Initial Due Diligence

This report offers a preliminary review of a company, serving as an initial step in due diligence. It
explores various aspects of the organization from the perspective of its employees, including its
culture, offerings, structural and procedural framework, safety measures and risk management,
workforce, regulatory adherence, and adaptability to change. Please note, you can ask Annie
additional follow-up questions about the content of this report.

Company A

exhibits a complex landscape with notable strengths in employee development opportunities,
supportive management in certain areas, and a commitment to technology and professional growth. However,
these positives are counterbalanced by significant challenges, including chronic understaffing, high turnover,
inconsistent training quality, and concerns over workplace safety and leadership effectiveness. The company's
efforts in employee benefits and flexibility indicate a foundation for a positive work environment, yet issues
such as outdated technology, inefficient processes, and a lack of uniformity in management practices
highlight critical areas for improvement. Addressing these challenges, particularly in leadership, staffing, and
operational efficiency, is crucial for enhancing employee satisfaction, operational effectiveness, and overall
company performance.
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Describe the company’s culture.

o Key Findings

Strong emphasis on teamwork, collaboration, and a family-oriented atmosphere contributes
positively to employee morale and productivity.

Opportunities for growth and development, along with leadership support, enhance employee
satisfaction and loyalty.

Focus on well-being and work-life balance can reduce burnout and increase job satisfaction.

Resistance to change and old ways of thinking, especially during mergers, can hinder innovation and
adaptability.

Inconsistencies in culture across teams and the stress of high-paced environments might lead to
pockets of lower morale and engagement.

O Action recommendations

Implement strategies to address resistance to change and promote a culture of innovation and
adaptability.

Develop programs to ensure consistency in company culture across all teams and departments.



Introduce stress management and mental health support initiatives to combat the effects of a high-
paced work environment.

Enhance communication and feedback mechanisms to better address issues raised by employees
regarding work culture and management.

Monitor and support the integration process post-merger to minimize disruption and maintain morale.

Assessment of Company A Culture

Core Positive Aspects:

1.

Strong Emphasis on Teamwork and Collaboration: Employees frequently mention a culture of
teamwork, with a big focus on working together and supporting each other. This fosters a sense of
belonging and can significantly boost morale and productivity by making employees feel they are part of
a cohesive unit.

. Family-Oriented and Inclusive Environment: Many comments highlight a family-oriented atmosphere

and an inclusive culture that values diversity and inclusion. This aspect likely contributes to a positive
work environment where employees feel valued and respected, enhancing their engagement and
motivation.

. Opportunities for Grow nd Development: The emphasis on growth opportunities within the

company suggests thatcm=» values employee development. This can lead to higher levels of employee
satisfaction and loyalty as individuals see a clear path for advancement and feel the company is invested
in their future.

. Leadership and Management Support: Positive remarks about great leadership and management

support indicate that employees feel backed by their superiors. Effective leadership is crucial for
motivating employees, guiding them through changes, and maintaining a positive work culture.

. Focus on Well-Being and Work-Life Balance: References to a ble, collaborative culture that

promotes well-being and a relaxed environment suggest that =4 prioritizes employee health and work-
life balance. This approach can reduce burnout and increase overall job satisfaction.

Core Negative Aspects:

1.

Resistance to Change and Old Ways of Thinking: Some employees express concerns about the
company being stuck in the past or struggling with culture change, especially during mergers. This
resistance can hinder innovation and adaptability, potentially leading to frustration among forward-
thinking employees.

. Stressful Work Environment: Despite many positive comments, there are mentions of stress,

overwhelming periods, and high demands. A consistently stressful environment can lead to burnout,
decreased productivity, and lower job satisfaction.

. Inconsistencies in Culture Across Teams: While many employees praise the culture, there are reports of

bad culture within specific teams and a general sense of culture being lost or diluted. This inconsistency
can create disparities in employee experiences and affect overall morale.

. Poor Company Culture Perception by Some: A few comments indicate a perception of a poor company

culture, with mentions of being overworked and issues not being addressed by upper management. Such
perceptions, even if not widespread, can tarnish the company's image and affect employee engagement.

. Challenges with Merger Integration: The merger has introduced growing pains and a huge-company

culture that some find challenging. Mergers can be disruptive and may temporarily lower morale as
employees adjust to new norms and structures.

Impact on Morale and Workforce Engagement:

The predominantly positive aspects of company A culture, such as its emphasis on teamwork, family-oriented
environment, and opportunities for growth, likely contribute to high morale among employees. These factors,



along with supportive leadership, create a work environment where employees feel valued, respected, and
motivated.

However, the negative aspects, particularly the stress and resistance to change, could dampen this positive
effect. The stress of a high-paced environment and the challenges posed by the merger and culture
inconsistencies might lead to pockets of lower morale and engagement.

Overall Level of Engagement and Motivation:

Given the breadth o sitive feedback, it's reasonable to infer that the overall level of engagement and
motivation among v~ employees is high. The company's focus on culture, teamwork, and employee well-
being appears to foster a strong sense of community and purpose. However, addressing the negative aspects
identified could further enhance employee engagement and ensure a uniformly positive culture across all
teams and departments.

What are the company's core values, and are those values consistently upheld?

o Key Findings

There is a discrepancy in how Company A core values are experienced across the organization, with
significant positive feedback counterbalanced by notable criticisms.

Some employees feel the company has lost sight of its purpose-driven mission in pursuit of sales,
indicating a potential misalignment in certain areas.

Reports of a toxic and non-inclusive environment by some suggest inconsistencies in the application
of inclusivity and diversity values.

Contradictory perceptions exist regarding employee and client care, with some employees feeling
undervalued and highlighting issues with training and support.

Criticisms include a lack of innovation outside headquarters and challenges in effectively managing
change, particularly in communicating and implementing new strategies.

© Action recommendations

Conduct a comprehensive review of employee feedback to identify specific areas where the
company's core values are not being upheld consistently.

Implement targeted training programs focused on inclusivity, diversity, and effective change
management to address identified gaps.

Establish a task force to monitor the implementation of core values across different departments and
locations, ensuring consistency.

Enhance internal communication strategies to better manage expectations and clarify changes,
particularly for roles with high rates of change like call center agents.

Regularly update and communicate the company's progress in aligning its operations with its core
values to all employees, fostering transparency and accountability.

Company A Core Values

e Purpose-Driven: ™=+ emphasizes being driven by a clear purpose, focusing on serving the community
and empowering its staff.



» Inclusivity and Diversity: The company prides itself on being inclusive and progressive, valuing diversity
among its employees and clients.

- Employee and Client Care: There is a strong theme of caring for both employees and clients, aiming to
guide clients in the right direction while valuing employee well-being.

« Innovation and Adaptability: Despite some criticisms, ©™=v4 aims to be innovative and adaptable,
striving to live up to its purpose and values in a changing industry.

« Community Engagement: ©=v js committed to community engagement, with a focus on teamwork and
supporting management teams in community-oriented goals.
Evaluation of Upholding Core Values
e Purpose-Driven and Community Engagement

o Positive: Employees highlight the company's commitment to its purpose and community
engagement, with specific mentions of collaborative efforts to help clients and communities.

o Negative: Some employees feel the company has lost sight of its purpose-driven mission in the
pursuit of sales and numbers, indicating a potential misalignment in certain areas.

Inclusivity and Diversity

o Positive: Numerous employees appreciate the inclusive and progressive environment, noting
efforts towards equity initiatives and diversity.

o Negative: There are reports of a toxic and non-inclusive environment by some, suggesting
inconsistencies in the application of these values across the organization.

Employee and Client Care

o Positive: Many testimonials praise the company for caring about its employees and clients,
mentioning good benefits, pay, and a focus on well-being.

o Negative: Contradictory perceptions exist, with some employees feeling undervalued and
expressing concerns over the company's genuine care for its people, highlighting issues with
training and support.

Innovation and Adaptability

o Positive: There are acknowledgments of the company's efforts to innovate and adapt, especially in
terms of technology and training.

o Negative: Criticisms include a lack of innovation outside headquarters and overwhelming changes
that confuse employees, suggesting challenges in effectively managing change.

» Specific Examples

o Positive: The company's efforts in diversity and inclusion are exemplified by strong D&l values and
initiatives aimed at creating a positive work environment.

o Negative: The experience of call center agents feeling overwhelmed by the rate of change and
confusion over expectations illustrates a gap in effectively communicating and implementing new
strategies.

Conclusion

Company A core values of being purpose-driven, inclusive, caring, innovative, and community-engaged are well-
articulated and recognized by many employees. However, the extent to which these values are consistently
upheld across the organization varies, with significant positive feedback counterbalanced by notable criticisms.
The discrepancies in employee experiences suggest that while a4 gspires to embody its core values in all
aspects of its operations, there are areas, particularly in inclusivity, employee support, and managing change,



where improvements are necessary to ensure these values are universally experienced and not just stated
aspirations.

To what extent are employees optimistic about the company's future prospects?

o Key Findings

Employees are generally optimistic about company A future due to a positive work culture, growth
opportunities, and supportive management.

Investment in employees and internal mobility are highlighted as key factors contributing to
optimism.

Innovation and efforts to adapt, especially post-merger, are seen positively by some employees.
Concerns exist about job security, particularly related to merger layoffs and potential recessions.

Staffing issues and high workloads contribute to pessimism and concerns about operational
efficiency.

© Action recommendations

Address concerns about job security and clarify the company's long-term direction to bolster
optimism.

Implement strategies to manage staffing issues and reduce high workloads to improve operational
efficiency.

Continue to foster a positive work culture and provide growth opportunities to maintain employee
optimism.

Enhance communication about the company's vision and how it plans to achieve it to alleviate
concerns about attainability.

Monitor and support employees' mental health and well-being, especially those affected by the
pessimistic aspects.

Employee Feelings About Company A Future
Optimism:

» Positive Culture and Growth Opportunities: Employees frequently mention a positi k culture and
numerous opportunities for growth and advancement as reasons for optimism about Company A future.

+ Investment in Employees: The company’s investment in its employees, through benefits and
opportunities for internal mobility, contributes to a sense of optimism.

» Supportive Management and Team Environment: Many employees appreciate the supportive
management and the great team environment, which they believe could lead to a bright future for the
company.

« Innovation and Adaptation: Some employees are optimistic due to the company’'s efforts to innovate
and adapt, especially post-merger, suggesting a forward-looking approach.

Pessimism:



o Concerns Over Job Security: Despite overall optimism, there are concerns about job security,
particularly related to merger layoffs and potential recessions, which dampen some employees' outlook.

» Staffing Issues and Workload: Complaints about being short-staffed and the resultant high workload
contribute to pessimism, as employees feel overwhelmed and uncertain about the company’s operational
efficiency.

* Unclear Company Direction: A few employees express concerns about the company still figuring out its
identity and direction, which leads to uncertainty about the future.
Vision for Company A Fyture:

» Perceived Vision: There seems to be a general sense thatcm=w+ aims to foster a positive work culture,
invest in employee growth, and adapt to the changing financial landscape, which many employees view
positively.

o Attainability Concerns: While there is optimism about the company's direction, concerns about job
security, staffing, and the clarity of the company’s long-term goals may affect some employees' belief in
the attainability of this vision.

Conclusion:

o The majority of employee feedback reflects optimism about company A future, driven by a positive work
culture, growth opportunities, and supportive management. However, concerns about job security,
staffing issues, and the clarity of the company's long-term direction introduce a note of caution. While
there is a perceived vision of fostering a positive and innovative work environment, ensuring this vision
feels attainable to all employees may require addressing these concerns more directly.

Evaluate the company’s mission and vision.

0 Key Findings

The presence of a shared mission centered around core values positively impacts employee morale
and engagement.

The recent merger has created confusion and inconsistency regarding the company's direction,
potentially diluting the shared mission.

There are areas within the company where the mission seems less evident, particularly where a focus
on sales and numbers overshadows the core values.

The shared mission contributes to a supportive work environment, enhancing teamwork and
collaboration.

Challenges in maintaining a cohesive culture and mission across all departments and levels of the
organization have been noted.

O Action recommendations

Address the challenges brought by the merger to ensure a unified sense of direction and maintain the
shared mission.

Reinforce the company's core values and mission in departments where they seem less evident,
particularly where sales and numbers are prioritized.



Implement strategies to integrate the mission fully across all areas of the organization, ensuring it
remains at the forefront of strategic decisions.

Develop clear communication strategies to alleviate confusion and inconsistency regarding the
company's direction post-merger.

Monitor and assess the impact of the shared mission on employee engagement and morale regularly,
making adjustments as necessary.

Evaluation of Company A Mission and Vision

Shared Mission within company A

Presence of a d Mission: The employee perceptions indicate a strong presence of a shared
mission within comranyA centered around core values such as caring, trustworthiness, happiness, and
teamwork. Employees frequently mention the company's purpose-driven culture, its commitment to
community and client well-being, and a focus on building better lives and communities.

Clarity of Mission: The mission appears to be clear to employees, as evidenced by repeated references to
the company's values, purpose, and mission driving the culture and decision-making processes. The
emphasis on purpose and values suggests that the mission is not only articulated but also integrated into
the organizational culture.

Impact of Shared Mission: A shared mission seems to contribute positively to employee morale and
engagement, with many employees expressing pride in the company's community involvement and
purpose-driven approach. This shared sense of purpose likely enhances teamwork and collaboration, as
noted by employees, and fosters a supportive work environment.

Challenges to Shared Mission: Despite the strong sense of mission, there are indications that the recent
merger and subsequent organizational changes have created some confusion and inconsistency
regarding the company's direction. This has led to growing pains, including issues with technology,
innovation, and a clear strategic direction, which could dilute the shared mission over time if not
addressed.

Lack of Shared Mission in Some Areas: While the overarching mission is clear, there are areas within the
company where the mission seems less evident or is overshadowed by other priorities. For example, some
employees note a focus on sales and numbers that feels at odds with the stated mission of caring for
clients and communities. Additionally, the impact of the merger has led to challenges in maintaining a
cohesive culture and mission across all departments and levels of the organization.

Conclusion:

company A @xhibits a clear and shared mission centered on core values and a purpose-driven approach to banking.
This shared mission positively impacts employee engagement, teamwork, and the company's reputation in the
community. However, the recent merger presents challenges in maintaining a unified sense of direction and
integrating the mission fully across all areas of the organization. Addressing these challenges and uring
that the mission remains at the forefront of all strategic decisions and changes will be crucial for v moving
forward.

Describe the employee experience of trust within the organization, both across peers and within
management hierarchy.

0 Key Findings



Significant variations in trust levels across the organization indicate inconsistency in the employee
experience.

High turnover and frequent management changes disrupt trust among peers.

A significant number of employees experience micromanagement and lack of transparency from
upper management.

Reports of unclear organizational support and perceived dishonesty raise concerns about the
company's integrity.

The merger and subsequent changes have introduced uncertainty, affecting trust between
employees and management.

© Action recommendations

Implement a comprehensive review of management practices to address issues of micromanagement
and lack of transparency.

Develop and enforce a clear policy on professional behavior to minimize hostility and unprofessional
behavior among coworkers.

Strengthen internal communication strategies to improve transparency and honesty in handling
employee and customer concerns.

Conduct regular trust-building workshops and team-building activities to enhance camaraderie and
trust among peers.

Establish a feedback mechanism for employees to express concerns about management and
organizational changes post-merger.

The employee experience of trust within cm™vA appears to be mixed, with significant variations across different
levels of the organization and among peers. The insights gathered from employee perceptions highlight both
strengths and areas for improvement in fostering a culture of trust.

Trust Among Peers:

» Positive Aspects:
o Many employees describe great coworker relationships, highlighting a supportive and collaborative
atmosphere among peers.

o Positive remarks about feeling valued and respected by teammates suggest a strong sense of
camaraderie at the peer level.

o Areas for Improvement:
o Instances of hostility and unprofessional behavior among coworkers, as reported by some
employees, indicate inconsistencies in the peer-level trust environment.

o The high turnover and frequent management changes have likely disrupted the continuity and
stability of trust among peers.

Trust Within Management Hierarchy:

» Positive Aspects:
o Several employees express appreciation for supportive leadership and management that is willing
to listen and provide growth opportunities, suggesting pockets of strong managerial trust.

o Positive feedback on direct management and middle management indicates that some levels of
leadership are successful in fostering trust.

e Areas for Improvement:



o A significant number of employees report experiences of micromanagement, lack of transparency,
and feeling undervalued by upper management, pointing to a trust deficit at higher levels of the
hierarchy.

o Criticisms of management being out of touch, showing favoritism, and failing to provide adequate
support or recognition further erode trust within the management structure.

o The merger and subsequent changes have introduced uncertainty and inconsistency, exacerbating
challenges in establishing trust between employees and management.

Company Honesty and Transparency:

» Positive Aspects:
o Some employees feel that the company tries to retain its staff and cares about their well-being,
indicating a level of perceived honesty in the company’s internal communications.

e Areas for Improvement:
o Reports of unclear organizational support, lack of procedural clarity, and perceived dishonesty in
handling customer and employee concerns raise questions about the company’'s transparency and
integrity.

o The sentiment that upper management is not transparent about decisions and that there is a
disconnect between the company's stated values and actual practices suggests room for
improvement in external and internal honesty.

Overall Employee Valuation:

+ Positive Aspects:
o Employees appreciate the supportive team environment, fair compensation, and benefits,
indicating that they feel valued in certain aspects.

o Areas for Improvement:
o Negative experiences related to lack of empathy, inadequate work-life balance, and high stress
levels suggest that not all employees feel genuinely valued by the company.

o The perception of being replaceable and the focus on meeting numerical targets over employee
well-being detract from the sense of being valued.

In summary, while there are areas where 24 succeeds in building trust among peers and with some levels of
management, there are significant challenges in ensuring consistent trust throughout the organization.
Improving transparency, management practices, and alig t between stated values and actions could
enhance the overall employee experience of trust within company A
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Evaluate the quality of this company's products and/or services.

o Key Findings

company A shows a commitment to customer needs and continuous improvement but struggles with
competitive product offerings and outdated technology.

Outsourcing customer service has led to frustration due to language barriers and problem resolution
issues.

The company's focus on sales targets over customer service quality could negatively impact long-
term customer relationships.

There is an opportunity forcm=v4 to enhance its market competitiveness by investing in technology
upgrades and reevaluating product offerings.

Continuous feedback from customers and employees is valued, indicating a potential for addressing
weaknesses and building on strengths.

© Action recommendations

Invest in modernizing technology systems to improve efficiency and the customer experience.

Reevaluate and possibly redesign product offerings and pricing strategies to become more
competitive.

Enhance training for outsourced customer service teams to ensure better communication and
problem resolution.

Adjust sales strategies to balance targets with a focus on genuine customer needs and service
quality.

Implement a structured process for continuously gathering and acting on feedback to drive
improvements in products and services.

Based on the employee perceptions provided, the evaluation of the quality of company A products and/or services
can be summarized as follows:

Strengths:

company A js committed to not pushing products that clients don't need, indicating a focus on suitability and

customer needs.

The company has made progress in improving workflows and time to resolution since the merger,
suggesting improvements in service delivery.

There is a mention of the company having the best products for clients and teammates, indicating some
level of product competitiveness and internal satisfaction.

company A tgkes the results of surveys seriously, which could imply a commitment to continuous improvement

in product and service quality based on feedback.

Weaknesses:



Products are not competitive with other institutions, indicating potential gaps in product offerings or
pricing.

The company is described as having old technology and procedures, which could negatively impact the

efficiency and appeal of its services.

Customer service has been outsourced, with reports of frustration due to language barriers and problem
resolution, potentially affecting service quality.

There are significant mentions of the company being sales-driven, with a focus on numbers over
customer service, suggesting that sales targets might sometimes overshadow the quality of advice or
service provided.

Complaints about the company's technology being older compared to like companies, which could hinder
the user experience and efficiency of service delivery.

Opportunities for Improvement:

Investing in technology upgrades to modernize systems and improve the customer and employee
experience.

Reevaluating product offerings and pricing strategies to enhance competitiveness in the market.

Enhancing training and resources for outsourced customer service teams to improve problem resolution
and customer satisfaction.

Balancing sales targets with a genuine focus on customer needs and service quality to build long-term
customer relationships.

Continuously gathering and acting on customer and employee feedback to identify and address areas for
improvement in products and services.

Evaluate the company's client or customer relationships.

o Key Findings

The merger has led to significant client frustration, financial losses for some, and a migration of
assets to other firms.

Outsourcing customer service has resulted in communication barriers and ineffective problem-
solving, exacerbating client dissatisfaction.

Clients experience long wait times in branches and on calls, contributing to negative perceptions of
the company.

There is a prevailing perception that the company prioritizes sales over genuine customer service,
leading to alienation of clients.

Inconsistent customer service and technology issues have negatively impacted the quality of
customer interactions.

O Action recommendations

Review and potentially revise the merger strategy to address and mitigate client frustrations and
financial losses.



Reevaluate the decision to outsource customer service, considering the impact on client satisfaction
and communication effectiveness.

Implement strategies to reduce wait times in branches and on calls to improve client experiences.

Align sales goals with genuine customer care to shift the perception that sales are prioritized over
service.

Invest in technology improvements and ensure consistency in customer service to enhance overall
client satisfaction.

Evaluation of company A Client and/or Customer Relationships

Major Problems with Clients or Customers:

High Expectations and Disrespect: Clients have high expectations due to the financial industry's
standards, leading to disrespectful and rude behaviors when not met.

Impact of Merger: The merger has led to frustration among clients, with some experiencing financial
losses and others moving assets and relationships to other firms due to extreme issues.

Customer Service Outsourcing: Outsourcing customer service to India has led to frustration among
clients due to communication barriers and inability to solve problems effectively.

Long Wait Times: Clients experience long wait times, both in branches and on calls, leading to
dissatisfaction and negative surveys.

Sales Over Service: There's a perception that the company prioritizes sales over genuine customer
service, alienating clients and leading to negative experiences.

Positive Aspects of Client and/or Customer Relationships:

Client Appreciation: Employees feel good about helping clients and meeting their needs, indicating a
level of satisfaction among some clients.

Brand Recognition and Growth: Positive brand recognition and the company's growth suggest that
despite issues, there are successful client relationships and opportunities for positive interactions.

Community and Employee Care: The company's commitment to community and employee well-being
suggests an underlying value system that could positively impact client relationships if properly aligned
with customer service practices.

Networking and Professional Relationships: Opportunities for networking and building professional
relationships indicate that there are platforms for positive client interactions and service.

Evaluation of Customer Service Processes:

Strengths:

Employee Engagement: Positive relationships among coworkers and management's support in career
goals suggest a potentially supportive environment for delivering good customer service.

Community and Client Care: Efforts to care for the community and some clients show that there is a
foundation for excellent customer service, focusing on genuine guidance and support.

Flexibility and Benefits: The company offers flexibility and benefits, including opportunities for
bonuses, which can contribute to employee satisfaction and, indirectly, to better customer service.

Weaknesses:

» Inconsistent Customer Service: Outsourcing and the impact of the merger have led to inconsistent

customer service experiences, with significant communication issues and dissatisfaction.

» Technology and System Issues: Technology improvements are needed as system outages and

operational changes create problems for clients and employees, affecting the quality of customer



service.

» High Sales Pressure: The intense focus on sales and high sales goals can detract from the quality of
customer service, leading to client dissatisfaction and the perception that the company cares more about
sales than customer well-being.

» Survey Pressure: The emphasis on surveys and the impact of negative surveys on employee evaluations
can lead to a focus on superficial customer service metrics over genuine service quality.

Conclusion:

company A client and customer relationships exhibit a mix of positive aspects and significant challenges. While
there are instances of client satisfaction and appreciation, major problems stem from the me s impact,
prioritization of sales over service, and issues with customer service processes. To improve, @A should
address these challenges by enhancing technology, aligning sales goals with genuine customer care, and
ensuring consistency and effectiveness in customer service delivery.

Evaluate the company's target market(s).

o Key Findings

The emphasis on sales and setting high sales goals could indicate a potential overemphasis on sales
at the expense of customer service or employee well-being.

The recent merger suggests an ongoing strategy to expand market reach and visibility but also
implies the need for a coherent post-merger integration strategy to realize potential synergies.

Lack of direct evidence of systematic market research or a coherent marketing strategy based on
employee feedback.

Feedback suggests missed opportunities due to a heavy focus on sales, indicating room for
improvement in customer service and innovation.

Investing in digital marketing and technological innovation is identified as key to improving reach and
visibility, especially among younger demographics or in competitive markets.

© Action recommendations

Develop or refine a marketing strategy that balances sales goals with customer service excellence
and innovation.

Incorporate employee feedback into strategic planning to uncover insights into market needs and
operational improvements.

Explore strategies to ensure that sales goals do not compromise customer service, enhancing
customer satisfaction and loyalty.

Leverage the recent merger to reassess and potentially expand target markets, exploring synergies
between the merging entities.

Invest in digital marketing and technological innovation, including leveraging social media, SEO, and
personalized marketing strategies.

Based on the employee perceptions provided, here is an evaluation of company A target market(s), market reach,
visibility, and related strategic considerations:



Market Reach and Visibility

mpetitive Pay and Benefits: The consistent mention of competitive pay and benefits suggests comram s
a strong position in its current markets, likely attracting quality talent which can enhance service
delivery and customer satisfaction.

Sales-Driven Culture: The emphasis on sales and setting high sales goals indicates a proactive
approach to market penetration and customer acquisition. However, this could also suggest a potential
overemphasis on sales at the expense of customer service or employee well-being.

Merger and Growth Opportunities: The recent merger mentioned by employees suggests an ongoing
strategy to expand market reach and visibility. Mergers can provide opportunities to enter new markets,
combine resources for more effective marketing strategies, and increase overall market share.

Market Research and Strategy: While not explicitly mentioned, the focus on competitive pay, benefits,
and the strategic merger imply an underlying awareness of market conditions and competitor actions.
However, there is no direct evidence of systematic market research or a coherent marketing strategy
from the employee feedback.

Missed Opportunities and Expansion: Some employees hint at missed opportunities due to a heavy
focus on sales and possibly not enough on customer service or innovation. The feedback suggests room
for improvement in exploring new markets or enhancing visibility in existing ones, especially in terms of
diversifying service offerings and improving customer engagement strategies.

Strategic Considerations

Enhance Marketing Strategy: ©* may benefit from developing or refining a marketing strategy that
balances sales goals with customer service excellence and innovation. This could involve more
systematic market research to identify unmet needs and potential new markets.

Employee Engagement in Strategy: Incorporating employee feedback into strategic planning could
uncover insights into market needs and operational improvements. Engaged employees are more likely to
contribute to a positive company image, enhancing market visibility.

Focus on Customer Service: Given the feedback on the sales-driven culture, ©m2v* might explore
strategies to ensure that sales goals do not compromise customer service. Satisfied customers can be a
significant source of market visibility through word-of-mouth and loyalty.

Leverage Merger for Market Expa n: The recent merger presents an opportunity to reassess and
potentially expand target markets. v~ could explore synergies between the merging entities to
enhance product offerings and enter new markets or segments.

Invest in Digital Marketing and Innovation: To improve reach and visibility, especially among younger
demographics or in competitive markets, investing in digital marketing and technological innovation
could be key. This includes leveraging social media, SEO, and personalized marketing strategies.

In conclusion, while ™A gppears to have a strong position in its current markets with competitive
compensation and a focus on growth through mergers, there is room for improvement in market research,

custo

service, and strategic marketing to enhance market reach and visibility. Addressing these areas could

help comanvA capitalize on missed opportunities and expand into new markets more effectively.

Evaluate the company'’s sales pipeline.

o Key Findings

The sales team is under significant pressure with unrealistic sales goals, potentially leading to
overstress and burnout.



High pressure and focus on sales above customer service may negatively impact long-term
effectiveness and morale.

External market conditions and a lack of deal flow suggest significant challenges to deepening and
broadening the sales pipeline.

Post-merger growing pains and challenges are affecting the smoothness and efficiency of sales
operations.

A discrepancy between the company'’s portrayal of roles and the reality suggests potential issues with
transparency and employee expectations.

O Action recommendations

Reevaluate and possibly adjust sales goals to more realistic targets considering current market
conditions.

Implement strategies to balance the focus between sales and customer service to ensure long-term
customer relationships.

Investigate and address the post-merger challenges to improve the efficiency of sales operations.

Enhance transparency during the recruitment process about the sales-heavy nature of roles to align
employee expectations.

Develop programs to support employee well-being and team cohesion to mitigate the negative
effects of a high-pressure sales environment.

Based on the employee perceptions provided, the evaluation of Company A sales pipeline can be summarized as
follows:

Effectiveness of the Sales Team:

» The sales team is under significant pressure to meet high sales goals, which are described as practically
impossible to meet given current market conditions. This suggests a highly motivated but potentially
overstressed team.

e There is a strong focus on sales across various roles within the company, indicating that the sales team is
broad and includes not just dedicated sales personnel but also other employees expected to contribute
to sales efforts.

o Sales tactics and goals are a central part of daily routines, including daily meetings to discuss sales goals
and strategies, which demonstrates a structured approach to sales operations.

« However, the high pressure and focus on sales above all else, including customer service, may negatively
impact the long-term effectiveness and morale of the sales team.

Depth and Breadth of the Sales Pipeline:

» The company invests in technology and encourages the use of all available tools to help each customer,
suggesting an attempt to deepen the sales pipeline by leveraging technology to enhance sales efforts.

» There is mention of a push towards not just selling but also building client relationships and referring
clients to internal teammates for services outside of the salesperson’s scope, indicating efforts to
broaden the sales pipeline through cross-selling and upselling.

» However, the sales pipeline seems to be affected by external market conditions, such as a lack of deal
flow, which suggests that while efforts are made to deepen and broaden the pipeline, external factors
pose significant challenges.

Effectiveness of Overall Sales Operations:



» The sales operations are described as highly sales-driven, with daily focus on sales goals and aggressive
sales tactics, including cold calling and pushing sales on customers.

« There is a significant emphasis on meeting sales quotas, with incentives and promotions tied to sales
performance, indicating a strong operational focus on sales achievements.

» The company is experiencing growing pains and challenges post-merger, which may be affecting the
smoothness and efficiency of sales operations.

« Employee feedback suggests a need for better management and organization within sales operations, as
well as a more balanced approach that does not sacrifice customer service for sales.

Specific Examples:

 Employees report being under constant pressure to meet sales goals, with daily sales meetings and even
cold call nights after work hours.

« There is a discrepancy between the company’s portrayal of the role (not sales-heavy) and the reality
once employees are onboarded (highly sales-focused).

» The sales culture is described as very aggressive, with a performance ranking system that pits employees
against each other, potentially undermining team cohesion.

In conclusion, while ¢4 gppears to have a structured and aggressive approach to sales with a broad and
technologically supported sales pipeline, the effectiveness of the sales operations is hampered by high
pressure on employees, unrealistic sales goals, and a potential overemphasis on sales at the expense of
customer service and employee well-being. These factors suggest that while the sales pipeline may be
extensive, its sustainability and long-term effectiveness could be at risk without adjustments to sales
strategies and operations.
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Evaluate the overall organizational structure at the company.

o Key Findings

company A offers competitive pay, good benefits, and flexible work arrangements, indicating a
commitment to employee well-being and work-life balance.

There are opportunities for growth within the company, suggesting investment in employee
development.

Frequent organizational changes and mergers have led to instability and confusion among
employees.

Management and leadership issues, including a lack of support and poor communication, have been
identified.

Understaffing and overwork are prevalent, leading to high stress and burnout rates.

O Action recommendations

Implement a more stable and consistent approach to organizational changes to reduce confusion and
instability.

Invest in leadership development programs to address management and leadership issues.

Conduct a workforce planning analysis to align staffing levels with business objectives and reduce
overwork.

Enhance communication channels between management and employees to improve support and
alignment on goals.

Monitor employee satisfaction and well-being regularly to identify and address emerging issues
promptly.

Company A grganizational structure, as gleaned from employee perceptions, presents a mixed bag of strengths and
weaknesses. These insights highlight areas of excellence and concern, providing a snapshot of the company's
operational dynamics.

Positive Aspects:

1. Great Benefits and Compensation: Employees a iate the competitive pay, good benefits, and
specific perks such as maternity leave, indicating ¢ * values its workforce's well-being and aims to
retain talent through financial incentives.

2. Flexible Work Arrangements: vailability of set schedules, flex time, and remote work options for
some positions demonstrates Company A commitment to work-life balance, adapting to modern workforce
demands.

3. Opportunities for Growth: Despite various challen there are numerous mentions of growth
opportunities within the company, suggesting that cm=v» invests in employee development and internal
career advancement.

Negative Aspects:



1. Frequent Organizational Changes: Constant reorganizations and mergers have led to a sense of
instability and confusion among employees, impacting morale and productivity. This indicates challenges
in strategic planning and execution post-merger.

2. Management and Leadership Issues: There is a recurring theme of dissatisfaction with management,
ranging from a lack of support and communication to a command-and-control style that does not align
with the reality of achieving set goals. This points to a need for leadership development and a more
cohesive management approach.

3. Understaffing and Overwork: Employees frequently mention being overworked and understaffed,
leading to high stress and burnout rates. This suggests operational inefficiencies and a potential
misalignment between workforce planning and business objectives.

Summary: A exhibits a promising commitment to employee benefits, work-life balance, and professional
growth. However, the frequent organizational changes, management challenges, and staffing issues highlight
critical areas for improvement. Addressing these concerns could enhance operational stability and employee
satisfaction, fostering a more productive and engaged workforce.

Assess the effectiveness of internal systems and processes.

o Key Findings
Outdated technology and systems are causing inefficiencies and reducing productivity.
Merger integration issues have led to system navigation difficulties and technical problems.

Processes are described as cumbersome and inefficient, with frequent, poorly communicated
changes.

Chronic understaffing and inadequate support negatively impact morale and customer service.

There's a critical need for investment in technology and process optimization to remain competitive.

© Action recommendations

Invest in modernizing the technology infrastructure to address system reliability and efficiency.

Streamline processes to eliminate inefficiencies and automate manual tasks, ensuring clear
communication of changes.

Resolve merger integration issues, ensuring system compatibility and adequate employee training.

Evaluate staffing levels and competencies to address understaffing and enhance support across
departments.

Improve internal communication strategies to ensure all employees are informed about policy and
procedure changes.

d on the detailed insights provided by employees, the effectiveness of internal systems and processes ™
appears to be facing significant challenges. The feedback highlights several critical areas of concern that

impact the organization's operational efficiency and employee satisfaction. Below is an assessment of these
areas:

Technology and Systems



» Outdated Technology: A recurring theme in the feedback is the outdated nature of the technology and
systems in use. Employees frequently mention system glitches, crashes, and inefficiencies, indicating a
technology infrastructure that is not meeting current needs.

- System Integration and Merger Issues: The merger has evidently led to integration challenges, with
employees facing difficulties in navigating new systems and encountering technical difficulties. The lack
of careful planning around system mergers has exacerbated these issues.

- Inadequate Investment in Technology: There is a noted underinvestment in technology over the years,
which has led to outdated processes and systems that lag behind competitors. This has negatively
affected both employee productivity and customer satisfaction.

Processes and Workflow

« Inefficiency and Cumbersome Processes: Employees describe processes as cumbersome, slow, and
inefficient, often exacerbated by the centralization of job functions. This has led to frustration and a
perception of being overburdened with manual tasks that could potentially be automated.

« Constant Changes and Lack of Communication: There is a noted frustration with frequent policy and
procedure changes, often communicated poorly or not at all. This lack of stability and predictability in
operational processes creates confusion and inefficiency.

» Staffing and Support Challenges: Chronic understaffing and a lack of competent support in many
branches and departments have been highlighted. This not only affects the morale and workload of
current employees but also impacts the quality of service provided to customers.

Risk Management and Compliance

» Audit and Risk Departments: Feedback suggests that the risk and audit departments may be bloated,
potentially leading to inefficiencies and a lack of agility in responding to challenges. However, specific
details on the impact of this on overall risk management practices are limited.

Recommendations for Improvement

1. Technology Upgrade: There is a critical need for investment in modernizing the technology
infrastructure to address system reliability issues and improve efficiency.

2. Process Optimization: Review and streamline processes to eliminate inefficiencies and automate
manual tasks where possible. This should include a clear communication strategy for any changes.

3. Merger Integration: Focus on resolving integration issues stemming from the merger, ensuring systems
are compatible and that employees are adequately trained on new platforms.

4. Enhance Communication: Improve internal communication regarding changes in policies and
procedures to ensure all employees are informed and aligned.

5. Address Staffing Issues: Evaluate staffing levels and competencies across departments to address
understaffing and support challenges, enhancing both employee satisfaction and customer service.

In conclusion, while cm=v4 exhibits strengths in certain areas such as compensation and benefits, significant
improvements in internal systems and processes are necessary to enhance operational effectiveness and
employee engagement. Addressing the technology infrastructure, optimizing processes, and improving
communication and staffing strategies are critical steps towards achieving these goals.

Evaluate the company's supply chain and external relationships.

o Key Findings



Merger-related issues have likely impacted supply chain reliability, with mentions of disruptions and
inefficiencies.

Employee feedback indicates problems with 'messy data systems' and 'constant change due to
merger, affecting supply chain operations.

The company's complicated corporate structure and understaffing could strain relationships with
external partners and vendors.

Critical relationships with IT service providers and third-party vendors for customer service are
highlighted as having challenges, including less control of outsourced processes and customer
service issues.

© Action recommendations

Conduct a detailed evaluation of the supply chain to identify specific areas of inefficiency and
develop targeted improvement strategies.

Implement a comprehensive plan to address data system issues and standardize processes post-
merger to enhance supply chain reliability.

Review and potentially restructure external partnerships, focusing on improving communication and
project execution with critical vendors.

Develop and enforce stricter control measures and oversight for outsourced processes to ensure
quality and efficiency.

Based on the employee perceptions provided, there is limited direct information on Company A supply chain, its
reliability, diversity, and specific relationships with external partners and vendors. However, we can infer some
aspects related to these areas from the broader context of the company's operations, merger impacts, and
general management practices.

Supply Chain Reliability and Diversity:

« Concerns: Given the numerous mentions of merger-related issues, it's plausible that Company A supply
chain, particularly in terms of IT systems and operational integrations, has faced challenges. Disruptions
and inefficiencies are common in mergers, affecting supply chain reliability.

+ Past Problems: Employees noted "messy data systems" and "constant change due to merger,” which
likely impacted supply chain operations. The approach to resolving these issues isn't explicitly mentioned,
but ongoing merger integration efforts suggest attempts at system consolidation and process
standardization.

» Diversity: There's no direct mention of supply chain diversity. However, the company's focus on growth
and innovation implies an interest in diversifying its operations and possibly its supplier base to enhance
resilience.

Relationships with External Partners and Vendors:

 Major Problems: The feedback points to "complicated corporate structure” and "understaffed"
conditions, which could strain relationships with external partners and vendors due to potential
miscommunications and delays in decision-making or project execution.

» Critical Relationships: While specific external partners and vendors aren't identified, the references to
"outsourcing of key departments” and reliance on technology suggest that IT service ers and third-
party vendors for customer service (notably, the outsourcing to India) are critical to Company A operations.
Challenges in these areas, such as "leadership has less control of outsourced processes” and customer
service issues, highlight the importance and potential vulnerabilities of these relationships.



» Handling of Past Problems: The feedback mentions "no support, post-merger chaos," indicating that the
integration of external partnerships post-merger has been challenging. There's an implied need for better
management and integration strategies to address these issues, though specific resolutions are not
detailed.

Conclusion: While direct information on Company A supply chain and external partnerships is scarce in the
employee feedback, the implications of merger-related challenges suggest areas of concern in supply chain
reliability and the management of external relationships. The company appears to be in a phase of trying to
stabilize and integrate its operations post-merger, which includes addressing inefficiencies in its supply chain
and improving coo on with external partners and vendors. For a more detailed evaluation, further
investigation into Company A operational, procurement, and partnership strategies would be necessary, focusing
on how they've navigated post-merger integration and any specific initiatives aimed at enhancing supply chain
resilience and vendor management.

Describe and evaluate the company's training processes.

o Key Findings

Company A training processes offer diverse learning opportunities and support for professional
development, indicating a strong foundation for employee growth.

Significant inconsistencies in training quality, insufficient role-specific training, and challenges
during transition periods highlight major weaknesses in the training processes.

Lack of standardized training procedures and understaffing issues compound training inadequacies,
potentially leading to operational inefficiencies and decreased employee morale.

Improving training consistency, ensuring role-specific training adequacy, and enhancing support
during transitions could positively impact operational efficiency, employee satisfaction, and customer
experience.

O Action recommendations

Standardize training procedures across all departments to ensure consistency and quality.

Develop and implement role-specific training programs to address gaps in job performance and
operational efficiency.

Enhance support and training resources during organizational transitions to minimize negative
impacts on training effectiveness.

Address staffing issues to alleviate the strain on both new and existing employees, improving training
quality and employee morale.

Regularly evaluate and adjust training programs based on employee feedback to continuously
improve the training processes.

Company A Training Processes and Quality Evaluation
Major Strengths:

» Diverse Learning Opportunities: Employees have noted "abundant learning opportunities,” "extensive
training,” and "lots of training” as key strengths. This suggests a broad spectrum of topics and skills
covered, contributing to professional growth.



Support for Professional Development: Positive remarks such as "good professional development,”
"career development,” and "opportunities for future growth and development" indicate that the company
values and supports the career trajectories of its employees.

Positive Onboarding Experiences: Some employees highlighted a "good onboarding process" and "great
benefits and training” during their initial phase at the company, suggesting effectiveness in early-stage
employee integration.

Investment in Technology and Resources: Comments on "invest o technology"” and providing
"great computer training for your job role with an instructor” show Company A commitment to equipping
employees with the necessary tools and knowledge.

Major Weaknesses:

Inconsistent Training Quality: Numerous employees described the training as "not the greatest,”
"lacking,” and "a mess," pointing to a lack of consistency in training quality across different departments
orroles.

Insufficient Training for Specific Roles: Specific feedback such as "training doesn’t go over the
department you're in" and "not being trained properly and then being held accountable” highlights a gap
in role-specific training, leading to challenges in job performance.

Challenges During Transition Periods: Employees hired during transition periods reported "training
hard to follow along with" and "poor training associated with merger," indicating that organizational
changes negatively impact the effectiveness of training programs.

Lack of Standardized Training Procedures: The feedback "no standard training procedures™” and
"training is different for everyone" suggests a lack of uniformity in training processes, which can lead to
confusion and uneven skill development among employees.

Understaffing and Overwhelm: Comments like "understaffed, and when new staff are hired they aren’t
trained properly” reflect how staffing issues compound training inadequacies, placing additional strain on
both new and existing employees.

Impacts:

Professional Growth: While there are significant opportunities for learning and development, the
inconsistency and sometimes poor quality of training can hinder employee growth and satisfaction.

Operational Efficiency: Inadequate or inconsistent training, especially during transitions or for specific
roles, can lead to operational inefficiencies, errors, and a decrease in service quality.

Employee Morale and Retention: The mixed experiences with training quality and the challenges faced
by new hires during transitions can impact employee morale, potentially leading to higher turnover rates.

Customer Experience: Insufficiently trained staff can negatively affect the customer experience,
impacting the company's reputation and customer satisfaction levels.

Conclusion:

comany A offers a range of learning and development opportunities that contribute positively to employee growth.
However, the training processes exhibit significant inconsistencies in quality, especially during transition
periods and in role-specific training. Addressing these weaknesses by standardizing training procedures,
ensuring role-specific training adequacy, and improving support during organizational transitions could
enhance operational efficiency, employee satisfaction, and customer experience.

Evaluate the quality and effectiveness of the tools and technologies at the company.



o Key Findings
compay A yses outdated technology and systems prone to crashing, significantly behind competitors.
Lack of systems integration leads to reduced productivity and employee frustration.

Inadequate tech support and slow IT response times negatively impact employee morale and
customer service quality.

The merger has caused confusion and inefficiency due to a mix of systems and processes, with a slow
transition to new systems.

Frequent system downtimes and security issues suggest challenges in ensuring the reliability and
security of technological infrastructure.

© Action recommendations

Invest in updating and modernizing hardware and software to match or exceed competitor
technologies.

Improve systems integration to streamline workflows and increase productivity.

Enhance tech support and IT response times to boost employee morale and improve customer
service.

Develop a clear and efficient plan for transitioning to new systems post-merger, minimizing confusion
and inefficiency.

Address security and reliability issues to ensure the technological infrastructure is robust and
dependable.

Evaluation of Tools and Technologies at company A

Major Strengths:

« Commitment to Improvement: «»»* has shown a dedication to investing in technology and improving
workflows, as evidenced by efforts to implement ATM virtual tellers and other technological
advancements.

* Resource Availability: Despite some criticisms, there are mentions of good support resources and the
availability of tools necessary for providing service to clients, indicating a foundation for effective work
processes.

» Training and Development: The company provides computer training for job roles and has been
adapting to new technologies, suggesting an investment in employee development and technological
advancement.

» Team Collaboration: Positive remarks about teamwork and management support indicate that
collaborative tools and the company culture facilitate effective teamwork and project management.

 Remote Work and Flexibility: The ability to work remotely and the provision of flexible schedules
demonstrate an understanding of modern work environments and the use of technology to support this.
Major Weaknesses:

» Outdated and Unreliable Technology: A recurring theme is the use of outdated technology and systems
that are prone to crashing and not user-friendly. This includes complaints about antiquated hardware,
software, and processes that are significantly behind competitors.



» Inefficient Systems Integration: Employees report a lack of integration among systems, leading to
reduced productivity and frustration. The need to use multiple applications for simple tasks is a
significant hindrance.

» Poor Technological Support: There are numerous mentions of inadequate tech support, slow IT
response times, and a general lack of back-office support. This not only affects employee morale but also
impacts customer service quality.

o Impact of Merger on Technology: The merger has led to a mix of systems and processes, causing
confusion, inefficiency, and a slow adaptation to the combined entity's scale. The transition to new
systems has been described as disorganized and slow.

o Security and Reliability Issues: Reports o uent system downtimes, security systems not always
working, and data challenges suggest thatcm=wv4 struggles with ensuring the reliability and security of its
technological infrastructure.

Impacts:

« Employee Morale and Productivity: The technological challenges have led to frustration among
employees, affecting morale and productivity. The constant system issues and inefficient processes
make completing tasks more arduous than necessary.

» Customer Satisfaction: System downtimes and unreliable technology directly impact customer
experiences, leading to dissatisfaction and potentially affecting the company's reputation and customer
retention.

« Competitive Disadvantage: Being behind competitors in terms of technology puts v+ at a
competitive disadvantage, limiting its ability to innovate and meet modern banking needs effectively.

« Operational Efficiency: The lack of efficient and integrated systems hampers operational efficiency,
leading to longer processing times, increased errors, and higher operational costs.

» Growth and Scalability: The current state of technology at v~ may hinder the company's growth and
scalability. Without significant improvements, it may struggle to adapt to market changes and expand its
customer base.

In conclusion, while c™=v4 shows a commitment to improving its technological infrastructure and has strengths
in team collaboration and training, it faces significant challenges with outdated and unreliable technology,
inefficient systems integration, and poor technological support. Addressing these weaknesses is crucial for
enhancing operational efficiency, employee satisfaction, and customer service quality.
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Evaluate workplace safety conditions.

o Key Findings

Physical safety concerns including buildings falling apart and extreme roof leaks leading to wet
equipment, soaked carpets, mold, and pests pose immediate risks and indicate neglect of basic
workplace maintenance and safety standards.

Security threats, including gun threats and misallocation of security resources, highlight a lack of
prioritization of employee safety, especially after incidents such as robberies.

Significant mental health risks are evident from reports of high stress, anxiety, and severe anxiety
disorders developed due to the stressful work environment.

A systemic issue with addressing and resolving safety concerns is indicated by a lack of follow-up on
complaints and investigations, covering both physical safety issues and hostile work environment
concerns.

O Action recommendations

Conduct a comprehensive safety audit to identify and address physical infrastructure issues, such as
roof leaks, mold, and pest infestations.

Review and reallocate security resources to ensure they are focused on preventing external threats
and enhancing employee safety.

Implement a mental health support program, including stress management workshops and access to
counseling services, to address the high levels of stress and anxiety among employees.

Establish a transparent and efficient system for reporting, tracking, and resolving safety concerns to
ensure all complaints are adequately addressed.

Based on the employee perceptions provided, the evaluation of workplace safety conditions atcomav2 presents a
mixed picture, with both positive aspects and significant concerns highlighted. It is evident that while some
safety measures and infrastructure are in place, there are notable areas where safety is compromised or not
adequately prioritized.

Major Safety Problems or Risks:

» Physical Safety Concerns: There are mentions of buildings falling apart and extreme roof leaks leading
to wet equipment, soaked carpets, and the presence of mold and pests. Such conditions not only pose
immediate physical risks but also suggest a neglect of basic workplace maintenance and safety
standards.

o Security Threats: Employees have expressed concerns about physical security threats, including gun
threats, and the perception that employee safety is not a priority after incidents such as robberies. The
presence of security watching employees rather than focusing on external threats was also noted,
indicating a misallocation of security resources.

» Mental Health and Stress: Numerous reports of high stress, anxiety, and the need for medication to
cope with the work environment point to a significant mental health risk. The mention of permanent
mental damages and severe anxiety disorders developed due to the stressful work environment
underscores the severity of this issue.



o Lack of Adequate Response to Safety Concerns: Employees have reported a lack of follow-up on
complaints and investigations, indicating a systemic issue with addressing and resolving safety
concerns. This includes both physical safety issues and concerns related to a hostile work environment.

Positive Aspects of Safety:

+ On-Site Amenities and Health Infrastructure: Positive mentions include the availability of an on-site
gym, cafeteria, nurse, and clinic, which contribute to a supportive infrastructure for physical health.

« Supportive Managers: Some employees highlighted supportive managers and reasonable workloads,
suggesting that in certain departments or under specific leadership, there is an effort to maintain a
healthy and safe work environment.

Supporting Information:

The contrasting reports of physical safety hazards and the presence of supportive health infrastr e
suggest that experiences can vary significantly across different departments or locations within comrany A While
the company has invested in certain amenities that contribute to employee well-being, the consistent reports
of stress, anxiety, and neglect of physical safety concerns indicate a need for a more comprehensive and
uniformly applied approach to workplace safety. The specific examples of neglect, such as the extreme roof
leak and the presence of mold, highlight the urgency of addressing these issues to ensure a safe working
environment for all employees.

What are the top risks the company faces, and what measures are in place to mitigate these risks?

o Key Findings

company A fgces significant external risks including market fluctuations and customer satisfaction issues,
amplified by recent merger challenges.

Internal risks include merger integration challenges, workforce management issues, compliance and
risk management gaps, harassment and discrimination concerns, and leadership challenges.

Mitigation strategies focus on strengthening market analysis, improving customer service, addressing
integration and cultural issues, enhancing workforce management, and investing in compliance and
risk management.

o Action recommendations

Enhance market analysis and forecasting capabilities to better anticipate industry changes.

Implement robust customer service training and improve digital platforms to address customer
satisfaction and retention.

Form a dedicated integration team to address merger-related challenges and streamline
communication.

Develop a comprehensive workforce plan focusing on competitive compensation, career
development, and work-life balance.

Strengthen internal controls and invest in risk management software to proactively identify and
mitigate risks.



Based on the detailed insights provided by employees, ™4 appears to face several significant risks that can
be categorized into external and internal factors. The mitigation of these risks requires a comprehensive
approach, addressing both the symptoms and root causes of the issues identified.

External Risks:

1. Market and Industry Changes: The banking sectoris h susceptible to market fluctuations,
regulatory changes, and technological advancements. company A recent merger and ongoing integration
challenges amplify these risks.

o Mitigation: Strengthening market analysis and forecasting capabilities can help anticipate
changes and adapt strategies accordingly. Investing in technology and innovation can also ensure
competitiveness and compliance with regulatory standards.

2. Customer Satisfaction and Retention: Negative customer experiences, as indicated by complaints
about service delays and privacy concerns, pose a risk to customer loyalty and brand reputation.

o Mitigation: Implementing robust customer service training programs, enhancing digital platforms
for better service delivery, and establishing clear privacy policies can improve customer
satisfaction and retention.

Internal Risks:

1. Merger Integration Challenges: The merger has led to significant restructuring, system integration
issues, and cultural clashes, contributing to operational inefficiencies and employee dissatisfaction.

o Mitigation: A dedicated integration team focusing on cultural alignment, streamlined
communication, and phased system integration can help. Regular feedback loops with employees
at all levels can also identify and address integration issues promptly.

2. Workforce Management: High levels of stress, understaffing, and concerns about job security among
employees can lead to decreased productivity, increased turnover, and potential talent loss.

o Mitigation: Developing a comprehensive workforce plan that includes competitive compensation,
career development opportunities, and a focus on work-life balance can enhance employee
engagement and retention. Implementing regular training and upskilling programs can also prepare
employees for changes in the industry.

3. Compliance and Risk Management: Issues with fraud, quality control, and credit risk policies indicate
potential gaps in compliance and risk management frameworks.

o Mitigation: Strengthening internal controls, regular compliance training for employees, and
investing in advanced risk management software can help identify and mitigate risks proactively.

4. Harassment and Discrimination: The fear of retaliation when reporting issues to HR suggests
underlying problems with the company's culture and harassment/discrimination policies.

o Mitigation: Establishing a zero-tolerance policy towards harassment and discrimination, creating
multiple confidential channels for reporting issues, and conducting regular training on workplace
conduct can foster a safer and more inclusive work environment.

5. Leadership and Management Challenges: Frequent leadership changes, lack of clear direction, and
perceived disconnect between upper management and frontline employees can undermine
organizational effectiveness.

o Mitigation: Leadership development programs, clear communication of company vision and goals,
and regular engagement with employees at all levels can improve leadership effectiveness and
organizational alignment.

In conclusion, v A faces a complex set of external and internal risks that require a multifaceted approach to
mitigation. Addressing these risks effectively will not only improve operational efficiency and employee morale
but also enhance customer satisfaction and competitive positioning in the market.



Evaluate the company’s external communications.

o Key Findings

The level of transparency in external communications is a significant concern, with employees
highlighting issues such as mixed messages and a lack of clear communication.

Negative sentiments regarding the authenticity of the company's public image suggest a
misalignment between internal realities and external communications.

Massive layoffs, merger challenges, and communication issues have been highlighted as factors
negatively impacting the company's public image and workforce morale.

Perceived insincerity from leadership and technology challenges are likely affecting both employee
morale and customer experiences, potentially tarnishing the company's public image.

O Action recommendations

Review and improve the processes for reviewing and approving public disclosures or press releases to
ensure clarity and consistency.

Increase transparency in external communications by aligning them more closely with internal
realities and perceptions.

Address the negative perceptions stemming from massive layoffs and merger challenges by openly
communicating the company's strategies and decisions.

Implement training for leadership on effective communication and sincerity to improve both internal
and external perceptions of the company.

Based on the employee perceptions provided, the evaluation of the company's external communications,
including the processes for reviewing and approving public disclosures or press releases, the level of
transparency, and any issues or controversies, can be inferred as follows:

Processes for Reviewing and Approving Public Disclosures or Press Releases

» The detailed insights do not directly mention specific processes for reviewing and approving public
disclosures or press releases.

e Given the concerns about communication within the company, it is possible that the processes for
external communications may also suffer from similar inefficiencies or lack of clarity.

» Employees have noted mixed messages from leadership and poor communication, which might extend to
the company's external communication strategies.
Level of Transparency in External Communications

» The level of transparency in external communications appears to be an area of concern. Employees have
highlighted issues with communication of upcoming activities and mixed messages from leadership.

» Negative sentiments regarding the authenticity of the company's public image, particularly around the
theme of "care," suggest that external communications may not fully align with internal realities or
perceptions.



» The perception of disorganization and lack of clear communication from upper management could
indicate that the transparency and authenticity of external communications might be compromised.

Issues or Controversies Impacting Public Image or Workforce Morale

» Several issues have been highlighted that could impact the company's public image or workforce morale:
o Massive layoffs and job cuts juxtaposed with raising teller pay and building expensive buildings,
which could be perceived negatively by both the public and employees.

o Merger challenges have been mentioned multiple times, indicating a significant impact on the
company's operations and possibly its public image. The merger has led to confusion, a sense of
lost identity, and stress among employees, which could reflect poorly in external communications.

o Communication issues and perceived insincerity from leadership have likely affected workforce
morale and could potentially tarnish the company's public image if such internal sentiments are
echoed in external perceptions.

o Technology challenges and outdated procedures have been pointed out, which could lead to
negative customer experiences that, in turn, affect the company’s public image.

Specific Examples

o The contrast between the company's public declarations of innovation and care for employees versus
employee reports of "massive layoffs" and a focus on high-level executives could create a discrepancy
between public image and internal reality.

» The recent merger and the reported challenges associated with it, including a shift from a more personal
client relationship to a more corporate approach, could serve as a specific example where the company’'s
external communications might not fully align with the internal and customer experiences.

In summary, while the provided employee perceptions do not directly address the company's processes for
external communications, they suggest potential areas of concern regarding transparency, consistency, and
alignment between internal realities and external messaging. Issues stemming from a recent merger,
communication challenges, and perceptions of insincerity could significantly impact the company's public
image and employee morale.
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Evaluate leadership at this company, including executives and management.

o Key Findings
Significant variance in the quality of management across different levels and departments.
Multiple mentions of executive leadership being out of touch with employee needs.

Notable concern among employees regarding the lack of transparency and honesty from upper
management.

Clear and effective communication from leadership is lacking.

Negative perceptions of leadership could lead to low morale and high turnover.

O Action recommendations

Implement standardized leadership training programs to address inconsistency in management
quality.

Enhance executive leadership's engagement with employees to bridge the disconnect between
strategic direction and operational implementation.

Establish clear channels for transparent and honest communication between management and
employees.

Develop and enforce a comprehensive communication strategy to ensure alignment and engagement
across all levels of the organization.

Conduct regular leadership effectiveness reviews to identify and address areas of concern.

Evaluation of Leadership at compav A

Management Style and Effectiveness

» Inconsistency in Management Quality: Employee perceptions indicate a significant variance in the
quality of management across different levels and departments. While some employees describe their
managers as supportive, knowledgeable, and caring, others report experiences of favoritism,
micromanagement, and a lack of professionalism. This inconsistency could indicate a lack of
standardized leadership training or uneven enforcement of management policies.

» Executive Leadership Concerns: There are multiple mentions of executive leadership being out of
touch with employee needs and the day-to-day operations of the company. Negative sentiments towards
senior management, including accusations of being manipulative and overly focused on reports, suggest
a potential disconnect between the company's strategic direction and its implementation at the
operational level.

» Supervisors and Middle Management: The effectiveness of supervisors and middle management
appears to be more positively viewed than that of senior leadership. Positive comments about direct
management teams providing support and being knowledgeable are frequent. However, there are still
reports of inexperienced managers and those who fail to lead by example, indicating variability in the
effectiveness of middle management.



» Transparency and Honesty: There is a notable concern among employees regarding the lack of
transparency and honesty from upper management. Instances of management lying and a general
feeling of insincerity contribute to a distrustful atmosphere. This lack of transparency can hinder
effective communication and erode the organizational culture.

« Communication: Clear and effective communication from leadership seems to be lacking, with
employees expressing frustration over not being heard or understood by upper management. The
reported disconnection between upper management and frontline employees, along with complaints
about the lack of interaction and support, suggests that communication strategies may need to be
revisited to ensure alignment and engagement across all levels of the organization.

Leadership Issues Posing Risks to M&A

1. Cultural Integration Challenges: The inconsistency in management quality and the reported disconnect
between different levels of leadership could pose significant challenges in integrating cultures in the
event of a merger or acquisition. Aligning leadership styles and ensuring consistent management
practices across the combined entity would be critical.

2. Employee Morale and Retention: Negative perceptions of leadership, especially if widespread among
employees, can lead to low morale and high turnover. This could affect the stability of the workforce
during and after a merger or acquisition process, potentially disrupting operations and harming the
company's reputation.

3. Strategic Misalignment: Concerns about executive leadership being out of touch and potentially making
poor strategic decisions (e.g., lousy investment choices) could pose a risk to the success of a merger or
acquisition. Ensuring that leadership is aligned and capable of making informed, strategic decisions that
benefit the combined entity will be crucial.

4. Risk of Resistance to Change: The reported issues with transparency, honesty, and communication
from leadership may lead to resistance among employees to the changes typically associated with
mergers and acquisitions. Managing change effectively will require transparent communication and the
building of trust, which may be challenging given the current perceptions of leadership.

5. Reputational Risk: Public perception of the company's leadership and management practices, especially
if negative, can impact the reputation of the combined entity post-merger or acquisition. Addressing
leadership concerns and demonstrating a commitment to effective, transparent, and ethical
management will be important in mitigating reputational risks.

In conclusion, while there are positive aspects of leadership atcomravA particularly at the level of direct
management, significant concerns exist regarding the consistency of management quality, executive
leadership effectiveness, transparency, and communication. Addressing these issues will be critical in ensuring
a successful merger or acquisition, requiring focused efforts on leadership development, cultural integration,
and strategic alignment.

Describe mechanisms for employees to express concerns, raise issues, or provide feedback to
leadership.

o Key Findings

The company has both formal and informal channels for feedback, indicating an attempt to create a
comprehensive feedback mechanism.

There are mixed reports on management's responsiveness, with some employees feeling supported
while others experience dismissal of their concerns.



Reports of HR not taking action against disrespectful managers or addressing hostile work
environments effectively raise concerns about the HR department's effectiveness.

A culture of fear regarding feedback, with instances of retaliation and lack of transparency, severely
undermines trust in the feedback mechanisms.

The lack of consistency and follow-up on feedback mechanisms suggests a significant area for
improvement to foster a more supportive and responsive environment.

O Action recommendations

Standardize feedback processes across all departments to ensure consistency and fairness in
handling employee concerns.

Increase transparency about how feedback is used in decision-making processes and ensure follow-
up on the outcomes of feedback to build trust.

Implement and enforce policies that protect employees from retaliation when raising concerns or
providing feedback.

Provide training for managers and leaders on effectively receiving and acting on feedback,
emphasizing the importance of an open and inclusive culture.

Periodically review the effectiveness of feedback mechanisms, incorporating employee suggestions
for improvement.

Based on the detailed employee perceptions provided, the evaluation of mechanisms for employees to express
concerns, raise issues, or provide feedback to leadership at the company under review reveals a complex and
varied picture. Here's a breakdown of the findings:

General Description of Employee Feedback Mechanisms:

o Channels for Feedback: The company seems to have formal and informal channels for feedback,
including team meetings, direct communication with managers, HR processes, and possibly digital
platforms like chat systems for real-time assistance.

+ HR Organization: There is mention of a responsive HR department that quickly addresses issues,
suggesting a structured mechanism for handling employee concerns.

+ Surveys and Reviews: The company conducts surveys on employee service to customers and annual
reviews, indicating a formal feedback loop. However, the effectiveness and follow-up on these tools are
not clearly positive.

Extent to Which Employee Concerns/ldeas Are Taken Seriously:

- Management Responsiveness: There are mixed reports on management's responsiveness to concerns.
Some employees feel supported and listened to by their managers, while others report a significant
disconnect, with concerns going unanswered or being dismissed.

» HR Effectiveness: While HR is noted to be responsive in some cases, there are reports of HR not taking
action against disrespectful managers or addressing hostile work environments effectively.

» Feedback Dismissal: Several employees have noted that upper management seems out of touch and
unresponsive to feedback, with a tendency towards micromanagement and favoritism. This suggests that
while mechanisms for feedback may exist, the effectiveness and seriousness with which feedback is
treated vary significantly across the organization.

» Retaliation and Fear: There are indications of a culture of fear regarding feedback, with employees
facing retaliation or being told not to speak out against their bosses. This severely undermines the trust
in feedback mechanisms.



o Lack of Transparency and Follow-Up: Employees have expressed frustration over the lack of
transparency in how feedback is used to make decisions or effect change. There's also a noted lack of
follow-up on investigations into complaints.

Summary:

The company appears to have established channels for feedback, but the effectiveness and trust in these
mechanisms are inconsistent. While some parts of the organization seem to foster a supportive environment
where feedback is encouraged and acted upon, there are significant areas where feedback is either ignored,
dismissed, or met with negative consequences. This inconsistency can lead to a lack of trust in the feedback
process, making it less likely that employees will speak up about issues or offer constructive suggestions for
improvement.

To enhance the effectiveness of feedback mechanisms, the company could consider the following actions:

» Ensure Consistency: Standardize feedback processes across all departments to ensure consistency in
how feedback is handled and acted upon.

» Increase Transparency: Clearly communicate how feedback contributes to decision-making processes
and follow up on the outcomes of feedback to build trust.

» Protect Against Retaliation: Implement and enforce policies that protect employees from retaliation
when they raise concerns or provide feedback.

« Leadership Training: Provide training for managers and leaders on how to effectively receive and act on
feedback, emphasizing the importance of an open and inclusive culture.

» Regular Review: Periodically review the effectiveness of feedback mechanisms, incorporating employee
suggestions for improvement to make the process more responsive and effective.



6. Ethics & Compliance Apr 10, 2024 8:10 AM

Assess the compliance culture of the company, including legal, regulatory, and financial.

o Key Findings

Company A compliance culture is affected by recent mergers and organizational changes, leading to
mixed employee perceptions.

There are notable concerns regarding the inconsistency of procedures, regulatory pressures, and the
implementation of new policies.

Employees report unethical practices such as inconsistent application of policies, pressure to meet
unrealistic sales goals, and fear of retaliation from HR.

Despite challenges, =4 is recognized for its commitment to community outreach, employee well-
being, diversity, and inclusion, indicating efforts towards an ethical corporate culture.

© Action recommendations

Implement a unified compliance training program to ensure consistency in understanding and
applying policies across all branches.

Establish clear, realistic sales goals and a supportive reporting system to reduce pressure on
employees and discourage unethical practices.

Enhance transparency and accountability in leadership to build trust and encourage open
communication within the organization.

Conduct regular audits of compliance and ethical practices to identify and address areas of concern
promptly.

High-Level Assessment of Company A Compliance Culture

Company A compliance culture appears to be in a state of flux, largely influenced by recent mergers and
organizational changes. Employee perceptions suggest a mixed view on compliance, with notable concerns
regarding the consistency of procedures, regulatory pressures, and the implementation of new policies. While
there are positive mentions of the company's efforts in community outreach and employee well-being, the
frequent references to changing rules, lack of clear communication, and inconsistent application of policies
indicate challenges in maintaining a robust compliance culture. The environment described suggests that while
there are efforts towards compliance and ethical conduct, the execution and consistency across the
organization may be lacking, potentially leading to confusion and a sense of instability among employees.

Examples of Behaviors or Practices That Could Be Characterized as Unethical, Deceptive,
or Dishonest

» Inconsistent Application of Policies: Employees report a lack of consistency with procedures and
compliance, creating confusion and potentially unfair treatment. For example, different branches seem to
have different interpretations and implementations of policies.

» Pressure and Unrealistic Goals: There is a mention of employees feeling pressured to meet unrealistic
sales goals, which can lead to unethical practices to achieve these targets. The fear of job loss if certain
quotas are not met exacerbates this issue.



» Retaliation Fears: Several employees expressed fear of retaliation from HR when reporting issues,
indicating a culture that may discourage speaking up against unethical practices.

» Lack of Transparency in Leadership: Instances were noted where leadership took credit for work they
did not do and violated HR policies, suggesting a lack of accountability at higher levels.

» Poor Handling of Client Issues: Reports of disorganized and chaotic handling of client issues, including
fraud and bank errors, suggest a disregard for ethical client service and financial integrity.

Examples of Behaviors or Practices That Could Be Characterized as Ethical, Honest, and
Transparent

o« Community Outreach and Support: <=4 js recognized for its commitment to the community,
allocating time and resources to social causes, which reflects a corporate culture valuing social
responsibility.

 Employee Well-being Focus: The company is noted for caring about employee financial and health well-
being, indicating an ethical approach to employee relations and a recognition of the importance of
supporting staff beyond just the workplace.

« Transparent Communication on Some Fronts: Despite the challenges, there are instances where
management is praised for support and creating a team environment, suggesting pockets of
transparency and open communication within the organization.

« Commitment to Diversity and Inclusion: c™v* values diversity and inclusion, as evidenced by positive
remarks about the company culture and efforts to create a welcoming environment for all employees.

o Strong Risk Culture: There are mentions of a strong risk culture within the company, indicating an
awareness and proactive stance towards managing and mitigating risk in a transparent and ethical
manner.

This assessment highlights the complexity of Company A compliance culture, with both commendable efforts
towards ethical practices and significant areas for improvement, particularly in terms of consistency,
transparency, and the handling of internal and client-related issues.

Do employees view company leadership as honest and transparent?

o Key Findings

Employees express concerns over executive leadership being out of touch and not transparent,
contributing to uncertainty and instability.

Negative sentiments about executive leadership include descriptions of them as misleading and
prioritizing financial goals over employee well-being.

Mixed views on management with reports of micromanagement, favoritism, and inconsistent policy
application undermining trust.

The effectiveness and transparency of management depend heavily on the individual manager,
leading to varied employee experiences.

There's a need for leadership at all levels to improve transparency, communication, and engagement
with employees.

O Action recommendations



Implement a structured feedback mechanism to gather employee perceptions and suggestions on
improving leadership transparency and honesty.

Conduct leadership training focusing on effective communication, empathy, and employee
engagement to bridge the gap between executive leadership and employees.

Review and standardize management practices to ensure consistent application of policies and
reduce instances of favoritism and micromanagement.

Establish clear communication channels and protocols for discussing and addressing merger-related
issues and impacts on employees.

Celebrate and promote diversity and inclusivity through transparent communication and actions,
ensuring management supports these values.

Assessment of coav A | eadership's Honesty and Transparency

Executive Leadership:

o Perceived Lack of Transparency and Honesty:

o Employees express concerns over executive leadership being out of touch, with decisions that
seem detached from the realities of branch and frontline employees.

o There are mentions of executive leadership not being transparent about decisions and changes,
contributing to a sense of uncertainty and instability.

o Negative sentiments about executive leadership include descriptions of them as misleading, with a
tendency to prioritize sales and financial goals over employee well-being.

o The merger-related issues and the handling thereof have been highlighted as areas where
executive leadership could have been more transparent and honest about the challenges and the
expected impact on employees.

o Some employees feel that executive leadership's actions do not match their words, particularly
regarding caring for employees and managing the merger effectively.

Management:

Mixed Views on Honesty and Transparency:
o Positive feedback includes mentions of supportive management, with some managers being
praised for their openness and willingness to assist with training and development.

o However, there are also reports of micromanagement, favoritism, and inconsistent application of
policies, which can undermine trust and perceptions of honesty.

o The effectiveness and transparency of management seem to heavily depend on the individual
manager, leading to varied experiences among employees.

o Some employees feel that management could do a better job at being inclusive and celebrating
diversity, suggesting room for improvement in transparent communication and actions.

o Concerns about management not supporting employees adequately, especially during the merger
transition, indicate a gap between employee expectations and management's actions.

Examples Showcasing Sentiments:

Positive: "Management is ready to help with training needs.” and "Great access to senior leadership.”
Negative: "Leadership was dishonest." and "Negative: upper management seems out of touch.”

Mixed: "Good company some management leaders did not seem to care.”" and "Very supportive
management.”



Conclusion:

The perception of Company A leadership in terms of honesty and transparency is mixed, with a clear distinction
between the views on executive leadership and lower-level management. While some managers are viewed
positively for their support and openness, the executive leadership is often criticized for a perceived
disconnect from the employee experience and a f clear, honest communication, especially regarding the
merger and its impact. This suggests a need for company A |eadership at all levels to work on improving
transparency, communication, and genuine engagement with employees to build trust and address the
concerns highlighted.
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Assess the company's performance management.

o Key Findings

The performance evaluation process is perceived as unfair, with evaluations being subjective and
influenced by managerial discretion.

There is a lack of transparency and timeliness in performance evaluations, contributing to employee
dissatisfaction.

Performance evaluations negatively impact morale, with employees feeling undervalued, stressed,
and contributing to high turnover.

The current performance management system may drive short-term productivity but questions
remain about its sustainability due to stress and morale issues.

There is no clear strategy for handling underperformers, potentially leaving them without adequate
support or development opportunities.

© Action recommendations

Revise the performance evaluation criteria to ensure fairness and objectivity.

Improve transparency and communication about how performance is measured and rewarded.
Address morale issues by providing more recognition and support to employees.

Reevaluate the focus on aggressive sales targets to ensure long-term sustainable productivity.

Develop a clear strategy for supporting and developing underperformers.

Based on the employee perceptions provided, here is a high-level assessment of Company A performance
management and evaluation processes:

Fairness, Timeliness, and Transparency of Performance Evaluations:

» Fairness: The perceptions indicate a mixed view on fairness. Some employees feel that performance
evaluations are subjective and can be influenced by managerial discretion, which suggests a potential
lack of fairness in the process. The performance ranking system, which pits employees against each
other, and the scorecard linked closely to Loan Officer performance rather than individual performance,
further contribute to perceptions of unfairness.

o Timeliness: There is limited information on the timeliness of performance evaluations. However, one
negative aspect mentioned is the surprise inclusion of issues in end-of-year reviews that were not
addressed at the time they occurred, indicating potential timeliness issues.

+ Transparency: The company seems to lack transparency in its performance evaluation processes.
Employees have expressed concerns about unclear strategies from management and arbitrary bonuses
and review guidance. The lack of clear communication about how performance is measured and rewarded
contributes to this perception.

Impacts on Morale, Productivity, or Retention:



» Morale: Performance evaluations appear to have a negative impact on morale. Frequent references to
low morale, stress, and feeling undervalued suggest that the current performance management system
may be contributing to employee dissatisfaction.

e Productivity: While some employees mention high sales goals and the pressure to meet them, there is an
indication that the performance evaluation system, with its focus on aggressive sales targets and
competition, might be driving productivity in the short term. However, the long-term impact on
sustainable productivity is questionable due to the associated stress and morale issues.

* Retention: The current performance management approach seems to be negatively affecting retention.
Comments about high turnover, the desire for better pay and recognition for tenured employees, and the
need for more supportive management practices suggest that the performance evaluation process may
be contributing to employee turnover.

Handling of Underperformers:

» The provided insights do not offer explicit details on how w4 handles underperformers. However, the
competitive and sales-driven culture, coupled with high expectations and the pressure to meet
aggressive sales targets, suggests that the environment may be challenging for underperformers. The
emphasis on sales and productivity metrics, along with the negative impacts on morale and retention,
implies that underperformers might face significant pressure, potentially without adequate support or
development opportunities to improve their performance.

Conclusion:

company A performance management and evaluation processes appear to have significant room for improvement.
The lack of fairness, transparency, and potential issues with timeliness are co uting to low morale, stress,
and turnover. To enhance employee satisfaction, productivity, and retention, c™v4 may need to revisit its
performance evaluation criteria, ensure clearer communication and transparency around these processes, and
provide more supportive management practices to both high performers and underperformers alike.

Evaluate employees’ work-related stress.

o Key Findings

The overwhelming majority of employee feedback indicates a high level of work-related stress, with
severe physical and mental health impacts.

High turnover and burnout rates suggest that the stress levels are unsustainable for many
employees.

Understaffing and overwork, unrealistic expectations and goals, poor management and support, lack
of work-life balance, and constant changes and uncertainty are the main reasons for work-related
stress.

High stress can lead to errors, decreased productivity, and a decline in the quality of work, impacting
customer satisfaction and company reputation.

The physical and mental health impacts of stress may lead to increased health insurance claims,
raising operational costs.

O Action recommendations



Prioritize hiring to ensure adequate staffing levels across all departments to help reduce the workload
on individual employees.

Management should work closely with employees to set achievable goals, considering the current
staffing levels and operational capabilities.

Invest in leadership development programs to equip managers with the skills needed to support their
teams effectively.

Implement policies that promote a healthier work-life balance, such as flexible working hours, remote
work options, and ensuring employees can take their entitled breaks and PTO.

Create more open channels for communication where employees can voice their concerns without
fear of retribution and provide access to mental health resources and support programs.

Evaluation of Employees’ Experience with Work-Related Stress at comaw A

Level of Work-Related Stress:

Highly Stressed: The overwhelming majority of employee feedback indicates a high level of work-related
stress. Employees consistently describe the work environment as stressful, with numerous mentions of
being overworked, understaffed, and experiencing unrealistic expectations.

Impacts of Work-Related Stress:

Main

Physical and Mental Health Concerns: Employees report having to increase medication for anxiety and
blood pressure, indicating severe physical and mental health impacts.

High Turnover and Burnout Rates: There is a significant mention of high turnover and burnout,
suggesting that the stress levels are unsustainable for many employees.

Decreased Morale and Engagement: The stress appears to contribute to low morale and a lack of
engagement among employees, with many feeling undervalued and overburdened.

Reasons for Work-Related Stress:

. Understaffing and Overwork: A chronic issue of being understaffed leads to an excessive workload for

existing employees, stretching them beyond reasonable limits.

. Unrealistic Expectations and Goals: Employees feel that management sets unachievable goals, adding

pressure without considering the practicality of these targets.

. Poor Management and Support: Feedback points to a lack of support from management, with criticisms

of favoritism, lack of empathy, and inadequate training.

. Lack of Work-Life Balance: Employees report long hours, difficulty taking PTO, and mandatory overtime,

contributing to a poor work-life balance.

. Constant Changes and Uncertainty: Mergers, layoffs, and frequent policy changes create an

environment of uncertainty, adding to the stress levels.

Recommendations for Improvement:

1.

2.

3.

Address Understaffing: Prioritize hiring to ensure adequate staffing levels across all departments. This
should help reduce the workload on individual employees and improve service levels.

Set Realistic Goals: Management should work closely with employees to set achievable goals, taking into
account the current staffing levels and operational capabilities.

Improve Management Training: Invest in leadership development programs to equip managers with the
skills needed to support their teams effectively, including empathy, communication, and stress
management.



4. Enhance Work-Life Balance: Implement policies that promote a healthier work-life balance, such as
flexible working hours, remote work options where feasible, and ensuring employees can take their
entitled breaks and PTO.

5. Strengthen Communication and Support: Create more open channels for communication where
employees can voice their concerns without fear of retribution. Additionally, provide access to mental
health resources and support programs to help employees manage stress.

Potential Risks Related to Work-Related Stress:

» Decreased Productivity and Quality of Work: High stress can lead to errors, decreased productivity,
and a decline in the quality of work, impacting customer satisfaction and company reputation.

* Increased Health Insurance Claims: The physical and mental health impacts of stress may lead to
increased health insurance claims, raising operational costs.

» Legal and Compliance Risks: High levels of workplace stress can lead to legal challenges, especially if
employees claim the work environment contributes to health issues or violates labor laws.

In conclusion, addressing work-related stress atcom=v4 requires a multifaceted approach focusing on sta
nagement practices, goal setting, and support systems. By taking proactive steps to mitigate stress, comanv 4
improve employee well-being, reduce turnover, and enhance overall productivity and morale.

Evaluate the state of the company’s workforce and staffing environment.

o Key Findings

Chronic understaffing across various departments leads to overwork, burnout, and negatively
impacts customer service and employee morale.

High turnover exacerbates the understaffing problem, with stress and overwork from being
understaffed leading to more employees leaving.

Inefficiencies and redundancies in staffing and division of labor suggest a misallocation of resources.

Poor management and leadership contribute to demotivation and high turnover, with reports of
favoritism and ineffective leaders.

Despite challenges, strengths like flexible work schedules and a supportive team environment in
certain areas exist.

© Action recommendations

Implement strategic hiring initiatives to address chronic understaffing and improve employee morale
and customer service.

Develop retention strategies focusing on reducing turnover, such as enhancing work-life balance and
providing clear career advancement paths.

Conduct an audit of staffing and division of labor to identify and correct inefficiencies and
redundancies.

Invest in leadership development programs to improve management practices and foster a more
motivating work environment.



Leverage existing strengths such as flexible work schedules and supportive team environments to
improve overall morale and mitigate turnover.

Based on the employee perceptions provided, the evaluation of Company A workforce and staffing environment
reveals significant challenges predominantly centered around chronic understaffing, high turnover, and related
inefficiencies. The insights also hint at some strengths, such as flexibility in work schedules and a supportive
team environment in certain areas. Below is a detailed analysis:

Main Staffing Challenges:

Chronic Understaffing: The most pervasive issue across the board is chronic understaffing. Employees
from various departments and branches consistently report being short-staffed, which has led to
overwork, burnout, and a negative impact on customer service and employee morale.

High Turnover: High turnover is both a cause and effect of the understaffing issue. The stress and
overwork resulting from being understaffed lead to more employees leaving, which in turn exacerbates
the understaffing problem. The cycle of layoffs, particularly following mergers, has also contributed to
high turnover rates.

Inefficiencies and Redundancies: The constant restructuring and layoffs suggest potential
inefficiencies in how staffing and division of labor are managed. The reports of multiple branches being
understaffed imply a misallocation of resources, where some areas might be experiencing redundancies
while others are severely lacking in personnel.

Training and Advancement Concerns: Long training periods, coupled with a perceived lack of
advancement opportunities, suggest inefficiencies in the development and utilization of human
resources. This situation can demotivate employees and contribute to turnover.

Management and Leadership Issues: Poor management and leadership, as indicated by reports of
favoritism, ineffective leaders, and a lack of recognition, exacerbate staffing challenges by demotivating
employees and potentially driving high turnover.

Strengths:

Flexible Work Schedules: Despite the overarching issues, some employees appreciate the flexible work
schedules and set schedules with flex time available, which can be seen as a strength in promoting work-
life balance.

Supportive Team Environment: In certain areas, employees feel valued, respected, and part of a
supportive team environment. This positive aspect could be leveraged to improve overall morale and
potentially mitigate some of the turnover.

Analysis of Turnover, Understaffing, and Long-Term Employment Desires:

Areas of Higher Turnover: Departments undergoing constant restructuring and those directly affected
by mergers are likely experiencing higher turnover due to job insecurity and layoffs. Frontline roles,
particularly in branches reported as being critically understaffed, are also likely to see higher turnover
rates due to the stress and overwork.

Understaffed Areas: Branches and customer-facing departments are repeatedly mentioned as
understaffed, impacting customer service and employee workload. Support departments such as HR and
technology also appear to be understaffed, affecting operational efficiency.

Desire for Long-Term Employment: While some employees initially saw themselves retiring with the
company, the stress, overwork, and lack of advancement opportunities have led to a reconsideration of
long-term employment. However, the presence of employees with over ten years of tenure suggests that
there are aspects of the company culture or benefits that do retain some employees long-term.

Conclusion:



company A workforce and staffing environment are currently facing significant challenges, primarily due to chronic
understaffing and high turnover. These issues are compounded by management and leadership inefficiencies.
However, strengths such as flexible work schedules and a supportive team environment in certain areas offer
potential leverage points for addressing these challenges. Addressing the root causes of u staffing and

turnover, improving management practices, and leveraging existing strengths could help w4 create a more
stable and positive work environment conducive to long-term employee retention.
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Evaluate employee compensation at the company.

o Key Findings

There are significant concerns about pay equity and administration, with reports of tenured
employees earning less or the same as newer hires.

Employees have raised concerns about pay transparency, particularly regarding the rationale behind
pay increases and the distribution of bonuses.

Significant concerns about pay equity, with reports of racial bias, gender pay gaps, and
inconsistencies in pay for the same roles.

The administration of pay raises and the structure of bonuses are areas of discontent, indicating
potential issues in the administration and culture surrounding compensation.

© Action recommendations

Improve communication about how compensation is determined to mitigate perceptions of
unfairness and inconsistency.

Conduct a thorough review of pay across all levels, roles, and demographics to identify and address
disparities.

Develop clearer guidelines and criteria for pay raises and promotions to ensure consistency and
fairness in compensation decisions.

Involve employees in discussions about compensation practices and policies through surveys or
focus groups to identify areas for improvement.

Regularly compare compensation packages against industry benchmarks to ensure competitiveness
and make necessary adjustments.

Evaluation of Employee Compensation at compaw A
Employee Satisfaction with Compensation:
« Strengths:

o Many employees appreciate the competitive pay, benefits, and bonuses offered by company A
highlighting the company's efforts to adjust salaries to be more competitive and the provision of
decent starting pay.

o Specific positive mentions include great benefits, competitive salaries for entry-level positions, and
the recent increase in minimum wage to $22/hour company-wide, which was well-received.

+ Weaknesses:

o Despite the positive views on compensation, there are significant concerns about pay equity and
administration, with reports of tenured employees earning less or the same as newer hires.

o Some employees feel that pay increases do not match job performance, and raises are described as
infrequent and minimal, contributing to dissatisfaction and turnover.

Comparison to Industry Standards:



« Strengths:

o comawA js perceived to offer competitive pay and benefits compared to other banks, with several
employees noting that the pay is on par or better than most other similar employers.

o The company's efforts to increase the minimum wage to $22/hour align with or exceed industry
standards for similar roles.

+ Weaknesses:

o are reports of employees leaving for higher compensation elsewhere, suggesting that comv»
pay may be competitive, it might not always meet the top end of the market rate.

o Pay discrepancies and perceived low pay for certain roles or responsibilities indicate that comw=v~ may
not consistently meet industry standards across all positions.
Pay Transparency:

« Weaknesses:
o Employees have raised concerns about pay transparency, particularly regarding the rationale
behind pay increases and the distribution of bonuses.

o The lack of clear communication about compensation structures and how pay decisions are made
contributes to perceptions of unfairness and inconsistency.
Pay Equity:

« Weaknesses:
o Significant concerns about pay equity, with reports of racial bias, gender pay gaps, and
inconsistencies in pay for the same roles.

o The issue of tenured employees potentially earning less than newer hires suggests a need for a
more systematic approach to ensuring equity in pay across all employee levels.

Pay Administration:

« Weaknesses:
o The administration of pay raises and the structure of bonuses appear to be areas of discontent,
with employees feeling that the criteria for increases are unclear or unattainable.

o The process for negotiating salaries and the reported need to "kiss but to be treated fairly or
promoted"” indicate potential issues in the administration and culture surrounding compensation.
Recommendations for Improvement:

1. Enhance Pay Transparency:

o Improve communication about how compensation is determined, including factors that influence
raises, bonuses, and starting salaries. This could help mitigate perceptions of unfairness and
inconsistency.

2. Review and Adjust Pay Equity:

o Conduct a thorough review of pay across all levels, roles, and demographics to identify and address
disparities. Implementing regular pay audits could help ensure ongoing equity.

3. Standardize Pay Administration Processes:

o Develop clearer guidelines and criteria for pay raises and promotions to ensure consistency and
fairness in compensation decisions. This could include standardized performance metrics and
transparent goal-setting.

4. Increase Employee Engagement in Compensation Decisions:



o Involve employees in discussions about compensation practices and policies through surveys or
focus groups. This could help identify areas for improvement and increase satisfaction with
compensation decisions.

5. Benchmark Against Industry Standards Regularly:

o Regularly compare compensation packages against industry benchmarks to ensure ™4 remains
competitive. Adjustments should be made as necessary to retain and attract top talent.

By addressing these areas, ™A can work towards improving employee satisfaction with compensation,
ensuring pay equity and transparency, and maintaining its competitiveness within the industry.

Evaluate employee benefits packages at the company.

o Key Findings

comay A offers a comprehensive benefits package that includes health, dental, and vision insurance,
401 (k) with matching, pension plans, and more, which is highly regarded by employees.

The benefits package atcom=v4 js competitive or superior within the financial sector, with unique
offerings like tuition reimbursement, wellness programs, and flexible working hours.

Employee feedback highlights a high level of satisfaction with the benefits package, particularly
valuing the pension plan and 401 (k) matching.

Potential risks include concerns over high insurance premiums alongside low salaries, which could
affect employee morale and retention, especially in the context of a merger or acquisition.

O Action recommendations

Conduct a market comparison to ensure compensation packages are competitive and consider
adjustments to salaries or insurance cost-sharing.

Assess and streamline benefits packages for consistency and fairness post-merger to minimize
disruption and maintain employee morale.

Maintain an open channel for employee feedback on benefits and work conditions to adapt to
changing needs and industry trends.

Description of Benefits at companv A

appears to offer a comprehensive benefits package that is highly regarded by its employees. The
package includes health insurance, dental and vision coverage, 401 (k) with matching, pension plans,
(PTO), sick leave, maternity leave, stock options, and opportunities for bonuses. Additionally, comran
unique benefits such as tuition reimbursement, wellness programs, flexible working hours, and the
option to purchase additional vacation time. Employee feedback consistently highlights the quality and breadth
of the benefits package, suggesting a strong commitment to employee well-being and financial security.

Evaluation

« Employee S action: The feedback indicates a high level of employee satisfaction with the benefits
package atcomanvA Employees appreciate the diversity and quality of the benefits offered, which
contribute to a positive work environment and company culture. The presence of a pension plan, in
particular, is frequently highlighted as a valued and rare benefit in today's job market.



o Comparison to Industry Standards: Compared to industry standards, company A benefits package is
competitive, if not superior, especially in the financial sector where benefits can be a significant factor in
attracting and retaining talent. The inclusion of both traditional benefits (health insurance, 401 (k),
PTO) and modern, employee-focused benefits (flexible hours, wellness programs) sets cm=v4 apart from
many competitors.

« Major Strengths: The comprehensive nature of the benefits package is a major strength, enhancing
employee satisfaction and loyalty. The pension plan and 401 (k) matching are particularly strong aspects
that not only attract employees but also encourage long-term retention. Additionally, the flexibility in
work arr ments and the focus on wellness and personal growth align with contemporary work values,
making cmav A an attractive employer.

» Weaknesses and Risks: While the benefits package is robust, the consistent mention of high insurance
premiums alongside low salaries in some feedback could indicate a potential area of discontent. This
could pose arisk in an M&A transaction if not addressed, as it may impact employee morale and retention
post-merger. Furthermore, the complexity and cost of maintaining such a comprehensive benefits
package could be a financial burden, especially if the merging entity has a less generous benefits
structure.

Recommendations for Improvement

1. Address Salary Conc : To mitigate the risk of discontent regarding the balance between salaries and
insurance premiums, ™A should conduct a market comparison to ensure their compensation packages
remain competitive. Adjustments to salaries or insurance cost-sharing could enhance overall satisfaction
with the benefits package.

2. Streamline Benefits Post-Merger: In the context of an M&A transaction, it's crucial to assess the
compatibility of benefits packages between the entities involved. Streamlining benefits to ensure
consistency and fairness across the merged entity will be key to minimizing disruption and maintaining
employee morale.

3. Continuous Feedback and Adaptation: com=v~ should maintain an open channel for employee feedback
on benefits and work conditions. This proactive approach will allow the company to adapt its benefits
package to changing employee needs and industry trends, ensuring it remains a key strength in
attracting and retaining top talent.



9. Change & Innovation Apr 10, 2024 8:10 AM

Assess change management and receptivity to change at the company.

o Key Findings

Significant resistance to change, especially in adapting to new technologies and post-merger
integration, poses a challenge.

Frequent organizational changes and unclear management communication act as impediments to
positive change.

High turnover rate, especially at the senior level, and struggles with integrating new systems post-
merger hinder positive change.

Constant management changes and lack of clear direction contribute to a stressful work environment
and low morale.

Technology challenges, including outdated systems, could impact operational efficiency and
customer satisfaction.

© Action recommendations

Implement a structured change management strategy that includes clear communication and
consistent leadership.

Focus on integrating new technologies and systems to improve operational efficiency and reduce
resistance to change.

Enhance efforts to blend corporate cultures and streamline operations post-merger to reduce stress
and improve morale.

Address the high turnover rate by improving employee satisfaction and engagement, particularly at
the senior level.

Develop a clear vision for the future of the company and communicate this effectively to all
employees to reduce uncertainty and resistance.

Basedont mployee perceptions provided, the evaluation of overall change management and receptivity to
change atcmvA can be summarized as follows:

Resistance to Change:

» Greater Resistance: There appears to be significant resistance among some segments of the workforce,
particularly in adapting to new technologies, processes, and the post-merger integration with BB&T and
SunTrust. Resistance is also noted in the acceptance of new corporate cultures and the constant
changes in management and organizational structures.

* Less Resistance: Some areas of the organization show less resistance, particularly in teams that have
supportive managers and where the company's efforts to care for employees and improve workspaces
are recognized. Positive reception to change is noted in areas with clear performance objectives and
moral culture.

Drivers and Impediments to Positive Change:



» Impediments: Frequent organizational changes, unclear management communication, and a perceived
lack of focus by management act as significant impediments. The high turnover rate, especially at the
senior level, and the struggle to integrate new systems post-merger also hinder positive change.

« Drivers: Supportive management, competitive pay, excellent technology, and a strong emphasis on team
environment and company culture are identified as drivers of positive change. The company's willingness
to listen to employees and adapt to new technologies shows potential for facilitating change.

Major Areas of Concern:

» The constant management changes and the lack of clear direction from leadership are major concerns,
as they contribute to a stressful work environment and low morale. The frequent reorganization and the

company's struggle to find its identity post-merger could pose challenges in a potential merger or
acquisition scenario.

» The technology challenges, including outdated systems and the need for significant improvements, are
concerning. These issues could impact operational efficiency and customer satisfaction.

Major Changes or Transformations:

e The merger between BB&T and SunTrust into =4 js a significant transformation that has affected
nearly every aspect of the company. The integration process has been marked by challenges, including
blending corporate cultures, streamlining operations, and updating technology systems.

» Efforts to improve workspaces, enhance employee benefits, and adopt new technologies indicate
ongoing transformations aimed at improving the company's competitive position and work environment.

Handling of Changes:

« The handling of changes has been mixed. While there are efforts to support employees and improve the
company culture, the frequent changes in management and the lack of clear communication have made
the transition challenging for many employees. The feedback suggests a need for more effective change
management strategies, including better communication, more consistent leadership, and a clearer
vision for the future of the company.

In conclusion, while ™A shows potential in driving positive change through supportive management and a
focus on technology and employee welfare, the frequent organizational changes, technology challenges, and
post-merger integration issues present significant obstacles. For a potential merger or acquisition, addressing
these areas of concern and improving change management practices would be crucial to ensure a smooth
transition and to harness the full potential of the organization.

Assess the company's effectiveness in innovation.

o Key Findings

The technology at v~ js often outdated, indicating challenges in keeping up with technological
advancements.

The recent merger has introduced system challenges and disorganization, hindering innovation
efforts.

Criticism towards unclear strategy from management and the presence of excessive middle
management could be barriers to innovation.

Operational inefficiencies such as ineffective workflows and understaffing detract from the
company's ability to innovate effectively.



There is a culture that promotes teamwork and collaboration, but also resistance to change and a
focus on outdated processes.

o Action recommendations
Invest in updating and modernizing technology to keep pace with advancements.
Streamline the integration process post-merger to minimize disruption and foster innovation.

Clarify strategic direction and reduce excessive middle management to eliminate barriers to
innovation.

Address operational inefficiencies by optimizing workflows and ensuring adequate staffing.

Foster a culture of change and innovation by recognizing and empowering employee contributions.

Based on the employee perceptions provided, company A effectiveness in innovation can be assessed as follows:

Mixed Feedback on Technology and Innovation:

o Employees have noted that the technology is often outdated and requires significant improvement.
This suggests challenges in keeping up with technological advancements.

o Despite the criticism, there are mentions of the company investing in technology and adapting to
new technologies, indicating efforts towards innovation.

Impact of Merger on Innovation:

o The recent merger has introduced system challenges and disorganization, which may have
temporarily hindered innovation efforts. Employees have expressed frustration with the merger
process and its impact on technology and processes.

o There is a sense of ongoing transition, with the company still finding its identity and working to
integrate new systems effectively.

Leadership and Strategic Direction:

o Criticisms include unclear strategy from management and a lack of direction, which can stifle
innovation. The presence of excessive middle management not adding value could also be a barrier
to innovative ideas and processes.

o However, there are also positive mentions of leadership working towards implementing newer,
better systems and a focus on purpose-driven culture, which could foster innovation.

Employee Engagement and Culture:

o The company is described as having a culture that promotes teamwork and collaboration, which are
essential for innovation. However, there are also reports of a conservative culture, resistance to
change, and a focus on outdated processes.

o Employee feedback suggests a need for more engagement and empowerment to contribute to
innovation, with some employees feeling their talents and suggestions for improvement are not
adequately recognized.

» Operational Challenges:

o Operational inefficiencies, such as ineffective workflows, understaffing, and poorly trained back
office, are highlighted. These issues can detract from the company's ability to innovate effectively
by diverting resources and attention away from innovation initiatives.

o There are mentions of the company working on improving processes and systems, which could
eventually enhance its innovative capabilities.



Conclusion: ™A gappears to be in a transitional phase, with efforts underway to improve technology and
foster innovation. However, challenges related to the recent merger, lead p direction, and operational
inefficiencies are currently impacting its effectiveness in innovation. Forcm™vA tgo enhance its innovative
capabilities, it would need to address these challenges, streamline processes, and more effectively engage and
empower employees to contribute to innovation efforts.





