Consultant Dashboard / M&A Friction & Performance Analysis

Consultant

Dashboard 2] O Subsot
come back, jonathan
Total Clients Active Clients
r9\2| dzh 0

Start-Up Plan: 7 of 25 assessments used this quarter

Assessments Without Client Records

Completed

AgriGiant

Org Culture
1.33/5.0

Culture X1 Completed
Jonathan

Org Culture
Score! 2.73/5.0

Advanced Reports

ption L Reports %! Manage Subscriptions
Pending Invitations
AgriGiant Completed
Jecs
Jjonatha
Assessment Type: Org Culture
Score: 3.33/5.0

Culture XI Completed
Jonathan

Jjonatl

Assessment Type: Al Readiness
Score: 2.70/5.0

Compare assessments, analyze trends, and generate custom reports

il Total g)] Active

Completed Assessments

1} Comparison ~* Trends 2, Org Alignment

Select Assessments to Compare

Choose 2-5 assessments to compare (selected: 0)

AgriGiant
Jstan

12/13/2025

Culture XI
Jonathan

12/8/2025

Active Clients

0

Currently engaged

i M&A Integration ROl Insights [ Custom Reports

133 AgriGiant —
1GS
12/15/2025

273 Culture XI 270
Jonathan

0 Help & Guides

Completed

~ 6

In Progress

Eo

View Plans
AgriGiant Completed
Assessment Type: Org Culture
Score: 3.97/5.0

View Results

Culture XI Completed
Jonathan

Assessment Type: Al Readiness
Score: 2.47/5.0

View Results

&, Export Data & Back to Dashboard

»A Strong
Average Score
2-76 out of 5.00
Across all assessments
AgriGiant 3.97
s
Culture XI 247
Jonathan
2/172025



Consultant Dashboard Reports Tabs; Comparison, Trends, Org. Alignment, M&A Integration, ROI Insights
and custom reports.

In the Org. Align tab, you can analyze assessments based on role within the same organization.

Advanced Reports & Export Data € Back to Dashboard

Compare assessments, analyze trends, and generate custom reports

i Total ,9')‘ Active . ~7 Strong
Completed Assessments Active Clients Average Score
6 0 2.76 out of 5.00
Available for analysis Currently engaged Across all assessments

%2 Comparison ~" Trends 2 Org Alignment LI M&A Integration ROl Insights  [B Custom Reports

2, Organizational Alignment Analysis

Detect and address perception gaps between organizational levels (Executives vs Leaders vs Individual Contributors)

Select Organization to Analyze

AgriGiant (3 assessments, 3 role levels) ~

Executive Summary

AgriGiant is facing significant organizational alignment issues, as evidenced by the disparity in assessment scores between executives and individual contributors (ICs).
Executives report much higher levels of organizational effectiveness and clarity, while ICs feel disconnected and unvalued. The critical gaps, particularly in organizational
effectiveness and the disconnect in perception of strategy and operations, suggest a need for immediate action to align leadership with front-line experiences and

foster a more inclusive culture,

Perception by Organizational Level

Executives Functional Leaders Individual Contributars
3.97 3.33 1.33
1 assessment 1 assessment 1 assessment

Perception Gaps (Executive vs Individual Contributor)

Organizaticnal |
Effectiveness |

Organizational Effectiveness
Executive: 4.80
IC:1.20

Gap: 3.60 (critical)

,
-3 -1 1 3.5999999999999996

/A Critical Disconnects |dentified

‘Overall Organizational Perception CRITICAL

Executives rate organization 2.63 points higher than Individual Contributors

Organizational Effectiveness CRITICAL
Gap of 3.60 points (Exec: 4.80, IC: 1.20)



Root Causes Analysis

My Lack of effective communication channels between leaders and ICs.
Insufficient feedback mechanisms for ICs to express concerns and insights.
Executives are potentially out of touch with daily operational realities faced by ICs.

Leadership may prioritize strategic initiatives that do not consider the practical implementation challenges at the ground level.

S S5 5 8

Cultural norms may reward decision-making at the top without engaging lower ranks.

Cultural Implications

The significant gap in scores reflects a culture where executive decisions are made in silos without sufficient input from the frontline workforce, This suggests a
hierarchical culture that may stifle innovation and employee engagement. The lack of trust between leadership and ICs may lead to increased turnover and lower

morale as employees feel their contributions and perspectives are undervalued.

Business Impact

These disconnects are negatively affecting performance and engagement. Lower assessment scores from |Cs indicate feelings of disenfranchisement and lack of
purpose, which can lead to decreased productivity and higher turnover rates. Operational effectiveness is hindered when leaders are unaware of the challenges that ICs

face, resulting in strategic decisions that are not grounded in reality, ultimately impacting organizational performance and competitiveness.

@ Recommended Action Plan

1/ High Implement Regular Communication Forums

Establish bi-weekly forums where leaders and I1Cs can share updates, concerns, and feedback regarding operations and strategy.
2 Owner HR Department @ Timeline: Within 1 month

2 /A High Create a Feedback Loop

Develop anonymous surveys and feedback channels for ICs to express their concerns and suggestions to leadership regularly.

& Owner: Operations Management @ Timeline: Within 2 months

3 @ Medium Leadership Training on Frontline Issues

Conduct training for executives on the realities faced by 1Cs and the importance of considering their perspectives in strategic decision-making.

2 Owner: Training and Development & Timeling: Within 3 months

4 @ Medium Enhance Recognition Programs

Create a recognition program that celebrates contributions from ICs, fostering a culture that values employee input in organizational success.
2 Owner HR Department €3 Timeline: Within 4 months

g @ Medum Facilitate Cross-Functional Teams

Establish cross-functional teams involving both leaders and ICs to tackle critical projects, ensuring alignment and collaboration on initiatives.
& Owner: Project Management Office @b Timeline: Within 3 months

6 @ Low Annual Cultural Assessment
Conduct an annual cultural assessment to gauge progress on aligning leadership and IC perspectives and adjust strategies as needed.

8 Owner Organizational Development @& Timeline: Within 1 year

7 @ Low Develop a Mentorship Program

Pair executives with ICs in mentorship arrangements to bridge the understanding gap and foster deeper relationships across levels.
% Owner HR Department @) Timeline: Within 6 months



M&A Integration Analysis

Advanced Reports

&, Export Data 4 Back to Dashboard
Compare assessments, analyze trends, and generate custom reports
Al Total 2 Active A7 Strong
Completed Assessments Active Clients Average Score

2.76 out of 5.00

Across all assessments

6

Available for analyzis

%y Comparison  ~» Trends 2%, Org Alignment [ M&A Integration ROI Insights & Custom Reports

M&A Integration Analysis
Compare two organizations to identify cultural integration barriers and develop a successful merger strategy

Buyer Organization (Acquiring Company) Acquired Organization (Target Company)
AgriGiant hd Culturs Xl hd
Tha organization making the acquisition The organization being acquirad
AgriGiant > Culture XI

Analyze M&A Integration

RISK SCORE
Executive Summary 8 0/1 0 High - Significant Cultural Gaps
-

The acquisition of Culture XI by AgriGiant presents several integration challenges due to cultural differences, perceptions across organizational levels, and significant
gaps in leadership ideclogies. While both organizations share some foundational drivers like Vision Clarity and Decision Velocity, the stark contrast in cultural health
metrics highlights potential friction. Integration difficulty is assessed as High due to the notable discrepancies between executive and individual contributor

perceptions, which may manifest as resistance and misalignment during the integration process.

Risk Score Rationale

The overall integration risk score of 8 is justified by the significant cultural gaps identified, espedially in leadership ideclogy, the stark contrast in perception between executives and
individual contributors, and the potential for executive optimism bias leading to resistance from Culture X1 employees,

Buyer: AgriGiant Acquired: Culture X1
2.9 2.6
3 azzezzments 3 azzeszmants
Driver Comparison Cultural Gap Analysis
Vision Clarity

Outcomes Delivery Decision Veloity

Adaptive Capacity Trust & Alignment

M AgriGiant m Culture XI -3 -1 1 3



/™, Critical Integration Barriers

Leadership ldeology Gap

Impact Major disconnects in leadership perception could cause friction and delays in integration.

Mitigation: Implement joint leadership workshops to align on vision and approach.

Employee Engagement Disparity

Impact Individual contributors at Culture X1 feel undervalued or disconnectad from AgriGiant's goals.

Mitigation: Create regular communication channels and involve [Cs in decision-making processes.

Trust & Alignment Issues

Impact: Low trust scores could result in collaboration challenges and reduced morale

Mitigation: Conduct trust-building sezzions and team integration activities.

~A What Will Change for Culture X1

Vision and Leadership

Current State Future State
More gutharitarian structure with less parficipative management at Culturs X1, Encourage a more collaborative and inclusive approach to leadership decizsion-making.
Employes Impact

Ernployeas may initizlly resizst changes in leadership styles that emphasize inclusivity over strict hierarchies.

Decision-Making Processes
Current State Future State

Rizk-awerze and slow decision-making culture in Culture X1 Faster decision-making in line with AgriGiant's practices, empowering more individuals 1o
make decisions.

Employes Impact
Potential confusion and frustration in adapting to quicker decision-making cycles.

Cultural Norms

Current State Future State
Morms that favor caution and establizhed methods: reluctance to change. AgriGiant’s approach that favors innovation and agility in problem-saolving.
Employes Impact

Some employess may feel ansious about the shift from familiar practices.

) Integration Risk Assessment

& High Risk Medium Risk Low Risk

1. Leadership |declogy Gap between exscutives and 4 Resistance from Culture Xl employess to adapt to < Loss of single projects or teams not aligned with
individual contributors. new decision-making processes. AgriGiant's strategic goals.

i Low trust levels leading to poor collaboration 4 Cultural disemngagement due to misalignment in

among teams. values and practices.



ﬁ Day 1 Priorities
o Establish clear communication channels to keep Culture Xl informed about the integration process.
o Set up integration task forces comprizing leaders from both organizations to address immediate issues.

B Hold town hall meetings to address employes concerns and outline AgriGiant’s vision and integration strategy.

(&) 90-Day Integration Roadmap

Initiation

Objectives:

< Azzess current cultural normis and identify gaps in integration strategy.
+ Engage employees from both organizations to gather feedback.

Key Actions:

— Conduct surveys and focus groups to assess employes sentiment.

— Initiate shared leadership workshops 1o establish trust and alignment.

Integration Planning

Objectives:

< Develop detailed integration plans for merging culture and operations.
- Establish integration metrics for progress tracking.

Key Actions:

— Create cross-functional teams to draft integration plans.

— Sgt clear benchmarks for integration success and checkpoints.

Execution

Objectives:

< Begin implemanting integrated processes and cultural initiatives.

' Moniter employee feedback for adjustments in strategy.

Key Actions:

— Launch engagemeant proegrams and initiatives to foster collaboration.

— Review integration progress and realign strategies as nesded.

0-30

31-60

61-90



Optimism Bias Among Leadership

SPECIFIC THREAT

Executives may overlock the employee resistance rooted in the culture.

MITIGATION STRATEGY

Ensure inclusive decision-making by involving a diverse group of employees in dizoussions.

LIMKED 90-DaY ACTIONS

(=) Conduct lsadership training that emphasizes understanding ground-level employee concems.
(%) Establizh feedback channels that allow for honest communication without fear of repercussions.

SUCCESS INDICATORS

Employ=e engagement scores improve in subsequent surveys.

Resistance to Change from Individual Contributors m

SPECIFIC THREAT

Individual contributors may feel alienated and less motivated during transition.

MITIGATION STRATEGY
Facilitate change management workshops foousing on the benefits of integration.

LIMKED 90-DaY ACTIONS

(=) Implement a buddy system where employees can discuss their concems with mentors from AgriGiant.
(%) Schadule frequant check-ins and listening sessions.

SUCCESS INDICATORS
Reduction in complaints or negative feedback regarding integration.

Leadership Credibility Issues [ High Risk |

SPECIFIC THREAT

Divergent views betwesn employee and lzaderzhip perspactives may lead to clazhas.

MITIGATION STRATEGY
Promote leaders who acknowledge and address cultural differences.

LINKED 90-DaY ACTIONS

(=) Int=grate leader-led sezsions that promote cultural understanding and address gaps.
(Z) Emcourage executiva visibility within all levels of Culture XI.

SUCCESS INDICATORS

Improved trust scores in follow-up assessments.



(=) Cultural Elements to Preserve from Culture XI

Employee Recognition Practices

Why Preserve: Culture Xl has strong informal recognition programs that boost morale.

How to Preserve: Incorporate these programs into AgriGiant's framework to retain employes engagement.

Open Communication Channels

Why Preserve: Culture Xl values transparency and open dislogue

How to Preserve: Maintain thess channels a3 AgriGiant promaotes 3 top-down approach.

Community Involvement Initiatives

Why Preserve: Culture Xl's commitment to local community engagement strengthens its brand.

How to Preserve: Continue supporting these initiatives under the AgriGiant umbrella.

[2 Al-Powered Due Diligence Analysis

Upload financizl reports, org charts, cultural surveys, or other documents for Al analysis

T

—

Upload documents for due diligence analysis

.}, Choose Files

Supparted: PDF, Word, Excel, C5V, lmages

You also have the option to add in other Due Diligence documents to complete deal and have Al perform
a detailed analysis with real numbers using the data already compiled from the Buyer and Seller
assessments.



5 Role-Based Integration Analysis

Understanding how different organizational leveks perceive and will experience the integration

M Perception Gaps Between Organizational Levels

Exccutive =D

Buyer: 3.97 | Acquired: 2.63

Executive Level
Primary Concern: Alignment of executive vizsion with employee perception is critical to successful integration.

Integration Approach: Enhancing communication and involvement of executives in cultural transition processes.

Functional Leader Level
Primary Concern: Functional leaders must align their teams with the integration strategy to ensure smooth operational transitions.

Integration Approach: Trzining sessions that focus on leading through change and addressing team concerms.

Individual Contributor Level
Primary Concern: Low morale and dizconnect between the leadership vizion and reality on the ground may hinder engagement.

Integration Approach: Establizh feedback channels to allow s to voice concemns and contribute to integration plans.

Impact on Synergy Realization

Failure to address these gaps could bead to disrupted workflows, bow productivity, and loss of strategic advantages.

M Synergies at Risk

Enhanced decision-making speed across organizations.

At Risk Due To: Mizalignment between leadership directives and individual contributor support.

Mitigation: Encourage agile dedizion-making frameworks that include input from all levels.

Cohesive branding and customer engagement strategies post-acquisition.

At Risk Due To: Cultural friction might prevent cohesive meszaging and unity in customer outreach.

Mitigation: Develop cross-team marketing committees that encompass members from both organizations.

M&A Integration Calculator allows for manual input in the following fields (numbers in parentheses were
used in the calculations shown on the next few pages):

. Employee Count of Acquired Company (1700)
Revenue of AC (millions) (598)

Average Salary (thousands) (82)

Integration Costs (millions) (58)

. Target Synergies (millions) (200)

.

S U VIR R



% MB&A Integration ROI Calculator
Cantify the financial impact of culral friction and the ROI of proper integration

Cost of Inaction Integration Investment ROI Met Benefit
$218.4M $8.7M 1827% $158.9M

/M Turnover Risk Alert

Projected Tumowver Rate Employees at Risk Leadership Turnower

15% 255 17

*u Risk Breakdown (f Cubtural Issues Ignored) ~A Benefits of Proper Integration
£120.007
_— ' £90.00
Duplication: §23.2M
Turnowver: $31.4M $60.0M
Leadership Loss: 58.7M 530.0M+
o | § N
p i & 5
.\-"‘{ 3"{. ,p‘\# o )‘_!)_QP
Lost Synergies: $120.00 w"f & A o 5
. 5 Iy ;
¥ o ¥ ,,a-f .!ﬂ-‘{
/™ Top Finandal Risks
Projected Employee Turnowver High
£31.4M
Integration Delays Medium
$247M
Lost Synergies High
£120.0M

(%) Critical Actions - First 30 Days

o Conduct Employee Engagement Surveys
Identify concemns and areas of misalignment among employess to develop targeted strategies
Owmer: HR Director

o Launch Communication Campaign
Create transparency around the integration process and address employes concerns to mitigate andety
Owmer: Communications Team

o Establish Support Programs (e.g., Counseling, Mentoring)
Provide resources and support for employees to adapt to cultural changes, thersby reducing tumover

Owmer: Emplayer Relations Manager



% Recommended Budget Allocation

Cultural Awareness Training

Foster understanding and alignment between the two crganizations” cultures.

Team Integration Workshops

Encourage collaboration and relationship-building among teams.

Employee Support Services

Provide assistance to employees during the transition period to mitigate turnover.

Communications and Outreach

Enzure ongoing dizlogue and information dissemination to keep employees engaged and informed.

(=) Integration Success Metrics

{2 Employee Retention Rate (=) Employes Engagement Scores
(=) Cultural Alignmant Survey Results =) Feedback from Integration Initiatives

(=) Time to Full Integration Completion

[0 ME&A Cultural Integration Playbook

Comprehensive action plan with communication strategies, leadership actions, and risk mitigation

Generate a detailed integration playbook with communication strategies, cultural programs, and risk mitigation plans

0 Generate Integration Playbook

Al generated playbooks for the integration activities and success metrics needed for transition.

&
)



Assessments taken every quarter with integrated metrics and KPI’s will be kept track in this trend analysis
section showing progress or regress on the Integration and Transition activities.

Overall Progress Improvements Areas to Foous Time Period
+0.27 6 2 0
247 - 271 Areas shawing progress Areas neading attentizn Days tracking prograss

Integration Timeline

Baseline A Latest

2.47 Improving 2.73

Performance Driver Progress

» Vision Clarity +0.50
267 347

» Trust & Alignment +0.33

250 — 2.03

250 — 2.03

Outcomes Delivery +0.33

.. Decision Velocity +0.1
267~ 283 R

A Adaptive Capacity 0.00
200 - 2.00 ;

Organizational System Progress

_» Operational Controls + 1::-‘20

e

» Openness +0.40
220 - 2.60 +IBF%

ot

Customer Focus +0.40

0

" Leadership Ideclogy 0.00

180 - 1.80 o0%

300 - 2.80

.. Organizational Drive -0.20

., Organizational Effectiveness -0.40
300 - 2.60 133%
(%) Integration Progress Insights

Mixed Progress

Integration progress is uneven. Focus efforts an declining areas while maintaining momentum in areas showing improvement.

Positive momentum: More areas improving (8 than declining (2). This suggests integration strategiss are working.



M& A Scenario Planning Tool

O MB&A Scenario Planning

Compare different integration strategies and forecast their impact on risk. ROl and success

Baseline Data
Acquired Company Employee Count * Acquired Company Annual Revenue (Millions)
1700 5ga
Acquired Company Average Salary (Thousands) Base Integration Budget {Millions) *
az2 [:::1
Integration Scenarios + #cd Scenario
Aggressive Integration b4
Strategy Approach Cultwral Investment % of Budget Timeline (Months)
Fast & Comprehensive . 0 &
Communication Program Leadership Alignment Focus Areas (comma separated)
Intenzive “ High Priarity - Leadership afignment, Quick wins
Moderate Approach *
Strategy Approach Cultural Investment % of Budget Timeline (Months)
Balanced & Phased “ 15 12
Communication Program Leadership Alignment Focus Areas (comma separated)
Regular “ Medium Priority - Cultural assessment. Gradual change

Analyze Scenarios Cancel



0 M&A Scenario Planning

Compare different integration strategies and forecast their impact on risk, RO, and success

Recommended Approach

Moderate Approach

Lower risk profile, higher success probability, and effective management of cultural change.

Scenario Rankings

o Moderate Approach

Achieves effective integration with lower turnower risk.

o Aggressive Integration
High risk but could yield guick results by rapidly capturing symergies.

Scenario Comparison - Key Metrics Overall Performance Profile
807
Low Risk

60

(!
404 l"

Speed ROI

204

Risk Score ROl % Success % Tumaover % Success Rate

W Aggressive Integration m Moderate Approach W Aggressive Integration mm Moderate Approach



Aggressive Integration Moderate Approach T5% Sucoess

Risk Score ROl Risk Score R
8.0/10 15% 5.0/10 10%
+2 vz baseline 1 vz basefine

Turnover Timefine Tumower Timeline
25% 12 mo 15% 24 mo

O track with aggrassiee goals On track with phased timelne

KEY BENEFITS KEY BEMEFITS

(2} Quick cultural blending (2} Lower employee turnover

(=) Fast realization of synergiss (=) Smoather cultural integration

(@) Early leadership alignmant () Reduced fikalihcod of disruption

KEY RISKS KEY RISKS

/M High employ=e turnover ¢ Slow integration process

/M Resistance to rapid changes ¢ Mizzed early opportunities for symergy

/M Potential lzadership conflicts ¢® Potential burnout from extended timeling
CRITICAL SUCCESS FACTORS CRITICAL SLMCCESS FACTORS

= Effective communication strategy

= Engaged leadership = Regular assessment of integration prograss
= Support structures for emplayees = Adapration to feedback

= Ongoing cultural engagement

& Tipping Points - Make or Break Moments 4 Tipping Points - Make or Break Moments

Initial leadership alignment m First cultural assessment results m

o Suocess H: ¥ Failure If: o Success If: X Failure H-
Strong visionary leadership Dizcormected leadership Pasitive employes feadback Megative santiment
Intervention:

Regular keadership workshops

Intervention:

Revisit culbural integration plan

Employes feedback sessions 4-6 months Midpoint review with leadership m
o Success i X Failure If: o Success if: X Failure H=
High employee morale Widespread dissatisfaction Clear milestanes achieved Stalled pragress

Intervention: Intervention:

Anonymous surveys and fesdback lbops Strategic planning sessions to reset goals

Cultural initiatives rollowt m Final phase adoption of changes m

o Success I X Failure If: o Success If: X Failure H=
Employer engagement in initisthes Lack of participation Broad acceptance of changes Resistance to final changes
Intervention: Interventian:

Incentives far participation Final warkshops and support pragrames



Post-integration strategy revision

o Swocess I X Failure if:
Adaptable strategy Rigid adherence to nitisl plan
Intervention:

Adaptive manragement sessions

0 Scenario-Specific Risk Mitigation

Establish an employee retention program

Addresses: High turnaver rate
Timeline: 3 months prioe to integratian
Metrics: Retention rabe abowe 75%

Deploy change management specialists

Addresses: Resistance to changes
Timeeline: Beginning of integration
Metrics: Positive change assesoment feedback

Drevelop clear communication channels

Addresses: Lack of communication can cawse unrest
Timeline: Immediately after acquisition
Metrics: Emplayee feedback indicating dlear understanding of changes

Set-up leadership conflict resolution processes

Addresses: Fotential leadership conflicts
Timeeline: Pricr ta integration commencement

Metrics: Resolution of condlicts before escalation

Implemeant regular team-building exercises

Addresses: Emplayee marale and team integration ssues
Timeline: Throughaut integration
Metrics: Emplayee satisfaction scores

Focus on cultural training
Addresses: Cultural assimilation challenges
Timeeline: Baginnirg of integration

Metrics: Emplayee feedback on cultural understanding

{0 Scenario-Specific Risk Mitigation

Conduct regular employee satisfaction surveys

Addresses Mitssed employee sentiment
Tirnaefine Every 3 months curing integration
Metrics Employes feedback impraving over time

Create a cultural integration task force

Addresses Lack of focused effort on cubture
Tirnaefine: ‘Within first month of integration
Metrics Task force initiatives making visible changes

Schedule regular communication updates

Addresses Fear of the unknown amang employees
Tirnaelines Onpoing throughout imtegration
Metrics High atterdance ard engagement in updates

Develop a phazed integration roadmap

Addreszes Uncertainty in integration progress
Tirnaeines ‘Within first month of integration

Metrics Employess aware of upcoming changes

Implement cross-functional teams

Addresses Siloed departments

Tirnaelines In conjuncticn with cuftural activities

Metrice Positive feedback from oross-functional collsbaration

Invest in team-building exercises

Addreszes Cultural blending

Tirmeine: Ongaing throughout integration
Metrics Increased interdepartmental cooperation




~A Hybrid Approach Recommendations

Phased Aggressive Integration

Combines: Elements of aggressive leadership focus and quick wins, Phaszed rollouts of cultural initiatives and structured ass=szsments

Expected Outcome: Faster realization of benefits while manzaging employes morale through graduzl changes.

4> Tipping Point Matrix - Cross-Scenario Vulnerabilities

dentifies critical risk pericds and necessary interventions for 2ach scenario.

IEEETE) High-Risk Period
Scenarios Most Vulnerable:

Aggressive Integration

Recommended Foous:

Establish strong leadership prasence and communication

XX High-Risk Period
Scenarios Most Vulnerable:

Aggressive Integration Moderate Approach

Recommended Foous:

Azzecs integration progress regularly to identify morale iszues

=T High-Risk Period

Scenarios Most Vulnerable:

Moderate Approach

Recommended Foous

Enzure that the final phases of integration maintain employes engagement

el High-Risk Period
Scenarios Most Vulnerable:

Moderate Approach

Recommended Foous

Prepare for final azzessment of integration results and feedback rounds.

M Critical Warnings

& Aggressive Integration
Warning: High turnover potential and cultural clash risks during rapid integration.

Why Risky: The fast pace may alienate employees and create pushback, impacting ovarall morale and retention.

& Moderate Approach
Warning: Rizk of mizszed cppartunities for symergies during slower integration.

Why Risky: Extended timelines may delay potentizl bensfitz and creats dissngagemant in 2arly stages.






