Steve  0:00  
It’s officially spooky season, but work shouldn’t feel a nightmare. If yours feels haunted by burnout and disengagement, try Workhuman. Workhuman’s number-one rated employee recognition platform connects work cultures through gratitude. Employees thank each other for great work and redeem those thanks for millions of items and experiences, keeping them engaged and productive. But here's the coolest part: these recognition messages contain rich data. Workhuman's AI mines it to identify quiet leaders, match mentors, and reveal team skills, enabling smarter talent decisions that generate guaranteed ROI. It’s good for people and good for business. All treats, no tricks. Visit workhuman.com to learn more. Workhuman, a proud supporter of the Happy Hour Podcast Network. Thanks for joining us!

Steve  1:01  
Welcome to the System of Record show on the HR HappyHour Media Network, where we explore enterprise technology and the people behind it. My name is Steve Boese. I'm with Trish Steed. Trish, how are you? 

Trish  1:13  
Hi. It's good to be here. 

Steve  1:14  
Great to see you. It's busy season. As we're recording this, we're off the road for five minutes, but yeah.

Trish  1:21  
That's right, I actually took two days off yesterday. I'm fully rejuvenated and ready for all the October and November travel.

Steve  1:27  
I'm not sure that was authorized, but okay, good for you. I'm glad you did that. We are going to talk enterprise tech, but I don't even know. I'm going to ask our guests to give us maybe we don't have a category of this technology, so I don't want to try to guess what it is, but we have Ruby Kolesky here. She's the CEO at Joyous. Ruby, welcome. First of all, how are you?

Ruby Kolesky  1:27  
Thank you. Thank you. I am good. It's nice and early over here in New Zealand.

Steve  1:28  
Right, coming to us from the future in New Zealand, and it's great to have you. Joyous is a wonderfully interesting and innovative technology, but I'm gonna let you explain it to our listeners a little bit if they're not familiar. But first, let's learn a little bit more about you. You've got a pretty interesting backstory. I know that's not maybe the typical enterprise tech CEO.

Ruby Kolesky  2:16  
Maybe it should be, but yeah, so I'm actually originally born in South Africa and all the way through high school, growing up, I was adamant I was going to become either a comedian or a melodramatic stage actress, so very hip, oriented to comedy and even studied musical theater and so on. And there came a time where I think the teachers were trying to make me be serious all the time, and I took massive offense to that. And so I did the next most logical thing, and I became a software engineer. And so you know, which I think is what the majority of failed comedians do, let's be honest. And so, yeah, that's that's just spiraled over time, and somehow now I'm the CEO of an AI tech company, and here we are today.

Steve  3:04  
Yeah, and Ruby. Let me, let me get give us 60, 90, seconds, however long you want, about Joyous, because I was thinking I was trying to spit out a category of software. I didn't really have it pop into my head. So maybe you can help our listeners understand Joyous. 

Ruby Kolesky  3:19  
It's such a blessing and a curse, because we are, by and large, not, pretty much the first to be doing the thing we're doing on the way that we're doing it. And so it's kind of great to be out there being the first, but it's like the frontier, like you have this problem where people are like, what do you do? So the simplest thing I can do is tell you that we are probably the most efficient, engaging and like AI, action oriented alternative to legacy survey platforms like so on, and that's because we don't do surveys. Instead, we do conversational chats, one on one, chats really fast with a large frontline workforces specifically. And we take these chats and we use AI to turn them into detailed action plans fast so we can do what a traditional survey can do and more. Instead of it taking months, it takes minutes. Yeah, and you actually can do something with that feedback at the other end.

Trish  4:20  
I think that's fascinating, especially since coming off of HR tech, where people are just now really starting to try and put a focus on the frontline workers, where it sounds like you, that's what you're designed for. You've been doing that is the participation rate better when you're doing it sort of that one on one, instead of having a survey, I would imagine?

Ruby Kolesky  4:39  
Well, what's interesting about Joyous, it is and it isn't, but it also doesn't need to be. So you you're really going for a scale when you reach out to people, but you do not need a critical mass of data to be really confident that you can act. Because what I would say would happen with traditional HR surveys, and you might have experienced this in a previous life. Life at another company is you really get hammered to reply, because the only thing they have as a success metric often is the response rate. How do you know you were affected with your HR survey? Well, 89% of the workforce reply. Well, with Joyous you need enough data to be confident on the actions you take, and then once you've taken those actions, you see an operational ROI in the business, you'll see a key business metric actually have an improvement in such a way that you can associate that with a return on that investment in a kind of cash oriented way. So initially I'd say the response rates are probably similar, but what we find affects it is, hey, the question you're asking me, does it actually have something to do with my job in a way that I care about it and a way that it could make my life easier? I'm going to answer that if that's what you're asking me. But if you're asking me about a bunch of things that are, like metrics, that you can deliver up some measurement data to your board, I don't have time for that. I'm like, busy in my van, freezing in the winter trying to get fiber installed into someone's house. Like, what does that do with me? You know?

Steve  6:03  
Yeah, so, so Ruby. Like, give us an example. We can genericize it if you want. Like, a really good, effective use case that folks are out there have used Joyous is for, that's non HR, especially, like, what's, what's a good operational, hey, we need to get feedback on this thing, and we use Joyous to do that.

Ruby Kolesky  6:23  
I'll tell you our origin, non HR story, because, of course, we did start life like the brothers that founded Joyous, Mike and Phillip Carden, actually wanted to be HR tech, right, like Mike exited Sonar6 to Cornerstone OnDemand back in the day, and they wanted to come along and break apart the traditional HR survey. And so instead of a long survey, it was a weekly one on one, chat between you and your your direct leader. And so the technology built around that was inherently conversational, because it was a chat like a messaging chat between you and your leader. Anyway, let's say one of the world's largest telcos came along, completely ignored that idea and said, Hey, this technology would be absolutely killer to go out to the frontline workforce, which were in the 10s of 1000s at the time, installing fiber to people's homes out of North America. And what they wanted to do with it is they wanted to accelerate the rollout and adoption, not only of that change, but, like, of all the associated things that happen in that huge operational program, right, which is carried out over multiple years. And I can remember the first exec decided, I think it was something as practical as a new modem was being rolled out. And you know, these telcos, you think a new modem, they have, like 2-300 modems out in the field, and when a new one comes out, it's not perfect, and so they'll usually have bugs with that modem. Issues with the customers getting it working. There'll be problems with the information about how to install it, or the app they're using to try to turn it on. And they'll get this massive influx of calls to the contact center the fiber techs will have some issue they know exists they can't do anything about because it's like, it's something they see every day, but the people who matter and can fix it don't know about it. And so a new modem came out, and apparently it takes five to seven months to, like, iron out the release of a new modem, typically in the industry, is slow, right? And they used a Joyous we call it a campaign. It's like a survey. They used Joyous instead, and they went out to everybody across North America and then asked them one question, and that was like, basically, what would make the biggest difference in getting this modem to work properly the first time a customer? That was it. And they answer that like a text, right? And that is great for a lot of reasons. A text someone just chatting quickly on their phone. And we're built for, like, mobile, because we're built for the frontline workforce. That only takes a minute for someone to do, okay, this is what's going on. I'm back to my job. But that can be done at scale really fast. And so we did that. And I think for that particular one, we got somewhere between, think it was like eight to 9000 technicians across that, all the states saying what was wrong. And we turned around an action plan for that. Using that plan, they got that release, fine tuned in 45 days. And that for them was absolutely electrifying, because not only did that mean that customer experience got a lot better faster than before, not only did that mean they avoided the cost of wearing all those problems for that much longer and having to work around them and have a bigger influx of calls to the call center and so on, it also improved those people's work experience, because now they weren't dealing with the problems associated with this new product day in and day out. And I remember they even did an internal case study where they said they correlated an increase in their engagement score to the launch of Joyous. And that's not a small thing to have achieved, right? Because it's a large, large unionized workforce in these sort of contexts, they're not the sort of things you can move the needle on all that easily. So that's a really specific, but great example. And so that was a field workforce. And from there, they just ran. They realized that you can attach Joyous to every operational initiative that you're rolling out and get this feedback. And they developed such a sophisticated system for doing it, they would rotate. And they're still doing this, by the way, at a much bigger scale, they rotate around audiences of 1000 to 5000 and they've got four of these campaigns running at any given time, and it's given them this like ability to fine tune whatever it is they need doing in real time, and just attaching it to the actual operational initiatives of the business as they're unfolding.

Trish  10:50  
I think that's fascinating, because when you're talking about being able to use text and fully answer a question, especially if it's just one question, I mean, in the past, we wouldn't have had a way to process all of those different answers, right? But there's each one could be such a great solution. So could you maybe talk a little bit about kind of the mechanics, right, and how you're using AI to sort of distill that down into something that is usable for those people. 

Ruby Kolesky  11:18  
Let me tell you, it wasn't easy, and I have actually still super actively involved in the data science team, and it's still not easy, and I don't think anyone else has sold it quite the way that we have. And that's kind of the secret source of Joyous, like any startup, originally, we were quite manually trying to figure this out, with analysts going like, how can we turn this action plan around? And generative AI didn't exist then, right? Because Joyous is in year five now, and they came along crazy fast. I remember we were 10 people in the dodgiest office I'd ever worked in, and, like, this really big company signed, and we were like, This doesn't feel like it's meant to happen. But I had just assumed, when we were we effectively pivoted to action, is what I'm going to call it. I assumed that there was some AI out there that already could do this, and I just needed to tell this team, Hey, go and find that model, whatever it is that works, and let's just identify the actionable things and quickly return the actionable action plan. No, turns out that technology did not exist. So we spent about a year building our own kind of AI solution, and it ended up being really complex, because it's like Trish might answer "How do you solve this problem with a wonderful novel", and she's, you know, got a university degree, and she speaks in a really high English, but Steve, he might be just really terse, and give you one or two words. And actually, English is a foreign language for him, and so it's a completely different type of data. And and you might one day be talking about the BGW 230 tool, and the next day you might be talking about issues with anti retaliation. And so, you know, it was insanely nuanced. How could you identify the actionable phrase within any type of text, conversational text, instantly. And so we hit our head against the wall for years solving that problem, and we have finally. And what was funny when GPT came out, so I remember was open, aI had GPT 3.5 came out, come out, and Mike, of all characters, went and spent two days looking at it, and it was about 80% as effective as our in house AI was after we spent a year on it. And now, say I got to about 50% of what a human analyst could do. GPT got to 80% out the box, and it was this magical moment for us. And I think we were the first person or company to productionize a serious implementation of GPT to enterprise software as fast as we did. And the reason we could do that, actually, was because we spent a year figuring out what we actually wanted to get out of it, and it was really difficult, and we'd built these amazing data sets which were synthetic ones kind of taken as inspiration from the real data, and we knew exactly what we were looking for. And so what it does effectively is, if Trish says something, it instantly goes, there's the actionable thing, there's the actionable thing, there's the actionable thing, she said, and it does that perfectly. What is the thing that you want to act on? What is the action you want to take? So that was really hard to get to. And then we have basically chained 10 different AI, very discrete applications of AI, to go from those little Lego blocks of action to Okay, now they're in this big bucket of group. Now within that, there's these actionable themes. Now within that, there's these action items with these tasks, and based on the prevalence of what they're saying, this is the priority of them. And you literally end up with, you know, bundle the drywall screws with the modems. Number one, it gets that specific. Wow. So whoever that person is, whether it's an HR practitioner trying to operationalize some HR initiative. Or whether it's a real functional leader owning network operations for the business, they can see exactly what it is that they need to do. And our dashboard actually makes that really clear. So it's not, you know how a lot of AI tools, you chat to it, and it tells you something back, and you're like, okay, really? Where's this? Can I trust this? Is this for real? Is it made sense? Yeah. So as you can kind of instantly see it, it. You can link straight back to the phrases. You can jump straight back to the chats with the people, and you can even keep chatting to them. And our tool is a huge you wanted to as well. So that's built a lot of trust. It's been hard won. We went from 15 steps in this process, all being done with humans to now, 12 of them are being done with AI, but you can still have a human kind of intervene and moderate and step in. And ultimately, humans still always, always decide what it is that they're actually going to do. So sure, that's a long answer, sorry!

Trish  15:57  
Thanks for sharing that because I mean, again, we talked to a lot of HR leaders and other business leaders, and that's what they're saying they want to understand and trust so I was glad you mentioned not just you should trust us, but here's why, right? So that was a really good example, and I think that's what maybe we're missing, is some of those really intricate examples of what is going on behind the scenes. Because you're right, if we just go to some chat GPT or one of the others, you're getting an answer, and you don't have trust that it's correct. So I think that was a perfect answer. Thank you so much.

Ruby Kolesky  16:28  
Honestly, you shouldn't trust it, because this is one of the big challenges with us still, and we've had to, we've had to create like, a happy medium between the older AI, which is called NLP, natural language processing, and the newer AI, generative AI, or the large language models, llms, because the large language models, the GPTs and the Geminis and so on, they actually still hallucinate all the time with very small amounts of data. You know, we get to beyond, say, five, 600 and they just drop things out and they start making things up. So we've had to put a lot of controls in place in code store to ensure the quality always stays like absolutely at the top, which for us, is 90% plus of what a human can do. So I bet you there are actually people out there using GPT, trusting what they're being told. And it's some of it's made up.

Steve  17:20  
Yeah, yeah, exactly, yeah. You never get that feeling that the tool is been programmed to say, Oh, I don't really know, like a human would. If you ask a person, an analyst a question and they didn't know the answer, most likely they're gonna say, You know what, I don't know, but I'll go figure that out now, you know, I'll come back to you with the answers. The gpts never seem to do that usually, I guess, but usually they'll just answer.

Ruby Kolesky  17:44  
I think it's like, at the moment, you see a lot of backing off when it thinks that it shouldn't. It's unsafe as a topic. But otherwise, it's absolutely conditioned to give you a response no matter what. And it's also conditioned to tell you that you're amazing and you're right.

Steve  18:00  
I do get a lot of that, but yeah, so I understand that. Yeah.

Trish  18:04  
And sometimes you see something come up, and you're like, wait a minute. I know that's not correct. And then it'll say, Oh, you're, you're right. You caught me if you knew that. Why are you trying to get get one over on me?

Steve  18:16  
Yeah. Another thing Ruby, I appreciated with how your description of how this, you know, the origin story and how it works, and all that, all the steps involved was the the emphasis on the training data right, that the model just has to learn from something right. It, it doesn't know what that actionable bit of the responses until you you tell it right, you coach it here, here's how you figure out what an actionable bit of response is. And I think we're we haven't talked about that enough in some of the conversations we're having around HR, AI data, like, where's this model actually being trained from or trained on?

Ruby Kolesky  18:53  
I would love to answer that question, because there's a huge risk for businesses with regards to this, in terms of not just, I mean, everyone thinks about risk in terms of PII, like, personal information. Now the real risk is OII, organizational secrets, you know, identifying information. So if an, if a tool like ours, Joyous is using a third party, like open AI, which we are, yeah, and that's analyzing your secrets of your business, like, how do you trust that that's not going to leak out there to the world and your competitor is going to be able to steal your IP? That's the big question everyone needs to ask. And so there's, I think, like, two to three lenses you have to be careful about as an HR practitioner if you're bringing on any tool that's analyzing data of your business. And so I'll get to the one you're saying. But number one, you got to be looking for zero data retention. So whoever it is, they have something in place with that party that says you may never, ever, ever store our data in your system unless it is to process that request called zdr, zero data retention. So that's one. So. But be paranoid even so, mask out the organizational identifying information. Do not pass it to them, hash it out so that even though they say it, don't trust them. And then training is the third thing. Yeah, training is where, like you as a as an organization, do not want, under any circumstances, the vendor or their third parties to be ever training their models on your data, because, again, you've got this risk that it could get accidentally leaked out at any time. And so how we solve that problem is we never, ever, ever, ever, ever train any model, either Joyous or a third party, on actual customer data. And what we've done is we've created a data set in the in the one AI feature example we have, which is training for thematic analysis and action planning. Let's focus on that one, because we have others. But what we've done is we've created a synthetic data set which is inspired by customer data, but is by no means our customer data. It's a synthetic data set. It's about the last time I checked 6000 pieces of data. So we take a base model from OpenAI, and we do what's called fine tuning that model with this data set we've created, which has a full representative example of any type of data you can imagine, and what's the actionable thing inside it. And so we've trained it on that without actually giving away any customer secrets ever, and now it just works out the box. So you can be a new customer with us today. You can sign up and you can launch something within a couple of minutes, and as feedback starts coming in, it will get it right 90% of the time, plus out the box without ever needing to be trained on your data. And that's, that's the best way you can avoid risk, I think, with secrets being leaked out and in the world. And I just don't think a lot of companies are doing that. They are training the models on customer data. 

Steve  21:50  
These are great questions Ruby that we're going to make sure Trish, we put in some of our guides that we write, right for folks to Hey, these are some of the questions you need to ask, right? I know we update that probably due for an update. But these are great, great perspectives.

Ruby Kolesky  22:05  
We're busy writing a guide now about this, because it doesn't seem it's, it's one of those things AI where you can't, oh, I don't know. And like, who am I to ask, and what am I asking or what answer I'm looking for? And so you can get black boxed a lot in this space, but it's like anything. It's actually really easy, if you break it down and someone just spells it out to you. So we're busy writing a guide about that. I'll let you know when it's done.

Steve  22:26  
Yeah, for sure. Ruby, one of the other things we wanted to ask, we like to ask our guests who come on the show, or all the shows, really, it's kind of maybe abstracted a little bit, or big picture, step back a little bit from, you know, the actual nuts and bolts of what you guys are doing, which is really impressive and fascinating, and I'm glad we got to talk about that for a little bit, but just kind of what you're seeing climate wise. And what are some of the challenges folks are having, particularly on AI, right? And when we talk about some of them, the technical implementations of AI, but we hear so much, at least over here, about folks just, you know, organizations wrestling with these issues and, you know, change management and figuring out, is it going to replace people or not replace people? And if it is, like, yeah, it's, it's, I feel like there's a lot of tension around AI, especially in the enterprise, I'd love your perspective on it is you work with, with your companies that you work with.

Ruby Kolesky  23:20  
I mean, like at a super meta level, I have, like, this really strong feeling, like, you know, there's all these companies that are going so hard at like, ripping out real people and putting in AI agents to replace them, particularly around customer experience, service and support. And I think my prediction, I'll go on the record, is that's going to completely and utterly fail happen is that it'll sure it'll work for some really like, narrow use cases, but the moments that matter and AI is probably not going to be the thing you want to talk to when you're super pissed and you're about to miss a flight and you don't know what to do and you need someone to empathize with you. I mean, that's one of the reasons why I have that blog where I'm, like, really poking fun at SIG and everyone at Qualtrics, because they talk about that they're using AI to build empathy at scale. What a load of...and I think what's going to be interesting is what's going to happen is these companies are going to have material risk. They're going to off board all these high value employees, replace them with agents. It's not going to work. And humans are going to become the premium experience again, because there is no sub pro human, unless you're talking AI automation of like, you know, steps in a workflow and in these com some of these companies are actually going to crash and they're going to cease to exist because they're not going to be able to bring back the humans fast enough. So let's see how long it takes for this to be true. But that's one of my big predictions. In terms of what do I see every day, as I have people coming online and starting to use Joyous I see a lot of pain that's not specific or technical. I see we're at this point now where our product is that good, that like if we show it to an executive or an HR practitioner, or even a more functional operational lead, they get it and they want to use it straight away. But it's like the procurement teams, which now have privacy and security, AI  governance, legal and compliance involved. They are so bottlenecked with, I can't tell you how big a list of tools leaders are trying to bring in with AI that you can sit in a queue for three or four months before get to the top for your tool to be considered. And then, I mean, at the biggest extreme, one of the largest OEMs in the world, 17 different assessments we had to go through to get for a global master services agreement. I estimate it was about, I think I was four to 500 hours of work on their end alone. Wow. And so if, if you want to be innovative, I think there needs to be a better balance struck and a more streamlined way to get actually, really secure by design AI tools into your infrastructure to give you a competitive advantage. And I think that executives and some HR practitioners are being cut off at the knees by that bottleneck. And to me, it's just objectively crazy like that a legal or security team is actually the one controlling the destiny of a business, to some degree, because your opportunity to gain a competitive advantage and be one of the first out there to adopt something can be hamstringed, and that might be in those teams defense a bottleneck issue, so they may not be well resourced enough, or the business as a whole may not have leaned in and gone, Hey, what is actually the most streamlined but still risk averse and secure process that we can follow to rapidly onboard Things that will really differentiate us? So I see that like people just being like, the reputational cost and the personal load to bring a tool in is so high that most people just won't, it's just not worth it.

Steve  27:13  
Ruby, I think, you know, in the past, with these big technological changes, organizations might have been smart. I suppose to be later adopters, and let you know. Let some of the bugs work out, as they say, right? And a lot of organizations are like that. Always have been like that, whether it was cloud computing or mobile computing or you name it, right, whatever innovations come down the road in the last 20 odd years or so, there is some element at least, of thinking that the these AI tools are so transformative, potentially disruptive, yeah, if you wait too long, you could get disrupted, right, right? You know, out of relevancy, perhaps, right? And that's the balance, right? You've got to walk between that challenge and also, you know, some of the fears you talked about as well with organizational information getting getting out there. So it's a tricky bit. 

Ruby Kolesky  28:05  
I think that there could be some way. I mean, it's hard to describe it, but where you come up with, like, something, you can even train people, like HR practitioners on: here's those four or five things you need to sniff test for really early. And if something doesn't pass that test, just get rid of it. Don't even put it in the queue, because there's definitely, I mean, I just saw a post from another CEO of an analysis AI analytics company, also founded out of New Zealand, who was saying the number of false case studies that are being put out into the world from like AI companies, where they're telling ROI stories that aren't real and don't exist. It's very, very high or that they're saying their technology can do things that it doesn't really do or doesn't do to a good, high quality. So it is understandable that, like, you've got guardrails in place to kind of filter that out. But I hugely believe it should be the mandate of CEOs of these large companies to identify, like, what is that middle ground with priority, so that we can now figure out who the real ones are versus the fakes, and actually just bring the really credible, niche experts in. The other thing I think people should be careful of is like, in house teams who don't live it like, look at us. We've lived and breathed this problem and nothing else for five years, and I can say with absolute confidence, we are the best in the world of what we do on every sector, right? And like, that's that's for us validated. The idea that an in house team could quickly come up with something that would get you anywhere near the quality that we could get is a crazy idea. Like it would just slow your business down, and you'd have no guarantee that. How would they know what good looks like? How much time have they spent solving that problem? You'd have no idea if what they were actually doing was good or not, and that is a risk. So I think that some companies building massive AI teams probably need to decide which use cases does that make sense for. On which doesn't make much more sense, or to just go to like whoever that niche expert is, and just rapidly onboard them. 

Trish  30:07  
I love it. It's such practical advice. I mean, I'm taking notes myself, but I think that you know, the point being that a lot of these HR leaders are now being really looked to as the person who has to make some of these big decisions and recommendations, and they don't really know where to start. So I think what you're talking about really will help them have those more secure discussions within house before they are sort of taking that but I also like the point, Steve, too. I think that I'd love to hear your thoughts on this, but where you're saying the CEO really needs to step in and make sure, or the entire C suite, right to make sure you're not sort of going too slow. And, like said, guardrails are one thing, but, yeah, handcuffing people, you know, that's not the right move either. So Steve, I don't know where you have you heard any of that lately?

Steve  30:53  
Yeah, there's still, I think there's still many companies who are just can't get their arms around some of these challenges that Ruby talked about around security and privacy and the training data, and maybe just uncertainty and maybe inability to handle the change management elements right that might be needed. We heard some of that at HR tech a couple of weeks ago, or folks just bringing this in on their own, right? The other thing we see in an organization right is, is especially a large one, right, just scores and scores of people, just either inside the network or outside the network using their own AI tools, right, to further their own needs, right?

Ruby Kolesky  31:35  
Sure, I think that's the choice you got to make. Is like you can, you can let it happen from underneath you, or you can lead it out from the front, yeah? And which is which is better for the business.

Steve  31:45  
Yeah?

Ruby Kolesky  31:47  
You know, from a risk perspective and governance perspective, yeah, change management is an interesting one as well, because when it comes to Joyous, which originally we were a fully transparent feedback platform, we still are. And by that, I mean it's attributed feedback. When you when, when Steve Boese says, you know, I need the drywall screws bundled with you can see that it's Steve, and you can chat back to Steve. Well, now you can turn on confidential or anonymous, but you know, originally, the number one objection we would get is like, Whoa, no one's ready for this, like the employees will never respond to the psychological safety, like no one feels safe enough to provide their feedback openly. Meanwhile, everyone on Insta, Tiktok, Google Reviews, you name it is like flaming people on the regular and often in some of our use cases, actually your direct leader doesn't see your feedback, but also we're not asking you whether you think your direct leader is a dick or not, so psychologically it's safe to give your your feedback openly. And we've had some HR teams or operational teams debate this for months before they launch as a big change management project. We need to train people on psychological safety. We need to train leaders to respond. Well, no, actually, AI can respond in a way that makes people feel way more psychologically safe initially, to just dig that little layer deeper on your feedback than a human can. And number two, guess what? Your organization's way more ready for it than you are. That's actually the truth. And every single time these people have launched, Joyous people have been more like, Oh, finally, someone's actually asking me about this, because this has been costing me, like, half an hour a day for years, and they have problem saying what they think.

Steve  33:29  
The important point, Ruby is you're being asked about a very specific thing, I think, for the most part, that's directly impactful to the execution of Your own job right day to day, versus, say that generic employee engagement survey where everybody gets asked the same questions, right a couple times a year or once a year?

Ruby Kolesky  33:49  
I mean, we do have a really sophisticated HR engagement model as well, but again, that is a it's built for the front line, so it has much less of those more traditional, I think, unsafe questions, and it does also include way more practical stuff about processes and tools and workspaces and health and safety, stuff that, like, people really care about that impact them. So but, yeah, you're right. It's very specific.

Steve  34:15  
Super this is super exciting, like, an interesting to me, like I at the top, I sort of struggled a little bit. Was trying to characterize Joyous just in a name or in a in a category, because it's so easy, right? Trish and what we do, or any enterprise tech, right? Oh, that's a procurement system. Oh, that's a, you know, purchasing system, or feedback system, or recruiting system, right? Joyous is, yeah, it's, it's, it's serving, but it's really, it's kind of a, it's a system of operation, system of engagement. We're doing the System of Record show. But like, it's, it's such a unique tool that does some does some things that you know, I'm not aware anyone else really can do, and certainly not the scale, right, that you guys are talking about.

Ruby Kolesky  34:59  
Yeah, I think scale is, I mean, it definitely is the democratization of feedback, I would say, giving people and a voice at the table that, you know, like, typically, there was no mechanism to really do that in a practical way. And it's kind of great for executives as well, because I think often executives are characterized as the Big Bad Wolf sitting at the top of the food chain, right? But by and large, every executive I've met would really love to be able to, like, cut through all the middlemen and see right out into the field and know what's going on. But honestly, they've just never had a practical way to be able to feasibly do that, and so they've just not tried. And so we really do kind of change that up. I look forward to one day being able to be very basically categorized.

Steve  35:44  
Well, you'll be the point you want to get to, the point where other people will come around and I'll say, Well, it's kind of like Joyous. It does it like Joyous.

Ruby Kolesky  35:55  
Yeah, yeah, for sure.

Steve  35:59  
Great stuff. Ruby, this has been so much fun. I appreciate you waking up early. 

Ruby Kolesky  36:04  
I was up well in advance.

Steve  36:08  
Big time differences, but it's great to have you. The website, I believe, bejoyous.ai? That's where we want folks to go?

Ruby Kolesky  36:16  
We do want folks to be joyous about AI.

Steve  36:22  
There's some really cool stuff on the website. There's some books you can download. Ruby's co authored a couple of books on the site. I saw some really cool merch. You've got, like, really cool, fun merch. If you want to check some of that out.

Ruby Kolesky  36:35  
you know what? On that subject, our merch store, it's like, the highest performing clothing merch store on the like, you know, dropship provider that we use. And that was just, yeah, people love it. We often joke like, oh, we should just launch the clothing brand with anything that we do, we kind of go, let's just push the boundary a little bit further, yeah.

Steve  36:56  
Yeah, for sure. So I will recommend folks check that out as well. Great stuff, Ruby. Great to meet you.

Ruby Kolesky  37:03  
I can tell you something, and this will be the first time anyone will ever hear this today, today, because we're an enterprise feedback tool, right? So I think one of the other problems with any feedback thing is to get your hands on it, you have to jump through a whole bunch of hoops with executive sales people, and it's quite horrific. Today, we are launching a free trial on our website, 30 days unlimited use of all our AI go for gold, and you don't have to jump for any who live to pay for a pilot, nothing. So no other enterprise feedback tool in the world lets you do that. So that's huge.

Steve  37:39  
All right, we'll put that in the notes as well. I would love to check that out. It's worth your time, for sure, because despite being able to scale to literally 1000s of workers, 1000s and 1000s of bits of feedback, you can have this up and running really quickly, right? This is not a huge implementation lift, right?

Ruby Kolesky  37:56  
No, and I think that's what a lot of people love about us.

Steve  38:01  
But anyway, I know I I'm gonna want to. I want to before we let everybody go. Trish has some news as well. I Trish told me before the show, she's maybe transitioning off System of Record and leaving it to me for something else. I'd love for you to just shout that out.

Trish  38:16  
I am. I'm leaving this in your capable hands, it was your brain child to begin with. So, I'm going to be starting a new show completely off of the HR HappyHour Network, though it's called, It's Just Life Here, and it's going to be a podcast and video show that I'm doing with my sister. And really, I think it came because we're constantly just talking about what we're going through, whether it be at work or with kids or relatives or whatnot. And I always say at the end of when we're talking about that, it's just life here like this is what we're going through. So we thought we would bring that to the masses. We've got some really cool guests already lined up, and yeah, so that'll kick off in just a couple of weeks. But thank you for letting me be on the show, Steve, this has been really, really good.

Speaker 1  39:01  
Of course! System of Record will plow forward as well, but you will too, great stuff. Trish, we're excited for that, Ruby, We're excited for you. Thank you so much again, and we'll put the links in the show notes. And yeah, so check out all this show archives as well as all the archives HRHappyHour.net. Subscribe, tell a friend, leave us five star review all the things you're supposed to do. Okay, thank you Ruby Kolesky, thank you Trish Steed, well, my name is Steve Boese. We'll see you next time, and bye for now. 
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