M&A Integration ROI Calculator

% MB&A Integration ROI Calculator
Quantify the financial impact of cultural friction and the ROI of proper integration

Cost of Inaction Integration Investment

$257.9M $9.8M

If cultural issues ignored Cuitural programs

& Turnover Risk Alert

Projected Tumover Rate Employees at Risk

15% 255

™ Risk Breakdown (If Cultural Issues Ignored)

gra

Productivity Loss: $10.5M

. Turnover: $31.4M

g |cadership Loss: $8.7M

Duplication: $26.0M

Lost Synergies: $150.0M

& Top Financial Risks

Employee Turnover

$31.4M

Integration Delays
$31.4M

Lost Synergies

$150.0M

(© Critical Actions - First 30 Days

o Conduct employee satisfaction surveys
Identify specific cultural concerns and address them early
Owner: HR Director

° Establish a cross-company integration task force
Facilitate communication and collaboration between teams

Owner: Integration Manager

o Hold town hall meetings with leadership
Reassure employees about the integration process and address their concerns
Owner: CEO

ROI Net Benefit

1958% $190.9M

Return on investment Payback: 0.6 months

Leadership Turnover

17

»7 Benefits of Proper Integration
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% Recommended Budget Allocation

Employee Engagement Initiatives

To foster a sense of belonging and retention among employees.

Training and Development Programs

To help employees adapt to new cultural expectations and enhance skills.

Communication and Feedback Platforms

To ensure transparency and promote open dialogues between employees and management.

Team-building Activities

To strengthen relationships across teams and encourage collaboration.

@ Integration Success Metrics
© Employee turnover rate
© Achievement of integration milestones

(© Feedback from cultural integration surveys

© Employee satisfaction scores

® Number of engagement initiatives implemented
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30%



(® Recommended Approach

Moderate Approac

i

Offers a balanced resp toir ion with mar
aggressive or conservative approaches.

Scenario Rankings

o Moderate Approach

Balanced strategy that minimizes risk and

o Aggressive Integration

Shorter integration time but high risk of employee turnover.

e Conservative Approach

Long timeline and high risk of disengagement.

Scenario Comparison - Key Metrics

80

60

20

Risk Score ROI %

Success %

Turnover %

m Aggressive Integration s Moderate Approach

m Conservative Approach

O MB&A Scenario Planning

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

Baseline Data

Acquired Company Employee Count *
1700

Acquired Company Average Salary (Thousands)
82

Integration Scenarios

Aggressive Integration

Strategy Approach

Fast & Comprehensive

‘Communication Program

Intensive

Moderate Approach

Strategy Approach
Balanced & Phased

‘Communication Program

Regular

Conservative Approach

Strategy Approach
Gradual & Cautious

‘Communication Program

Minimal

Cultural Investment % of Budget

20

Leadership Alignment

High Priority

Cultural Investment % of Budget

15

Leadership Alignment
Medium Priority

Cultural Investment % of Budget

10

Leadership Alignment
Medium Priority

M&A Scenario Planner

Overall Performance Profile

Low Risk

Speed

5 Success Rate
m Aggressive Integration mm Moderate Approach

m Conservative Approach

Acquired Company Annual Revenue (Millions)
698

Base Integration Budget (Millions) *
65

Timeline (Months)
6

Focus Areas (comma separated)

v Leadership alignment, Quick wins

Timeline (Months)

12

Focus Areas (comma separated)

v Cultural assessment, Gradual change

Timeline (Months)

24

Focus Areas (comma separated)

risks and opportunities for employee engagement that will likely yield better long-term results than the

Add Scenario




Aggressive Integration
Risk Score RO}
4.0/10 35%

-1.5 vs baseline

Tumover Timeline
15% 12 mo
On track within planned
KEY BENEFITS

() Quick realization of synergies

(2 Enhanced leadership alignment within the timeframe
© Sstrong initial cultural integration

KEY RISKS

/N Potential for employee burnout due to rapid changes
/\ Resistance from employees leading to turnover

/N Misalignment in cultural integration due to speed

CRITICAL SUCCESS FACTORS

« Quality of leadership alignment efforts

« Effectiveness of communication programs

* Monitoring and managing employee sentiment

4 Tipping Points - Make or Break Moments

Leadership meeting post-acquisition

 Success If: X Failure If:
Unanimous vision and strategy agreed

upon leaders
Intervention:

Facilitation of collaborative workshops

Employee feedback
¥ Success If: X Failure If:
Positive employee sentiment

disengagement
Intervention:

Implementing resl-time pulse surveys

Discussions lead to division among

Negative feedback leads to further

Slightly delayed due to phased approach

Moderate Approach
Risk Score RCH
5.0/10 25%
0.0 vs baseline
Turnover Timeline
12% 18 mo
KEY BENEFITS

(%) Balanced integration allowing for employee adaptability
® Gradual cultural shifts leading to lasting change

(© Less disruption to business operations

KEY RISKS

&\ Risk of prolonged uncertainty for employees

/N Phase 2 of integration could face resistances

£\ Potential misalignment in cultural values

CRITICAL SUCCESS FACTORS

« Strength of communication during each phase
« Employee engagement in feedback loops

« Proper alignment of integration milestones

4 Tipping Points - Make or Break Moments

in cultural initiatives

 Success If: X Failure If:

High numbers of champions participating Few volunteers reduces momentum

Intervention:
Incentives and recognition programs

Review of first phase objectives
V Success If: X Failure If:
Objectives met with positive employse
feedback
Intervention:
Clarifui e through leadership

Employess report confusion on next steps



First 100 days milestones review

 Success If:
Achieved 75% of first milestones

X Failure If:

Intervention:
Regular status updates and corrective actions

Cultural ceremonies and events

v Success If:
High participation and enthusiasm from
employees

X Failure If:

Intervention:
ivizing participation through

O Scenario-Specific Risk Mitigation

a change it task force

Addresses: Employee resistance and turnover
Timeline: Ongoeing

Metrics: Reduction in turnover rate by 5%

t regular c ication check-ins

Poor ication leading to
Timeline: Weekly

Metrics: Employee satisfaction with communication above 80%

Create support channels for employee feedback

ing concerns early
Timeline: 1 month

Metrics: At least 500 feedback entries received in the first quarter

Rotate leadership roles during integration

ip bumout and misaligs
Timeline: Within 6 months
Metrics: Leaders report increased clarity and engagement

Offer retention bonuses to key talent

Addresses: Losing high performers
Timeline: Prior to integration launch
Metrics: Retention of 90% of key talent

Schedule post-integration assessments

Lack of ing of it ion success
Timeline: Every quarter
Metrics: D i in
Conservative Approach

Risk Score ROI
6.0/10 15%
+1.5 vs baseline
Tumover Timeline
20% 30 mo

Failure to achieve key milestones

6-12 months

Low engagement in cultural initiatives

Significant delays anticipated

KEY BENEFITS

(© Reduced risk of employee burnout and resistance
(© Slow cultural adaptation leading to organic growth
@ Allows for thorough evaluation at each stage

KEY RISKS

/\ Extended uncertainty for employ could lead to

A Cultural misalignment couid deepen over time
£ Possible delays in realizing financial synergies

CRITICAL SUCCESS FACTORS

« Consistent and transparent leadership communication
« Effective assessment of employee morale

« Timely evaluations of integration impact

15-18 months

Cultural reinforcement activities at 12 months
V Success If: X Failure If:
High employee satisfaction scores. Employee disengagement visible during
events
Intervention:
Interactive format to engage employees
Post-integration performance review
v Success If: X Failure If:
Achieved key metrics and employee Loss of critical talent or market share
retention

Intervention:

of 4 ies based on findings

O Scenario-Specific Risk Mitigation

Develop clear phased communication strategy

and

Timeline: 1 month

Metrics: Communication rated satisfactory by 80% of employses

Conduct cultural workshops bi-annually

Addresses: Cultural resistance
Timeline: Every 6 months post-integration
Metrics: Employee participstion rates of over 75%

Engage HR in continuous feedback loops

Addresses.  Continued talent engagement
Timeline: Ongoing
Metrics: Employee tumover rates below industry average
Provide ip training i gl
Addresses. Uneven leadership engagement
Timeline: Quarterly
Metrics: Leaders report feeling prepared to lead changes
Retain ext C for integration expertise
gapsini
Timeline: Ongoing for first year
Metrics: Consultants provide at least 5 actionable insights per quarter

Assess and adjust objectives post-phase

ini ion progress.
Timeline: At end of each phase
Metrics: Adjustments made based on performance data

soes (D



4 Tipping Points - Make or Break Moments

Initial employee meetings to outline integration m
v Success If: X Failure If:
Clear understanding of purpose Mistrust or confusion about direction
Intervention:

Transparent Q&A sessions with leadership

First major cultural integration activity
v Success If: X Failure If:
High attendance Low engagement
Intervention:

Feedback loops implemented immediately after event

Mid-integration employee sentiment analysis 15 months
v Success If: X Failure If:
Positive results lead to adjustments Negative results escalate resistance to
change
Intervention:

Action plans generated in response to findings

Completion of second phase integration evaluation 24 months
v Success If: X Failure if:
Key metrics indicate employee retention Loss of critical talent or low morale
reportad
Intervention:

Remediation strategies developed based on employee input

(0 Scenario-Specific Risk Mitigation

Implement employee engagement programs early Cntical
Addresses: Disengagement during slow integration periods
Timeline: 3 months

Metrics: Engagement above industry standard



Develop a comprehensive communication plan

Addresses:  Mistrust and confusion among employees
Timeline: 1month
Metrics: Employee communication satisfaction rates above 80%

Frequent morale check-ins with focus groups

di 3 issati: ion and tumover
Timeline: Every quarter
Metrics: Reported employes morale ratings improve
Creating an integration oversight committee m
Addresses: Lack of vision for the integration
Timeline: Before integration starts.
Metrics: Speedy resolutions of issues arising during integration
Organizing monthly gatherings to foster trust and rapport m
Addresses: Isolation among the teams.
Timeline: Monthly
Metrics: Employee participation rates zbove 60%
Redefine objectives based on current integration status @
Addresses: Stagnation due to prolonged timelines
Timeline: At each review period
Metrics: Objectives keep alignment with business goals

A7 Hybrid Approach Recommendations

Moderate Aggressive Approach

Combines: Fast leadership alignment from Agaressive Integration, Gradual cultural shifts from Moderate Approach

Expected Outcome: Rapid initial alignment with sustainable, employee-centered integration.

Conservative Moderate Approach

G i Thorough t of employee readiness from Conservative, Balanced communication and cultural adaptation from Moderate

Expected Outcome: In-depth understanding of employee morale with steady integration progress.

4> Tipping Point Matrix - Cross-Scenario Vulnerabilities
Identification of critical phases and their vulnerabilities across scenarios.
High-Risk Period

Scenarios Most Vulnerable:
( z

| | Conservative Approach |

Recommended Focus:
Fostering communication and leadership support.

High-Risk Period
Scenarios Most Vulnerable:
| Moderate Approach | | Conservative Approach |

Recommended Focus:
Drive engagement in cultural initiatives.

High-Risk period
Scenarios Most Vulnerable:

\ [ Approach |

Recommended Focus:
Ensure synergies yield expected results and adjust as necessary.

High-Risk Period

Scenarios Most Vulnerable:

Recommended Focus:
Maintain employee morale and ongoing evaluation of alignment.



A\ Critical Warnings

A Aggressive Integration
Warning: Potential for high employee turnover and burncut.

Why Risky: Fast changes without adequate support can overwhelm employees.

& Conservative Approach
Warning: Slow integration cou!d reduce momentum and increase dissatisfaction.

Why Risky: Prolonged uncertainty may lead to employee disengagement.




