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CEOCFO: Mr. Webb, what is the concept behind Karen.ai?
Mr. Webb: Karen.ai is an AI Recruiting Assistant. Karen takes job 
descriptions as well as company information and derives 
keywords, concepts, and personality fit. We do a similar process 
with the candidates resume and cover letter. Once Karen 
compares the concepts, keywords and insights, the results are 
surfaced to the recruiter. Typically, 15% of the resumes are being 
reviewed before they are being submitted to a particular job 
requisition for pre-screens and interviews, so Karen lightens this 
workload immensely while reviewing all of the applicant 
submissions.

CEOCFO: Would you explain more about the personality traits and how you are able to put that together?
Mr. Webb: We derive a base line personality profile by doing sentiment analysis on the provided documents (cover letter, 
resume, job description, and team information). The personality profile is comprised of the “Big 5” personality traits. Those 
traits are openness to experience, conscientiousness, extraversion, agreeableness, and neuroticism. 

CEOCFO: Do recruiters look for personality in the initial screening or might this be an added benefit so not only 
are they getting the standard, who matches where, but more so because you are able to do that for them?
Mr. Webb: What we provide is a pre-interview baseline insight for them. Recruiters are not necessarily looking for 
personality when they are reviewing a resume. They are more likely looking for a personality fit when they are doing an 
over the phone pre-screen or in person interview.

CEOCFO: Where are the biggest challenges in putting this all together?
Mr. Webb: The biggest challenge in putting this all together so far has been around education of what AI is and isn’t. 
Because AI has become a bit of a hot topic this year, there have been misconceptions and assumptions about it. To quote 
Accenture CTO Paul Daugherty: “The idea that AI could help us work smarter is not nearly as sexy as the notion of robot 
overlords taking over Earth”.

CEOCFO: Are there positions where it is easier to match?
Mr. Webb: I would say it is easier at the high volume position: someone who is doing customer service versus C level 
employees, for example. If you are looking for a C and V level employee, I believe that the scale changes. The people that 
recruiters are approaching are already shortlisted on the C level and V level. They have already tapped the candidates 
that they would like to interview because they are already aware of their track records. When you are dealing with entry 
level to mid level positions, that is where Karen going to be the most effective. 

“The recruiter can be sleeping while 
Karen does the work! So when they 
wake up and get to the office, all of the 
information is available for them in the 
short list of candidates without having 
to review a resume or pick up the 
phone.”- Noel Webb

http://www.karen.ai/
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CEOCFO: How are you reaching out to let people know you exist and join the pilot program?
Mr. Webb: Right now we have done US press releases for Karen. We have also given talks at HR conferences and 
Universities, I have been a guest writer for HR blogs such as HR Tech Weekly, and done interviews for podcasts and 
sites such as yours.

CEOCFO: What have you learned so far from the pilot program?
Mr. Webb: The thing that we have learned so far is that we have the capacity to ease the workload of recruiters by up to 
50, if not 60 percent. That will allow them to spend more time in person with the people they are actually interviewing and 
give them a better overall experience. Also, we have learned that candidates engage with the chatbot because it’s 
providing them with a window into the process so they no longer feel like they are in a blackhole. This is important in light 
of a candidate poll taken by CareerBuilder which stated that 75% of candidates applying for a job never heard back from 
the company they applied to.

CEOCFO: Are recruiters so overburdened that they will quickly embrace what you offer or might there be some 
concerns about their jobs being in jeopardy?
Mr. Webb: I would say it is a little of both. It mostly pertains to the type of enterprise that takes this on as a technology. If 
the use of AI is to reduce the workload of recruiters, then yes, it is possible that a company may want to reduce their HR 
workforce quite substantially. On the other side, my recommendation has been not to reduce workforce size and maintain 
the same the same workflow. A company can then have a recruiter look after the interpersonal skill and assessment 
portion of the talent acquisition process. The misunderstanding that many people have is that artificial intelligence has a 
conscious mind and can impart judgment exactly how a human would. In reality, it’s more predictive than conscious in 
nature. The human element is still required when hiring and recruiting. I do not think it has to affect a person’s job 
negatively. 

CEOCFO: Who has been looking at the pilot program? Is there a common thread among companies that are 
paying attention?
Mr. Webb: The companies that are paying attention are enterprise (Fortune 500) and recruitment companies. Companies 
that have an international reach are paying attention and those that have a high turnover or aggressive hiring needs.

CEOCFO: What surprised you so far as you have been developing in starting the commercialization process?
Mr. Webb: What surprised me was how ready the industry is for something like this. It has been moving unbelievably 
quickly and I originally thought that there would be more fear about the use of artificial intelligence in this way. AI has been 
something that people are excited about and have been waiting for the technology to get to a point where it is functional 
and can have a positive effect on their business.

CEOCFO: Have there been serious efforts at something similar?
Mr. Webb: There have been, but they have different business models and different use cases. Shortlisting software has 
been around for almost a decade now. They have been primarily using key words and fuzzy matching to do the matching 
or the shortlisting. Now that we have moved into the cognitive era, we have the ability to extract more insight from 
documentation that is submitted. There are a few other competitors in the chatbot sector, but their position is quite 
different than ours. They are looking for critical mass to match candidates with jobs; almost like LinkedIn, but with a 
chatbot interface. With the confluence of our two services, we are able combine the information from multiple sources to 
get a deeper knowledge of a candidate. This increases the accuracy of candidate representation to a recruiter. To date, 
we haven’t found any direct competitors that are aiding the talent acquisition process quite like we are.

CEOCFO: How does it work? A company gets in a bunch of resumes, then what happens?
Mr. Webb: A recruiter gets a job requisition from a hiring manager. They open their ATS and post that job requisition to 
whatever job board(s) they might use and to Karen. Once candidates apply, Karen begins to short list the candidates and 
simultaneously sends out the chat bot to gather answers to pre-determined questions and to provide answers to 
frequently asked questions. Karen engages candidates in conversation, typically via text chat or SMS, to follow up with 
pre-screening, and to keep candidates informed on the status of their applications. Karen then promptly reveals the top 
candidates, saving recruiters valuable time and allowing them to focus on screening only the best. Once a position is 
closed, Karen can follow up with each candidate on the status of the application and provide alternative positions as 
appropriate.

Karen derives concepts and personality traits from candidates' resumes and cover letters, assesses the level of 
engagement and gains deeper insights through the chat bot conversation. This conversation improves the candidate's 
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experience of the recruitment process and represents the company's brand. Communicating with EVERY candidate 
something that was very difficult prior to the cognitive era. The candidate insights are compared against the job requisition 
and are used to reveal the best candidates.

This means that Karen can thoroughly assess every candidate, which allows recruiters to focus on the right candidates. 
Karen is able to identify and assess the personality traits of each applicant, allowing recruiters to find candidates that can 
identify with the core values of the company or team. Through candidate engagement, Karen can inform recruiters of 
candidates that are more likely to be engaged with the position.

Essentially, the recruiter can be sleeping while Karen does the work! So when they wake up and get to the office, all of the 
information is available for them in the short list of candidates without having to review a resume or pick up the phone. 

CEOCFO: Are you funded for your next steps or seeking investment partnership?
Mr. Webb: We are currently seeking investment partnerships. I can be reached via email with inquiries.

CEOCFO: Why pay attention to Karen.ai right now?
Mr. Webb: I would say that Artificial Intelligence is the future or recruiting. We have ability to use technology, not only to 
save time and lighten the workload, but give a recruiter more time to get deeper insights into the types of candidates that 
they would like in their company; allowing corporations to expand what it means to have culture fit and expand what it 
means to leave a positive impression on their consumer base.


