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Executive Assessment

The SenseiiWyze™ case study presents a compelling argument that workforce-

development failure is often misdiagnosed as a lack of intelligence, motivation, or technical

ability. Its central claim is that conventional screening methods fail to identify capable

people whose performance is suppressed by financial pressure, trauma, limited

professional exposure, and technostress.

Automation Workz’s most important insight is that technical readiness is not the same as

academic attainment. The case of Miranda Boyd illustrates this distinction: she

successfully completed the same technical training as degree-holding participants but

initially received a substantially lower salary offer. The case study interprets this outcome

as a data and positioning gap rather than a skills gap. That observation led to the

development of SenseiiWyze™, an AI-powered behavioral intelligence platform intended

to identify how people think, respond to pressure, sustain goals, and translate prior life

experience into technology-career potential. 

The case study reports three major outcomes:

87% behavioral prediction accuracy across more than 1,800 users.

58%+ program completion, compared with an initial 7.93% completion rate.

115.5% average salary growth, from approximately $31,200 to $67,250.

These results suggest that the solution is more than an assessment platform.

SenseiiWyze™ functions as the intelligence layer supporting participant selection,

personalized coaching, family alignment, mentor matching, career preparation, and

sustained program participation.

The Core Problem Identified

The strongest part of the case study is its reframing of dropout behavior.

Traditional workforce programs often interpret disengagement, missed assignments,

avoidance, or withdrawal as evidence that a participant lacks discipline. This case study

argues that these behaviors may instead reflect the cumulative effects of:
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Financial scarcity.

Trauma and chronic stress.

Technology anxiety.

Family conflict.

Cognitive overload.

Low confidence in unfamiliar professional environments.

Difficulty imagining a credible future.

This is an important distinction. When a participant is already managing housing concerns,

late bills, caregiving responsibilities, transportation issues, and employment instability,

learning a new technology does not occur in isolation. Technology introduces another

demand on the same cognitive systems being used to manage those pressures.

The case study therefore positions technostress as a multiplier of existing stress, not

simply frustration with software. It can reduce working memory, impair planning, increase

avoidance, and undermine persistence. Under this interpretation, dropout is not merely an

educational problem. It is a readiness, environment, and support-system problem.

The SenseiiWyze™ Model

SenseiiWyze™ uses three behavioral profiles to evaluate readiness.

1. Big Five Personality Profile

The personality profile evaluates openness, conscientiousness, extraversion,

agreeableness, and neuroticism. These traits are used to understand how participants are

likely to approach change, structure, teamwork, stress, deadlines, and unfamiliar learning

environments.

The value of this profile is not in labeling participants as suitable or unsuitable. Its practical

value is in identifying the conditions under which a participant is most likely to succeed.

For example, a participant with lower conscientiousness may require more frequent

milestones and accountability. A participant with elevated stress sensitivity may need early

confidence-building, predictable communication, and additional support during high-

pressure portions of the program.

The case study would be stronger if it explicitly clarified that personality characteristics are

coaching inputs rather than fixed determinants of employability.

2. Senseii Games

The mobile games assess logic, geometry, algebraic reasoning, speed, persistence, and

recovery after failure. The Maze, Plane, and Turtle exercises are designed to observe how

users solve problems rather than relying exclusively on what they report about themselves.



This is one of the platform’s strongest differentiators. Traditional assessments generally

measure whether a person knows the correct answer. Senseii Games appears intended to

capture:

Time required to solve the problem.

Number and type of moves.

Pauses and hesitation.

Repeated attempts.

Response to escalating complexity.

Persistence following failure.

Algorithmic and spatial reasoning patterns.

These behavioral traces could reveal technical potential that is not visible through

résumés, degrees, certifications, or standardized tests.

However, the case study should provide more technical detail regarding how game data

are scored, how different behaviors are weighted, and how the platform distinguishes

cognitive readiness from familiarity with mobile games.

3. Digital Vision Board

The digital vision board is arguably the case study’s most innovative component because

it connects workforce participation to the participant’s complete life rather than treating

employment as an isolated goal.

Participants identify goals across 12 categories, including career, wealth, housing, family,

wellbeing, social life, personal joy, and legacy. The system then analyzes goal specificity,

image selections, future orientation, emotional themes, and motivational patterns.

The vision board serves several functions:

1. It identifies whether the participant can imagine a future beyond immediate survival.

2. It helps coaches understand what is driving the participant.

3. It creates a personal reason to persist through difficult training.

4. It gives family members a clearer understanding of why the participant is investing

significant time in the program.

5. It provides a baseline for monitoring whether the participant’s goals are becoming

clearer and more achievable.

The reported improvement from a 7.93% completion rate to 75%, followed by stabilization

at 58%, suggests that goal clarity and family alignment may have been major contributors

to improved persistence. Nevertheless, the case study should avoid implying that the

vision board alone caused the increase unless that relationship was tested independently

from the other coaching interventions.



Technostress Framework

The case study organizes technostress into five dimensions:

Dimension Organizational meaning

Techno-overload Technology increases the volume and speed of information

beyond the user’s processing capacity.

Techno-invasion Technology-related activation continues after work or

training ends and affects family life.

Techno-complexity Participants must learn unfamiliar systems while

maintaining existing responsibilities.

Techno-insecurity Users may overtrust, undertrust, or fear replacement by

automated systems.

Techno-uncertainty Continual platform and process changes prevent users

from reaching a stable level of mastery.

This framework strengthens the case study because it translates technostress from a

vague wellness concern into observable readiness risks.

For employers, these risks can appear as slower adoption, errors, resistance, inconsistent

AI use, withdrawal, turnover, and overdependence on automated recommendations. For

workforce programs, they can appear as incomplete assignments, reduced attendance,

family tension, and dropout.

The business implication is significant: organizations cannot achieve a return on

technology investment unless users have the cognitive, emotional, and

environmental capacity to use the technology effectively.

Why the Coaching Model Matters

The reported results cannot be attributed solely to the assessment platform.

SenseiiWyze™ appears to work because it informs a broader Tech Skill Coaching model

that includes:

Instructor-coaches who connect existing work experience to technical concepts.

Motivational Monday and Thinkful Thursday group sessions.

Extended office hours.

Mentor matching.

Employer simulations and virtual internships.

Career networking.

Family alignment.



Behavioral feedback throughout training.

This distinction matters commercially. A customer purchasing only the software may not

reproduce the outcomes achieved through the full-service model.

The case study therefore identifies two distinct products:

1. SenseiiWyze™ as a behavioral assessment and decision-support platform.

2. SenseiiWyze™ combined with Tech Skill Coaching as a complete workforce-

transformation system.

The full-service model is likely to produce stronger outcomes because it does not merely

predict readiness. It uses the prediction to guide intervention.

Major Strengths

Human-centered problem definition

The case study does not blame participants for structural and environmental barriers. It

asks what conventional systems fail to measure and what support capable people need to

succeed.

Strong founding narrative

Miranda Boyd gives the case study a recognizable human center. Her progression from

restaurant manager to credentialed technology professional, instructor, and Director of

Performance Coaching demonstrates that overlooked potential can become institutional

leadership.

Focus on behavior rather than credentials

The platform attempts to identify demonstrated reasoning, persistence, pressure response,

motivation, and future orientation. This is highly relevant for front-liners and career

changers whose capabilities may not be documented by degrees.

Integration of individual and family readiness

The case study recognizes that adult learners do not participate independently of their

households. Training schedules, homework, emotional withdrawal, and reduced

availability affect spouses, children, and other family members.

Outcome orientation

The reported increases in completion and compensation make the case study

commercially meaningful. It connects behavioral intelligence to measurable economic

results rather than presenting SenseiiWyze™ only as an engagement or wellness tool.

Evidence and Methodology Gaps



The case study is persuasive as a business narrative, but several areas require greater

methodological precision before it can be treated as formal validation research.

Definition of “87% prediction accuracy”

The document should define exactly what SenseiiWyze™ predicted:

Enrollment?

Completion?

Certification?

Job placement?

Career-field match?

Salary performance?

A combined readiness outcome?

It should also identify the denominator, the classification threshold, and whether 87% refers

to overall accuracy, precision, recall, sensitivity, specificity, or another metric.

Without this information, the number is impressive but difficult to evaluate.

Comparison-group clarity

The case study states that approximately 350 users were selected for training, including

203 with completed profiles and 147 without completed profiles. It then states that those

who completed all three profiles completed training and moved into technology careers.

This language could be interpreted as claiming a 100% completion and placement rate for

fully profiled participants, which does not appear consistent with the reported overall 58%

completion rate. The study should reconcile these figures and present a cohort table

showing:

Number assessed.

Number admitted.

Number enrolled.

Number completing each profile.

Number beginning training.

Number completing.

Number earning credentials.

Number placed.

Number retained after six or twelve months.

Selection bias

Participants who complete all three assessments may already be more engaged,

organized, motivated, or digitally comfortable than participants who do not. This means

assessment completion itself could be a readiness signal.



That is valuable operationally, but it complicates causal claims. The study should

distinguish between:

SenseiiWyze™ accurately identifying likely completers.

SenseiiWyze™ interventions causing participants to become more likely to complete.

Both could be true, but they are different claims.

Multiple interventions introduced together

The program incorporated vision boards, coaching, mentors, extended hours, family

engagement, simulations, and behavioral matching. Because these elements appear to

have been introduced as a combined system, the evidence does not yet establish which

components produced which outcomes.

A future study could compare participants receiving different combinations of interventions.

Salary calculations

The 115.5% salary increase is arithmetically consistent with movement from $31,200 to

$67,250. However, the case study should explain:

Whether $31,200 represents actual participant earnings or a standardized baseline.

Whether $67,250 is the mean or median.

Whether salaries include all graduates or only placed graduates.

Whether part-time, contract, or self-employed outcomes are included.

The period between graduation and salary measurement.

Whether the salary data were employer-verified or participant-reported.

Responsible use of psychological and visual data

The platform analyzes personality, motivation, image selections, emotional themes, and

future orientation. These are potentially sensitive data.

The case study should explain:

How informed consent is obtained.

What data are stored.

How long the data are retained.

Whether employers can see individual psychological profiles.

How participants can challenge or correct conclusions.

Whether the tool is used for coaching, selection, or exclusion.

How bias is tested across demographic groups.

Whether mental-health inferences are made or avoided.

What human-review safeguards exist.



This is especially important if SenseiiWyze™ is marketed to employers, government

agencies, or defense organizations.

Strategic Interpretation

SenseiiWyze™ is best understood as a human-capability intelligence system rather

than a conventional aptitude test.

Its strategic value lies in answering four questions:

1. Who has hidden technical potential?

2. What conditions could prevent that potential from becoming performance?

3. What intervention is most likely to improve persistence?

4. Which career pathway, coach, mentor, and learning environment best fit the

participant?

This positioning separates SenseiiWyze™ from standard learning-management systems,

résumé-screening tools, personality assessments, and technical certification programs.

It could be applied in several markets:

Workforce-development programs.

Corporate AI adoption.

Defense and military technology readiness.

Technology apprenticeship selection.

Internal mobility and reskilling.

Community-college student support.

Reentry and second-chance employment.

Front-line workforce transformation.

Employer-sponsored career development.

The most commercially powerful message is not simply that SenseiiWyze™ predicts who

will succeed. It is that the platform can help organizations see, prepare, and retain people

whom conventional systems overlook.

Recommended Improvements to the Case Study

The next edition should include a concise methodology section containing:

Cohort dates and sizes.

Participant demographics.

Inclusion and exclusion criteria.

Outcome definitions.

Prediction target.

Model-training and validation approach.



Holdout or external-validation process.

Confusion matrix.

Completion and placement calculations.

Salary methodology.

Missing-data treatment.

Consent and privacy safeguards.

A one-page cohort-flow diagram would make the outcomes easier to understand:

1,800+ assessed → 350 selected → 203 completed profiles → number enrolled →

number completed → number credentialed → number placed → number retained.

The study should also separate three levels of evidence:

Observed: Directly recorded program results.

Associated: Variables correlated with outcomes.

Causal: Results demonstrated through controlled comparison.

That separation would increase credibility with researchers, investors, employers,

government buyers, and procurement officials.

Overall Conclusion

The SenseiiWyze™ case study presents a strong and differentiated workforce-

development model. Its most significant contribution is the recognition that people cannot

be accurately evaluated only through credentials, interviews, résumés, or conventional

skills tests. Readiness is affected by cognition, pressure response, motivation, family

environment, confidence, and the ability to imagine a future worth working toward.

The reported movement from a 7.93% completion baseline to more than 58%, alongside a

reported average salary increase from $31,200 to $67,250, indicates meaningful practical

impact. The case study also shows that behavioral intelligence is most valuable when

connected to coaching, mentoring, family alignment, technical practice, and career

exposure.

The primary weakness is not the underlying concept. It is the need for clearer

methodological documentation around prediction accuracy, participant flow, comparison

groups, causation, and data governance.

With stronger validation reporting, SenseiiWyze™ could be positioned as a credible

behavioral-readiness infrastructure for organizations attempting to expand technology

opportunity, reduce training failure, improve AI adoption, and identify high-potential talent

hidden behind nontraditional backgrounds.




