure out how you're gonna adapt to get the talent how you're gonna maybe invest a 
little bit in people because the talent is out there it's I you know I have myself been able many 
times to find talent I think partly just in places where people had overlooked I mean I the one 
one gig I was able to essentially almost assemble a team just from people that were being 
passed over by other groups right I mean it was the you know so I I've 
 
experienced that personally I do think anything where its technical whether it's whether it's 
software development or you know like data analytics or even you know or maybe you know like 
 
financial forecasting anything where you need a lot of technical background you also do need to 
understand you know that that it's hard to to you know you have to put the investment into 
figuring out how do I identify you know 
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people that are going to excel at this and a lot of times like with development hires I've sort of 
you know I've noticed that some of it just depends on you know do you have people that really 
know their stuff doing the actual 
 
interviewing right in the interview process and are you simultaneously trying to get candidates to 
put their best foot forward right you know it doesn't if you have somebody who's kind of a toxic 
personality and they really know their stuff but they're you know they're basically just kind of 
almost humiliating the candidate and then again you're kind of wondering like why are people 
not you know applying I mean what is that person they may be good at what they're doing but 
what are they really what is that costing you right I mean you know in terms of you especially if 
you're trying to grow and hire that person is probably driving away you know a lot of talent so I 
think it's also about you got to get both you got to get people who are that shared values thing 
again comes into play and and that are technically competent right that know how to look for ok 
this person is going to do really well here we're probably going to need to train them up a little 
bit over here you know and like I said I mean this sorry yeah that that's an easy one to just kind 
of go on and on about cuz it's a tiring is really it's really hard to do well no it is and well it's like 
you said if you're getting people through the door but be at some stage in the process the 
person doing the 
 
interview is putting them off in some way or another shape or form with the with the questions 
and the the 
 
atmosphere yeah it's making your life twice as twice as more difficult isn't it so because for me 
hiring is about an interviewing is about trying to 
 
understand somebody and make them feel welcome and you know like said not to humiliate 
them just to sort of get them to talk get them to open up and talk about themselves but and 
some of those people end up being the best people because they're there sometimes they're 
not being given the opportunity and when they get one they are 
 
all in and you know I mean you know that so you're it's like a missing the opportunity kind of like 
double because you're getting somebody who's also going to be really you know truly grateful 
for the opportunity and you know and and that that that putting the best foot forward thing I think 
is so important because it's an intimidating process and it's so lopsided already you're an 
employer they're trying to get any job right so you know you're already in this this thing where 
you've got an 
 
asymmetrical power thing happening you certainly don't need to add to that right so like one of 
the things as a practical matter or maybe this will be helpful to some people is like one of the 
things that we do is we ask somebody to tell us what kind of problem you know like what what 
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can they show us to demonstrate instead of saying like how do you implement a red black tree 
or something right we say you know what kind of problem you know do you think that you could 
solve and to demonstrate you know you're you know where are you strong you can tell us what 
how you how you we want to see what you can do how would you like to show us that right and 
it's a little trickier because it's a little harder to evaluate right 
 
sometimes people might want to do something in a language that we're not as familiar with or a 
framework or you know something like that but you know you're more likely to get people to be 
excited about talking about you know something that they know they can do you know then you 
know and it still 
 
accomplishes the same thing at the end of the day right that they're you know they're able to 
show you that they have competence and skill technically or sometimes we'll just explore like 
what's something that you're really proud of that you've done and let's talk about it you know 
some to get them on the to get the interview on that into that mode of you know somebody 
starting to feel maybe kind of good about themselves right like you know yeah I'm actually kind 
of I'm kind of Awesome really 
 
no and I think that was questions that you mentioned that they are the kind of questions that 
empowers empower the the interviewee to like you said to really open up to really see that you 
value what what they have to bring rather than saying you know this is what we want this is 
what you want you to do when we want you to do it 
 
how can you add to that I sort of think it's you you're empowering them by essentially opening 
the floor up to them to give you give their response but I love that one I love it well that it's been 
great speaking to you and it's been eye-opening it's been interesting I mean fact I could speak 
to you for much longer you know I've got as we've been talking many more questions have been 
just popping up in my head but I know you're busy and you've been very kind with your time so I 
really want to say thank you for for joining me I'd wanted to know just but just finally what what 
are your plans for the the forthcoming year any any any any new developments with panda 
strike at all that we should look out for no no not so much it's pretty much steady state you know 
we're trying to grow the company a little bit but you know in a fairly modest way so no no big 
initiatives there we do have some open source projects that I don't know hopefully next year I 
mean we we haven't done a lot of promotion around them and so that's something that we'll 
probably be doing more of and and you know there's a couple of other irons in the fire but 
nothing that you know makes sense to talk about yet well one thing for sure I'll be keeping an 
eye out to see what panda strike is doing and of course will be share I'll be sharing across our 
networks and keeping people up to date so they can either approach you if they need some 
some work or will be I guess keeping area to the ground in case you're you're hiring in the future 
and what will best so go ahead oh one thing I wanted to make sure to mention is even when 
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we're not hiring we have a lot of alumni at this point who have been who've worked with us over 
the years that are the also very Pro remote and have typically gone to work for 
 
remote company so we're sometimes able to make connections even when it's not us doing 
hiring so just that's something to keep in mind it's not just we're a pretty tiny company but we do 
also know a lot of folks who are doing remote so we can connect people up that's uh you know 
something I thought maybe worth throwing out there that's definitely worth throwing out because 
light you said you know I think if you're if you've worked in a remote space then it's always good 
to you know I think a lot of the people with who are my business prefer people who have that's 
you know had that experience so it's good so well we'll keep that connection open and we'll 
make sure that we 
 
highlight that in the show notes so everybody look at look out for the show notes and you can 
find panda strike at panda strike calm as easy as that one all right thank you so much for your 
time and as I said we'll be keeping an eye out to see what panel strike is up to in the future 
thank you thank you and I really enjoyed it me too 
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