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EXEGUTIVE SUMMARY

VANTAGE IS AN AI-POWERED CAREER COACH THAT HELPS WORKING PROFESSIONALS NAVIGATE JOB TRANSITIONS,
SKILL GROWTH, AND LONG-TERM CAREER PLANNING THROUGH PERSONALIZED, CONVERSATIONAL GUIDANCE. IT
COMBINES STRUCTURED CAREER FRAMEWORKS (SKILLS GAP ANALYSIS, ROLE BENCHMARKING, INTERVIEW
PREPARATION) WITH AN ALWAYS-AVAILABLE Al COACH THAT ADAPTS TO EACH USER'S GOALS, INDUSTRY, AND

EXPERIENCE LEVEL.

THE PROBLEM:

Career guidance today is either too
generic (articles, static courses) or too
expensive and slow to access (1:1
human coaching, Wwhich costs
$150-$300/hour and EOIES
scheduling). Most professionals make
major career decisions — switching
roles, negotiating offers, closing skKill
gaps — with incomplete iInformation
and no structured support.

THE OPPORTUNITY:

Deliver human-coach-quality guidance at
a fraction of the cost, available on-
demand, by pairing LLM-based
reasoning with structured career data
(job market signals, skills taxonomies,
resume/interview best practices) and a
lightweight human-in-the-loop escalation
path for high-stakes moments.

THE BET:

A large enough segment of professionals
(particularly early-to-mid career, career-
changers, and layoff-affected jOb seekers)
will pay for a coach that is always available,
remembers their history, and gives
structured, personalized next steps rather
than generic content



PROBLEV DRGOVERY

1.How the problem surfaced?

Discovery began from three converging signals rather than a single source of truth:

1.Support and community signal: Career-focused subreddits, Linkedln comment threads, and Discord communities showed
a recurring pattern — professionals asking crowd-sourced strangers for advice on resumes, offer negotiation, and 'am | in
the right role' questions, because they had no accessible expert to ask.

2.Market signal: Layoff volumes in tech and adjacent industries created a surge in demand for outplacement-style support,
but traditional outplacement services are employer-funded, time-boxed, and low-touch.

3.Internal hypothesis testing: A lightweight concierge MVP (a human coach answering questions submitted via a form,
disguised as 'Al-assisted') validated that people would engage repeatedly with a coaching relationship if it were fast, cheap,
and judgment-free.

2.Problem statement

Working professionals lack access to affordable, on-demand, personalized career guidance — leaving them to make
consequential decisions (switching jobs, negotiating pay, closing skill gaps) with generic content or no support at all.




PROBLEV DRGOVERY

Why Finding

3.Root-cause analysis

They lack a clear, personalized view of where they

Why do professionals feel stuck in their careers?
stand vs. where they want to go.

Generic content doesn't account for their specific
background, industry, or constraints.

Cost ($150-300/hr) and scheduling friction are
prohibitive for most.

Why don't they get that clarity elsewhere?

Why don't they hire a coach?

Access is inconsistent, especially post-graduation or

Why not use free resources (career centers, mentors)? . .
outside high-touch employers.

Job market volatility (Al disruption, layoffs, remote-

Why does this matter now? . , :
work shifts) has raised the cost of career missteps.

4. Discovery methods used

*Qualitative: 12 exploratory interviews across 4 segments .

*Quantitative: survey (n=120) distributed via professional communities, screening for career-transition intent in the last 12
months.

*Competitive teardown of 9 existing tools.

Concierge MVP: 6-week manual coaching pilot with 40 participants to test willingness to pay and engagement patterns
before writing a line of product code.




RESEARGH GOALS

\/alidate that the problem is acute and frequent enough to sustain

a subscription product.
ldentify distinct user segments and their differing jobs-to-be-done.
*Understand trust barriers to receiving career advice from an Al

system.

USER PERSONAS

n "Neetika," the Career Switcher
Profile: 29, marketing manager, 6 years experience, exploring a move into product management.
Jobs-to-be-done: Understand what skills/experience gaps exist, get a credible transition plan, and gain confidence before
applying.
Key quote (paraphrased): She described feeling like she was applying into a black box, unsure whether her background
was even a realistic fit for the roles she wanted.
Trust barrier: Skeptical that a generic Al tool understands her specific industry nuance.

n "Rajesh," the Layoff-Affected Job Seeker
Profile: 41, mid-level operations lead, laid off 3 weeks ago, financial pressure to re-employ quickly.
Jobs-to-be-done: Fast, tactical help: resume triage, interview prep, negotiation support — needs speed over depth.
Trust barrier: Anxious about Al advice being too generic during a high-stakes, emotionally charged situation; wants a
human escalation option.



USER PERSONAS

n "Priya," the Early-Career Climber
Profile: 24, second job out of college, wants a structured path to promotion within 18 months.
Jobs-to-be-done: Ongoing, lightweight coaching — periodic check-ins, skill tracking, not a one-time transaction.
Trust barrier: Low — most comfortable persona with Al tools, main risk is disengagement/churn from lack of novelty.

n "Partho," the Plateaued Senior IC
Profile: 38, senior engineer, unsure whether to pursue management or stay technical.
Jobs-to-be-done: Structured self-reflection and decision support rather than tactical job-search help.
Trust barrier: Wants nuance and pushback, not flattery — dislikes tools that are overly agreeable.

SYNTHESIZED INSIGHTS

*Across segments, the strongest driver of engagement was perceived personalization — generic advice was actively
distrusted, even when accurate.

*High-anxiety users (Rajesh-type) wanted a visible 'talk to a human' escape hatch, even if they rarely used it — its
presence increased trust in the Al itself.

*Users wanted the tool to remember prior conversations; repeating context was the top-cited frustration with existing
chatbot-style tools.

*Willingness to pay was highest for outcome-linked framing ("help me land a role") rather than feature framing ("Al
chat access").



VIARKET & GOMPETITOR ANALYSIS

Market sizing (top-down, illustrative)

~120M knowledge workers in English-speaking markets

TAM : :
actively managing a career

Labor force statistics, illustrative

~28M professionals who have searched for a job or

SAM : e
considered a transition in the past year

Survey extrapolation + job-search platform activity

~1-2M reachable via community, content, and partnership

SOM (Year 1-2) channels

Comparable-product acquisition benchmarks

These figures are directional estimates for prioritization purposes, not verified third-party market research, and should be
revisited with primary market data before being used in fundraising or board materials.




VIARKET & GOMPETITOR ANALYSIS

Competitive landscape

Generic Al chat assistants

Horizontal Al

Broad capability, no cost to user for basic use

No career-specific memory, frameworks, or accountability
structure

Human coaching marketplaces

1:1 services

High trust, deep personalization

Expensive, slow to book, inconsistent quality across
coaches

Static career content platforms

Content/courses

Credible, structured curricula

Not personalized, no interactivity or feedback loop

Resume/interview point-tools

Point solutions

Deep on one task (e.g., resume scoring)

No holistic career journey, no ongoing relationship

Employer-provided
outplacement

B2B benefit

Free to affected employees

Time-boxed, low-touch, disappears after severance period




VIARKET & GOMPETITOR ANALYSIS

Positioning

Vantage sits between generic Al chat (cheap but impersonal) and human coaching (personal but expensive/slow) — offering
a structured, memory-driven coaching relationship at a price point accessible to individuals, not just employers.

Differentiation pillars

*Persistent memory of the user's goals, history, and prior advice — not a stateless chatbot.

«Structured frameworks (skills-gap mapping, negotiation prep, interview rubrics) layered on top of open conversation.
*A visible human-escalation path for high-stakes or emotionally sensitive moments.

*Outcome-oriented product surface (goals, milestones, progress) rather than a bare chat window.




PRODUGT VISION & STRATEGY

VISION STATEMENT

Every professional deserves a career coach in their corner — one that knows their story, tells them the truth, and helps
them take the next right step.

STRATEGIC PILLARS

1.Personalized, persistent guidance — the coach remembers and builds on prior context instead of resetting every session.
2.Trust through transparency — the product is explicit about Al limitations and offers human escalation for high-stakes
decisions.

3.0utcome accountability — success is measured by user progress on stated goals, not engagement metrics alone.
4.Sustainable, defensible data advantage — aggregated (anonymized) outcome data over time improves the quality of

guidance and market benchmarking.

STRATEGIC GHOIGES (WHAT WE WILL NOT DO)

1.Personalized, persistent guidance — the coach remembers and builds on prior context instead of resetting every session.
2.Trust through transparency — the product is explicit about Al limitations and offers human escalation for high-stakes
decisions.

3.0utcome accountability — success is measured by user progress on stated goals, not engagement metrics alone.
4.Sustainable, defensible data advantage — aggregated (anonymized) outcome data over time improves the quality of

guidance and market benchmarking.



PRODUGT VISION & STRATEGY

THREE-HORIZON STRATEGY (MGKINSEY HORIZONS, ADAPTED)

Conversational coaching,
H1 — Core goal tracking, resume & 0-12 months H1 — Core
interview prep

Employer/HR

partnerships, team-level

H2 — Adjacent 12-24 months H2 — Adjacent

career development for
managers

Predictive career-path
modeling using
aggregated, anonymized
outcome data

H3 — Transformational 24+ months H3 — Transformational




Persi
ermstenjc memory / 3 40.5
user profile
Goal-setting & progress
tracking
Mock interview
simulator

Human coach escalation
Salary negotiation prep

Skills-gap benchmarking
vs market data

Employer/team
dashboard (B2B)

PRIORMIZATION FRAMEWORK

Persistent memory, goal-tracking, and resume feedback
were sequenced into the MVP given high RICE scores
and direct alignment with the top two strategic pillars
(personalization, outcome accountability). Human
escalation was pulled forward ahead of its raw score
because trust-and-safety research (Section 3) flagged it
as a ftrust-unlocking feature rather than a purely
incremental one — an example of using qualitative
judgment to override a purely quantitative score.



Light system architecture

At a conceptual level, the system separates conversational reasoning from factual/structured data to reduce hallucination
risk on high-stakes claims (e.g., salary benchmarks):

Client (web/mobile) — chat Ul, goal dashboard, structured tool surfaces (resume upload, mock interview).

*Coaching orchestration layer — manages conversation state, retrieves user memory/profile, and routes between free-form
LLM reasoning and structured tools.

L LM reasoning service — handles open-ended coaching conversation, grounded with retrieved user context.

*Structured data services — skills taxonomy, market/salary benchmark data, resume parsing — queried rather than
generated, to keep factual claims verifiable.

*User memory store — durable, user-controlled profile of goals, history, and preferences, with explicit user visibility and
deletion controls.

*Escalation service — routes flagged conversations to a human coach queue with consented context handoff.

*Trust & safety layer — monitors for high-stakes topics, crisis signals, and policy-sensitive advice (e.g., legal, medical) to
trigger disclaimers or escalation.




Core user flow — First-time goal setting

1.User signs up and completes a short intake (current role, industry, career stage, top-of-mind concern).

2.Al coach synthesizes intake into a suggested primary goal (e.g., "Transition from Marketing to Product Management within
6 months") for user confirmation or edit.

3.Coach proposes a milestone plan (skills to build, artifacts to create, timeline checkpoints).

4.User enters the main coaching loop: conversational check-ins, task completion, and periodic re-planning.

5.At decision points flagged as high-stakes (e.g., resignation, offer negotiation), the coach surfaces a human-escalation
option before advising further.




WIREFRAMES
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A Vantage

Al-Guided Coaching to Reach
Your Goals

| Already Have an Account

WELCOME EX SIGN UP & INTAKE

Already a member?

Full Name

Password

Preferred Sign-In Method

Email G Google

What's Your Primary Goal?

Desired Timeline

Motivation Level

Preferred Coaching Tone

Gentle

Tough Love

Check-In Frequency

Daily

Already have an account?

Sign In & Continue Coaching




WIREFRAMES

N GOAL & MILESTONE PLAN

Vantage

Vantage

SUB-STEPS

Wake up at 6:15am consist

© Your Synthesized Goal .

J>*Mminute ’7'(‘«,"‘..1‘. n ’20:41'

Build a consistent morning routine that Glass of water + stretch sequence
ses daily energy and productivity within 8
5, establishing habits that compound over

S-min focused task (no

SUCCESS CRITERIA

Complete full anchor routin

RECOMMENDED HABIT
INTENDED OUTCOME

Daily Check-In You'll feel me am, reduce
decision fatig 1 productive
hours each morning before work demands
start

WHY THIS APPROACH

Based on your intake responses about
inconsistent sleep and afternoon energy
crashes, a phased habit-stacking approach
gives the highest success rate for your Week 7-8
profile.

Sustain & Optimize

Milestone Checklist

Define service offering & pricing

Build portfolio website Your Roadmap 4 Milestones

- = Refine Plan
Write case studies (2/3

e domain & hosting

° Sleep Foundation Reset

Simpler Version More Ambitious

Outreach to 10 warm contacts

SUB-STEPS
{= Today's Focus

Set consistent bedtime alarm at 10:30pm

Cimioh Asoo ot ire far




WIREFRAMES

I CHECK-IN CHAT HUMAN CORCH SUPPORT

= Vantage Vantage () Messaging

ACTIVE GOAL .
Connect with a Coach ~ Scheduled session

Launch freelance design portfolio

Hey! Last time we talked, you
were working on the Meridian case
study outline. How’s that going?

| started it but got stuck on how to
structure the results section. Not
sure what metrics to highlight.

That's a common sticking point. Let's
break it down — what was the main
outcome the client cared about
most?

They really wanted more qualified
leads from the new site. Traffic
went up 40% and leads doubled.

Those are great numbers! Lead with
the lead growth — that's the story.
Here's a simpler next step:

i= SUGGESTED NEXT STEP

Write 3 bullet points: the problem, what
you did, and the lead growth result.
Keep it under 50 words total.

Why are you reaching out?
) Feeling stuck () Accountability
Strategic feedback

(O) Emotional support

Describe your situation

Urgency

) Low (O Medium () High
Preferred support format

Messaging

Scheduled session

Asynchronous review

@ntext shared with coach

Launch freelance brand
Build portfolio site
62% complete

Last 5 conversations

) Your privacy matters

e and you




North Star Metric

Weekly Active Goal Progress — the number of users who complete a meaningful milestone toward their stated career goal

In a given week.
This was chosen over raw engagement (sessions, messages sent) because the strategic pillar of "outcome accountability"

(Section 5) requires a metric that can't be inflated by low-value chatter, and it directly reflects the core value proposition:
helping users make real progress, not just talk.

Guardrail metrics

*Escalation SLA: human-coach response time after escalation request stays under 4 business hours.
*Advice-accuracy complaint rate stays below a defined threshold, monitored via user-reported feedback flags.
*Session length is tracked but explicitty NOT used as a success signal, to avoid incentivizing artificially prolonged

conversations.




Supporting metrics

% of signups who set a

% of signups who set a

Activation rate goal within first >60% Activation rate goal within first >60%
session session
% of users marking % of users marking

Goal completion rate meaningful progress >40% Goal completion rate meaningful progress >40%
within 60 days within 60 days

: % of [ : % [

D30 retention ° 0 ac':tlv'ated HSErs >35% D30 retention i @ ac':tlv'ated HSErs > 35%
returning in week 5 returning in week 5
% of active free users Free-to-paid % of active free users

Free-to-paid conversion | converting within 90 |[>15% 'p converting within90 |>215%
o conversion o
% of users who report % of users who report

Escalation trust proxy |increased confidence |=70% Escalation trust proxy |increased confidence |=70%
in advice (survey) in advice (survey)
Post-interaction Post-interaction

Resume tool CSAT >4.3/5 Resume tool CSAT >4.3/5

satisfaction score

satisfaction score




EXPERIMENTATION PLAN (A/B TESTS)

EXPERIMENT 1 - GORL-SETTING FLOW FRAMING

Hypothesis: Framing the first-session flow as an Al-suggested goal (with edit option) increases activation vs. an open-
ended "what's your goal?" prompt.

Variants: A: Al proposes a goal based on intake for confirmation. B: Fully open-ended free-text goal entry.

Primary metric: Activation rate (goal set within first session).

Guardrail: Goal-edit rate should not be so high (>80%) that the suggestion is perceived as noise.

Sample size / duration: Powered for a 5-point activation lift at 95% confidence; estimated 2-3 weeks at projected signup
volume.

EXPERIMENT 2 — HUMAN-ESGRALATION VISIBILITY

Hypothesis: An always-visible escalation affordance increases trust-related satisfaction without materially increasing
support cost.

Variants: A: Persistent footer button. B: Escalation available only via a help menu.

Primary metric: Post-session trust survey score.

Guardrail: Escalation request volume per active user stays within support-team capacity.



EXPERIMENTATION PLAN (A/B TESTS)

EXPERIMENT 3 — PAYWALL PLAGEMENT

Hypothesis: Introducing the paywall after the first completed milestone (value-first) converts better than a paywall at signup.

Variants: A: Paywall after first milestone completion. B: Paywall immediately after intake, with a 3-day trial.
Primary metric: Free-to-paid conversion at day 30.

Guardrail: Overall signup-to-activation rate should not degrade in either variant.

EXPERIMENT 4 — RESUME FEEDBACK DEPTH

Hypothesis: A structured, section-by-section resume critique outperforms a single free-text summary on perceived
usefulness.

Variants: A: Structured critique with per-section scoring. B: Single conversational summary critique.
Primary metric.: Resume tool CSAT and downstream goal-progress rate.



DEGISION LOG

Discovery phase

Pursue individual-subscriber model first, not
B2B/employer-funded

Faster iteration loop; avoids long
enterprise sales cycles delaying learning

B2B-first (outplacement
partnerships)

Research phase

Prioritize persistent memory as a PO, ahead of

richer tools like mock interviews

Top-cited frustration with existing tools;
core to the personalization strategic pillar

Ship a broader but stateless toolset
first

Design phase

Make human-escalation always visible rather
than contextual-only

Visibility itself builds trust, independent of
usage rate

Only surface escalation when high-
stakes topics are detected

Design phase

Dashboard + chat hybrid instead of chat-only
interface

Reduces context-reconstruction burden
for returning users

Pure conversational interface
(lower build cost)

PRD phase

Defer video-based mock interviews to post-
MVP

Effort/impact tradeoff; text-based flow
captures most value at lower cost

Full video simulation in MVP

Metrics phase

Choose goal-progress over session count as
North Star

Avoids rewarding engagement that doesn't
reflect real user value

Weekly active users; total messages
sent




TRADE-OFFS

Personalization depth vs. time-to-value

A richer intake process would improve personalization but increases signup friction. The MVP intentionally uses a short
iIntake (under 2 minutes) and lets the coach refine understanding conversationally over time, trading some early precision for
higher activation.

2 Structured tools vs. open-ended conversation

Structured tools (resume feedback, milestone tracking) are easier to trust and measure but slower to build and less flexible
than pure conversation. The MVP balances this by grounding open conversation in structured data (Section 7.3) rather than
building every capability as a rigid tool.

Human escalation cost vs. trust benefit

Every escalation has a real marginal cost (human coach time). The team accepted this cost deliberately because research
showed the option itself, not just its usage, was central to user trust — a case where a feature's value is largely non-usage-
based and harder to justify on a pure cost-per-use basis.

Speed to market vs. scope

Deferring employer dashboards and predictive modeling (Section 15) slows expansion into higher-value B2B revenue, but
allows the team to validate core coaching value with individual users before committing to a more complex, longer-cycle
enterprise motion.




Users don't trust Al-generated
career advice enough to act on it

Low willingness to pay once free
tier meets most needs

Competing horizontal Al assistants
add career-specific features

Regulatory scrutiny of Al-driven
employment-adjacent advice

RISKS & RESPONSIBLE Al

Medium

Medium

Medium

Medium

Visible human escalation; transparent sourcing of factual
claims (Section 7.3)

Value-first paywall placement (Experiment 3); outcome-
linked pricing framing

Defensibility via persistent memory, structured data, and
outcome accountability

Legal review of advice boundaries; clear disclaimers; human-
in-the-loop for high-stakes topics




Phase O — Validation

Phase 1 — MVP Launch

Phase 2 — Depth

Phase 3 — Adjacent (H2)

Phase 4 — Transformational (H3)

Pre-launch

Months 1-4

Months 5-8

Months 9-16

Months 17+

Concierge MVP, research

Core coaching loop

Deepen engagement & monetization

B2B expansion

Predictive guidance

PRODUGT RORDMAP

Manual coaching pilot, persona validation, RICE prioritization

Persistent memory, goal tracking, resume tool, human
escalation

Mock interview flow, negotiation prep, paywall
experimentation

Manager/team dashboards, employer partnerships,
outplacement channel

Aggregated, anonymized outcome modeling for market-
informed path suggestions




REFLEGTION & FUTURE IMPROVEMENTS

What worked well In this process

*Running a manual concierge MVP before building product surfaced the memory/context pain point early, which became the
single highest-leverage MVP feature.

[_etting qualitative trust signals (visible human escalation) override a lower RICE score prevented over-indexing on a purely
quantitative framework.

*Separating structured factual data from open-ended LLM reasoning early in architecture reduced downstream Responsible-
Al risk rather than retrofitting it.

What would be done differently

*Research sampling should be broadened earlier to include non-English-speaking and lower-digital-literacy segments, rather
than treating it as a stated limitation to fix later.

*Market sizing (Section 4.1) relied on directional estimates; a next iteration should commission or source verified third-party
market data before it's used in any external-facing materials.

*Escalation cost modeling (Section 13.3) was qualitative; a follow-up should build an actual unit-economics model for
human-coach capacity before scaling escalation-visible design broadly.




REFLEGTION & FUTURE IMPROVEMENTS

Open questions for future iterations

Does goal-progress self-reporting need independent verification (e.g., resume-update detection, interview-outcome
tracking) to remain a trustworthy North Star over time”?

At what usage scale does aggregated outcome data become statistically credible enough to support the H3 predictive
career-path ambition, and what anonymization threshold is required?

How should pricing evolve if enterprise/B2B channels (Phase 3) create a lower-cost acquisition path than direct-to-
consumer — does the individual subscription price need to change?
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