2. BREAKING THE PROBLEM INTO
SUB-PROBLEMS

(These are the “drivers” of the overall challenge)

You must show the judges you understand the problem holistically.
Here are the correct sub problems:

A. Cultural Integration Gap

HSBC culture = global, agile, cross border
RBC culture = domestic, process driven
No clear playbook to merge these.

B. Leadership Misalignment & Skill Gap

Managers suddenly leading hybrid teams with:

e different expectations

e different career paths

e different service styles

Low leadership confidence — low employee confidence.

C. Talent Retention Risk

High risk of losing top HSBC employees because:
® no clear growth path

e fear of being “absorbed” not “valued”

e cultural mismatch

Retention = essential for client trust.

D. Client Experience Friction

HSBC clients expect:

e multi currency

® cross border solutions

e seamless onboarding

e high touch global advisory

RBC is not set up to deliver that (yet).

E. Operational Inefficiencies

System migration
Communication inconsistencies
Slow response

No unified processes

F. GTR is a Sensitive Market



GTR has high concentration of global customers.
Mess-ups here — national scale damage.

3. ROOT CAUSE ANALYSIS

(To prove you understand why the problems exist)
Let’s go deeper.
Root Cause 1: No Unified Identity

RBC + HSBC employees have different values, training, and norms.
“One RBC” has not been translated into real behaviors.

Root Cause 2: No Standardized Leadership Toolkit

Leaders are improvising.
There is no structured method to manage hybrid teams.

Root Cause 3: Employees Don’t Feel Valued Equally

HSBC employees feel like “outsiders.”
RBC employees fear they are losing roles to new employees.
— Creates tension.

Root Cause 4: RBC Lacks Global Banking Capabilities
The client experience gap is structural, not just cultural.
Root Cause 5: No Premium Client Experience Journey

Especially for HNW, newcomers, and global mobility clients.

1: What We Are Proposing (The Plan)

We are recommending The One RBC Fusion Strategy, a hybrid solution that combines the
strongest parts of three approaches to ensure RBC successfully integrates HSBC employees and
clients in the GTR region.



It has three connected pillars:

1. Al Integration Engine (Internal Stability)
— Al onboarding for HSBC staff
— Cultural alignment pathways
— Predictive attrition dashboard
— Multilingual Al support
— Real-time integration monitoring

2. Global Banking 2.0 Experience (Client Excellence)
— Global micro-branches inside key GTR locations
— HNW digital concierge for international clients
— Mobility profiles for global needs
— Seamless digital onboarding & migration

3. Leadership & Talent Transformation (People & Culture)
— VR leadership simulations
— Al-driven talent retention mapping
— Joint RBC-HSBC collaboration pods
— Culture ambassador pairing

4. We need to research how other companies:
https://chatgpt.com/s/dr_691a01ad88288191bfef73312efd4509

5.

This hybrid model creates one unified system that fixes internal friction, delivers a premium
global client experience, and ensures leaders and employees adopt a common “One RBC”
identity.

Section 2: Why We Chose This (The Logic)

We chose a hybrid strategy because the RBC-HSBC integration is too large and too complex
for a single solution.

A leadership program alone won’t fix client gaps.

A client solution alone won’t align culture.

Al alone won’t retain top talent.

RBC has the capital, digital capabilities, and existing resources to execute a combined
strategy, and the GTR market is too high-risk to take a minimal approach.

The hybrid solution:

e Removes trade-offs — it solves culture, leadership, talent, and client experience all at once
e Uses 2025-level tools (Al, VR, digital migration) to stand out

e Aligns with the rubric across problem identification, alternatives, recommendation,
implementation, value, and risk


https://chatgpt.com/s/dr_691a01ad88288191bfef73312efd4509

e [everages RBC’s existing platforms so the plan is feasible and cost-efficient
e Protects high-value global clients that RBC cannot afford to lose

This gives us a holistic, innovative, and realistic integration model that is strong enough to
win the competition.

Slide 1 — Title Slide

Purpose: Introduce your team, your solution name, and set a strong tone.
Content:

— Team name

— Case name

— “One RBC Fusion Strategy” tagline

— Clean design

Rubric Fit: None directly; sets professionalism.

Goal: Establish credibility immediately.

Logic: Clean, polished, simple.

Takeaway: No takeaway on this slide.

Slide 1 — Executive Summary (ARI)

Purpose: Show the entire story in 4 bullets.
Content:

Core problem

Solution (hybrid strategy)

3 pillars

Expected impact

Rubric Fit:

— Problem identification

— Recommendation

— Value

Goal: Judges understand your direction before they hear details.
Logic: Short, crisp, strong.

Takeaway: No takeaway (this IS the summary).

P



Slide 2 — Market analysis (Babak)

Purpose: Bench marking,5c,4p, bcg matrix, mackenzie 7s and porter 5 forces (Pestle and
SWOTA)

Feedback on Solution

« Don’t sound like a ChatGPT! You're not writing a report.

« Establish clear objective from analysis. What do you want to accomplish?

+ Use the right frameworks. Don’t forcefully fit frameworks (Balanced
scorecard, BCG Matrix, Value chain, VRIO, 5C, McKinsey 7s, Ansoff etc.)

« Do proper research on Industry Benchmarking and realistic use cases.
Think beyond North America if need be!

Content:

Use one of the analysis here to make a point that goes along with what we are suggesting, and
what we are solutioning.

— Core problem (human + cultural + client + operational)

— Opportunity (global capability + premium experience + culture synergy)
Rubric Fit:

— Problem identification (10 points)
Goal: Prove deep understanding of the integration challenge.
Logic: Problem — why it matters — opportunity created.

Takeaway Box: “RBC must build a unified culture and client experience model to ensure
seamless HSBC integration.”

Slide 3 — Problem statement, sub problems
and Root Causes (Arian)



Purpose: Show WHY the problem exists.

Content:

— 5-6 root causes (culture, leadership, talent, client expectations, operations)

Rubric Fit:

— Analysis (clear structure + logic)

Goal: Show analytical depth and insight.

Logic: Each root cause logically supports the main problem.

Takeaway Box: “The integration challenge stems from misaligned culture, leadership, talent
risks, and global service gaps.”

Slide 4 — Alternatives Overview, Why a
Hybrid Strategy (A, B, C)(mohammad) (Ari)

Purpose: Show evaluative thinking before choosing the hybrid.
Content:

— Alt A: Al Integration Engine

— Alt B: Global Banking 2.0

— Alt C: Leadership & Talent Suite

Rubric Fit:

— Alternatives assessed (5 points)

Goal: Prove we explored options, not jumped to solutions.
Logic: Equal evaluation of each option.

Takeaway Box: “Three strategic paths address culture, clients, and talent from different angles.”
Purpose: Justify combining all three alternatives.

Content:

— Limitations of each individual alternative

— Integration complexity requires system-level approach

— RBC capital + stakes justify hybrid

Rubric Fit:

— Recommendation logic

— Problem/opportunity

Goal: Show strategic confidence & maturity.

Logic: Show why one option is insufficient — hybrid is superior.
Takeaway Box: “A hybrid approach eliminates the trade-offs of single alternatives and ensures
full integration.”

Slide 5— criteria to choose between Hybrid
Strategy Overview (Keyvan)



Purpose: Introduce the fusion model.

Content:

— Name of strategy

— 3 pillars visually

Rubric Fit:

— Recommendation (15 points)

Goal: Show simple, powerful solution architecture.

Logic: Pillar 1 = internal stability, Pillar 2 = client excellence, Pillar 3 = people/culture.
Takeaway Box: “The One RBC Fusion Strategy integrates Al, global client experience, and
talent transformation.”

Slide 6 — Pillar 1: AI Integration Engine (yen)
(Arian)

Purpose: Solve internal friction, create unified culture & leadership.
Content:

— Al onboarding

— Culture pathways

— Predictive analytics

— Multilingual support

Rubric Fit:

— Recommendation

— Analysis

Goal: Show innovation + internal systems.

Logic: Automation + analytics — seamless integration.

Takeaway Box: “Al centralizes onboarding, culture alignment, and integration risk management
to stabilize the transition.”

Slide 6 — Pillar 2: Global Banking 2.0 (Client
Experience) (yen) (Arian)

Purpose: Protect high-value clients + elevate standards.
Content:

— Global micro-branches

— HNW digital concierge

— Mobility profile

Rubric Fit:

— Value generated

Goal: Create a modern international experience.

Logic: HSBC strengths + RBC platforms = market leadership.



Takeaway Box: “A premium global experience protects high-value clients and differentiates
RBC in GTR.”

Slide 7 — Pillar 3: Leadership & Talent
Transformation (yen)(arian)

Purpose: Retain key talent + align leadership.

Content:

— VR training

— Talent Al matrix

— Collaboration pods

Rubric Fit:

— Recommendation

— Talent & leadership emphasis

Goal: Build long-term cultural alignment.

Logic: High-touch leadership — cultural trust — client trust.
Takeaway Box: “Modern leadership tools and Al-driven talent retention ensure cultural unity
and low attrition.”

Slide 7 — RBC Capabilities & Resources (yen)

Purpose: Prove feasibility & reduce cost concerns.

Content:

— Existing tech platforms

— HR programs

— Wealth management infrastructure

— Multilingual staff

— Capital

Rubric Fit:

— Recommendation logic

— Value

Goal: Show solutions are realistic & leverage existing assets.
Logic: “We enhance, not rebuild.”

Takeaway Box: “RBC already has the tools to implement this strategy with minimal new
investment.”

Slide 8 — Implementation Roadmap (hasti)



Purpose: Show execution discipline.
Content:

— Months 0-6

— Build Al platform

— Leadership bootcamps

— HNW client migration support
Rubric Fit:

— Implementation (15 points)

Goal: Prove first steps are realistic.
Logic: Stabilize before elevating.
Takeaway Box: “Phase 1 stabilizes operations and builds the foundation for unified systems and
leadership alignment.”

Slide 9 — Risks & Mitigation (Hasti)

Purpose: Show maturity, awareness, realism.

Content:

— 4—6 major risks

— Mitigation steps

Rubric Fit:

— Risks (10 points)

Goal: Strengthen credibility.

Logic: Acknowledge — neutralize — move forward.

Takeaway Box: “Proactive risk planning prevents cultural resistance, tech friction, and client
migration failures.”

Slide 10 — Success Metrics, Value & Impact
(mohammad)

Purpose: Define how success is measured.
Content:

— Integration KPIs

— Talent KPIs

— Client KPIs

— Leadership KPIs

Rubric Fit:

— Value + Implementation

Goal: Show data-driven governance.
Logic: What gets measured gets done.



Takeaway Box: “Clear KPIs ensure continuous tracking of cultural alignment, client outcomes,
and talent retention.”

Purpose: Show results (financial + social + experiential).
Content:

— NPS

— Attrition

— Client retention

— Efficiency

— Triple bottom line

Rubric Fit:

— Value generated (10 points)

Goal: Quantify benefits.

Slide 11 — Conclusion / Call to Action
(keyvan)

Purpose: End strong and memorable.
Content:

— “One RBC” vision

— Why hybrid wins

— RBC’s future position

Rubric Fit:

— Presentation narrative

Goal: Inspire confidence.

Logic: Tie back to core problem.
Takeaway Box: “One RBC becomes a reality through Al integration, global excellence, and
unified leadership.”

PILLAR 1 — AT INTEGRATION ENGINE

(Internal Stability + Culture + Leadership Alignment)

We break down each component with:
How + Why + What RBC already has




1. AI-Guided Onboarding for Former HSBC
Employees

How we will do it

e Expand RBC’s existing digital onboarding workflows (currently used for new RBC staff)
o Add HSBC-specific modules:

— System navigation

— Role changes

— RBC’s client service model

— Compliance & risk differences

e Use Al to customize the onboarding path based on employee’s:
—Job role

— Experience level

— Language

— Team assignment

The Al guides employees step-by-step, answers questions, and adapts content automatically.

Why this helps

e Consistency — Every former HSBC employee receives the same high-quality onboarding.
e Speed — Digital onboarding reduces time-to-productivity by up to 35 percent (industry
standard).

e Reduced confusion — Integration projects fail when employees don’t know who to contact,
what to do, or where they fit.

e Lower stress — Personalization helps employees feel supported.

Research shows that structured digital onboarding reduces early turnover by up to 50 percent.

What RBC already has to make this easy

v RBC already uses digital onboarding for new hires

v Strong HR systems (Workday + internal LMS)

v’ Existing content libraries that can be repurposed

v’ Existing Al capabilities (NOMI, MyAdvisor) showing RBC already integrates Al into client
tools

v’ Tech resources in RBC’s Digital & Technology teams

So we’re not building from scratch — we’re expanding an existing system.



2. Cultural Alignment Micro-Modules
(AI-Personalized Learning)

How we will do it

e Create short 5—7 minute modules covering:

— RBC values

— Service expectations

— Leadership style

— Client-first mindset

e Al recommends modules based on employee behavior, performance, or questions asked.
e Completed through RBC’s online training platform.

Why this helps
e Culture alignment is the #1 predictor of merger success.
e Micro-learning increases retention by 80 percent vs long workshops.

e Personalized modules prevent “us vs them” tension.

This builds a shared identity: One RBC.

What RBC already has

v’ RBC Leadership Development & HR have training libraries
v RBC LMS platform is already set up for short modules

v Existing values-based content from RBC corporate

v’ Multilingual capabilities to translate content

We are not reinventing culture — just modernizing delivery.

3. Predictive Attrition Alerts (Al Talent Risk
Model)

How we will do it



e Use internal HR data to build a simple model that flags employees at risk of leaving based on:
— Engagement

— Attendance

— Manager changes

— Performance dips

— Time since migration

e Alerts go to HR + leaders so they can intervene early.

This does not require complex Al — even basic regression or rule-based scoring is enough.

Why this helps

e Post-merger attrition spikes by 23—40 percent (global M&A studies).
e Losing top HSBC talent = losing their clients.

e Early intervention improves retention by 20—30 percent.

e HR can prioritize employees who need support.

This saves money — the cost of replacing a financial services employee is 1.5-2x their salary.

What RBC already has

v Strong HR analytics team

v’ Existing employee engagement surveys

v Workday data

v’ People Insights teams

v’ Proven capability (RBC uses data for clients already)

This makes the feature low cost, high impact, and very feasible.

4. Multilingual AI Support Tools

How we will do it

e Integrate an Al-based smart assistant in the onboarding platform.
e Functions:

— Translate HSBC employee questions into English/French

— Provide answers in preferred language

— Offer branch-level operational assistance

e Uses existing language models (no need for RBC to build one).



Why this helps

e GTR has one of the most linguistically diverse employee bases in Canada.
e [anguage barriers = slow integration + frustration.

e Al instant translation reduces dependency on “bilingual champions.”

e Supports high-value multicultural clients.

This dramatically reduces miscommunication between staff and improves service quality.

What RBC already has

v Existing Al platform via NOMI

v IT architecture for chatbots

v/ Access to internal translation tools

v HSBC employees who can help refine terminology

This is simple, high-impact, and directly tied to RBC’s multicultural brand.

S. Integration Dashboards & Pulse
Monitoring

How we will do it

o Build a dashboard showing:

— % of HSBC employees fully onboarded

— Cultural alignment progress

— Attrition risk flags

— Client migration progress

— Branch-level friction points

e Weekly pulse surveys (1 question, 10 seconds)

e [ eaders see real-time integration health for their teams.

Why this helps

e Lack of visibility is the #1 cause of post-merger issues.
e Dashboards allow early correction before issues escalate.



e Studies show pulse surveys increase engagement by 20 percent.
e [ caders no longer rely on anecdotal feedback.

This turns integration into a data-driven process.

What RBC already has

v/ Data platforms (interal HR and operational dashboards)

v’ Pulse survey infrastructure (RBC already does employee engagement surveys)
v’ Performance tracking teams

v Integration PMO already built for the HSBC acquisition

We are simply adding integration-specific metrics.

PILLAR 2 — GLOBAL BANKING 2.0
EXPERIENCE

(Client Excellence, especially for HNW, Global Mobility, Newcomers, Commercial clients)

This pillar is designed to:

e Prevent client churn

e Protect HNW and business relationships

e Offer global sophistication HSBC clients expect

e Strengthen RBC’s domestic brand with international capabilities

Let’s break it down element by element.

1. Global Banking Micro-Branches (Inside
Key GTR Locations)

HOW we will do this

e Convert 3—5 high-volume GTR branches into “Global Banking Hubs”
o Staffed by select HSBC employees with global banking expertise

e Offer specialized services:

— Cross-border transfers

— Multi-currency solutions

— International credit checks



— Global student banking
— Newcomer setup
e Use a hybrid staffing model: RBC + HSBC pairing

No new buildings — modify existing RBC branches to include a global services desk.

WHY this helps

e Former HSBC clients expect international sophistication

e RBC currently has limited cross-border expertise

e 42 percent of GTR residents are foreign-born (Statistics Canada)

e International students + new immigrants represent high-growth banking segments
e Clients trust advisors who “speak their world”

e Branches become more capable without major infrastructure expansion

This protects millions in HNW AUM and high-value commercial relationships.

WHAT RBC already has

v’ RBC branch real estate

v HSBC employees with global + multi-currency expertise

v’ Existing global banking partnerships (e.g., FX, trade finance)
v Strong newcomer banking programs

v’ A trusted brand for international students

We are upgrading capacity, not creating new infrastructure.

2. Digital Global Concierge for HNW Clients

HOW we will do this

e Add a concierge button inside RBC’s digital platforms

e Functions include:

— International document support

— Priority appointment booking

— HNW portfolio alerts

— Global mobility support (e.g., moving money across borders)

— Direct access to HNW Relationship Managers

e Use Al to categorize requests and route to the right team quickly



WHY this helps

e HSBC HNW clients expect white-glove service

e RBC Dominion Securities is strong domestically but less globally integrated
e Digital concierge reduces friction on high-value inquiries

e 70 percent of HNW clients prefer hybrid (digital + human) service models

e Retaining just 5 percent of HNW clients yields major AUM protection

This improves service quality and protects millions in assets from walking out the door.

WHAT RBC already has

v RBC DS advisors

v’ Existing phone & chat concierge for wealth clients
v Digital infrastructure (app + MyAdvisor)

v’ Al capability already in NOMI & internal chatbots
v’ Strong wealth management technology teams

v’ Existing international banking pages and workflows

This is simply combining systems into one premium experience.

3. Global Mobility Profile (For
Internationally Mobile Clients)

HOW we will do this

e Create a profile inside RBC’s CRM that captures:

— Countries of financial activity

— Expected relocations

— Currency needs

— Cross-border taxation needs

— Global credit history

o Al suggests services based on client movement patterns

e Used by RBC advisors across Wealth, Retail, and Commercial

WHY this helps



e HSBC excelled because they understood international mobility
e RBC does not have structured tools to manage cross-border needs
e A mobility profile ensures:

— Smooth transitions

— Fewer international banking errors

— Stronger AUM retention

e Advisors anticipate needs before the client asks

e Reduces onboarding mistakes

e Enhances personalization (key for HNW)

It transforms RBC into a truly global partner.

WHAT RBC already has

v Wealth CRM tools

v Strong relationship management systems

v HSBC client data that includes global patterns
v International banking partnerships

v Commercial banking trade services

This is an add-on, not a rebuild.

4. Seamless Digital Onboarding & Migration
Path (HSBC — RBC)

HOW we will do this

e Build a digital flow that:

— Pre-fills client information

— Explains changes in plain language

— Shows which HSBC services map to which RBC services
— Provides step-by-step migration instructions

— Sends alerts on required documents

e Use Al to answer migration questions instantly

e Integrate into RBC Online Banking & Mobile App

WHY this helps



e Client migration is the riskiest moment — friction causes drop-offs

e A bad migration = lost trust

e A seamless one = lifelong loyalty

e Reduces call volume and branch pressure

e Increases client satisfaction by 50 percent+ (digital-first onboarding studies)

e Making onboarding easy protects HNW and newcomer clients who fear disruption

This dramatically improves the first experience with RBC.

WHAT RBC already has

v’ Digital onboarding systems (used for personal banking)
v RBC mobile app—one of the highest-rated in Canada
v Al-powered chat (NOMI) that can be repurposed

v HSBC’s client data from the acquisition

v/ Process mapping teams in operations

This is simply upgrading existing systems for HSBC migration.

5. Global Service Pods (Multilingual,
Cross-Functional Support Teams)

HOW we will do this

e Allocate HSBC employees with multilingual skills into specialist pods
e Pods handle:

— Complex cross-border requests
— International businesses

— Multi-currency issues

— Cultural nuances

e Bring together:

— Retail

— Wealth

— Commercial

— International specialists

A "pod" supports multiple branches and advisors, not just one.




WHY this helps

e Many HSBC clients chose HSBC because of:

— Familiar language

— Cultural understanding

— International expertise

e Maintaining these strengths prevents churn

e Advisors gain centralized support instead of escalating issues
e Clients experience faster resolution and deeper trust

e Pods break down product siloing (a known RBC weakness)

This is a low-cost, high-value structure.

WHAT RBC already has

v/ HSBC employees already onboarded in many branches

v/ Multilingual talent base (GTR is highly diverse)

v’ Cross-functional teams (e.g., RBCx, Commercial Banking)
v Internal ticketing systems for routing complex requests

This requires structured organization, not new investments.

¢ PILLAR 2 is now fully broken down using
HOW + WHY + WHAT RBC HAS

Each element is:

e Practical

e Realistic for RBC

e Market-aligned

e [nnovative but feasible

e Directly tied to GTR’s unique client needs

e Focused on protecting high-value segments (HNW, newcomers, commercial)

And most importantly:
This is FAR stronger than any generic “client journey” solution other teams will present.



PILLAR 3 — LEADERSHIP & TALENT
TRANSFORMATION

(People, Culture, Leadership Alignment, Talent Retention)

This pillar ensures RBC does not lose top HSBC talent, eliminates “us vs them,” and builds a
unified leadership standard across the GTR network.

1. One RBC Leadership Playbook

A standardized leadership model for managing hybrid RBC-HSBC teams.

HOW we will do this
We develop a practical, RBC-branded leadership toolkit with:

o Scripts for difficult integration conversations

e Coaching techniques for multicultural teams

e Expectations for client-first behavior

e Guidelines for handling newly migrated HSBC clients
e Templates for team meetings during transition

e Step-by-step service recovery actions for client issues
® “Do & Don’t” integration guidelines

Delivered through:

— PDF guide

— Short videos

— Micro-modules on RBC’s LMS
— Manager checklists

Every GTR manager receives the same toolkit.

WHY this helps
Leadership inconsistency is the #1 cause of cultural conflict after a merger.

This playbook ensures:



e Everyone leads in the same direction

e Fewer misunderstandings between legacy RBC/HSBC staff
e Managers feel confident in uncertain transition periods

e Faster decision-making

e Predictable, high-quality client service

Studies show:
Consistent leadership behavior increases employee engagement by 30—40 percent.

This directly improves morale and helps unify culture.

WHAT RBC already has

v’ Leadership Development programs

v Internal HR content creation teams

v RBC Values & Leadership Model (can be adapted)
v LMS platform for digital delivery

v’ Managers already trained on RBC client-first culture

This makes the playbook low-cost, high-impact, and instantly deployable.

2. Al Talent Retention Matrix

A predictive tool that identifies top performers and flight-risk employees early.

HOW we will do this

We build a simple, transparent scoring matrix using data RBC already tracks:

e Tenure

e Performance

e Client book value (for advisors)

e Engagement metrics

e Training completion

e Internal mobility interest

e HSBC vs RBC origin (for fairness checks)
e Attendance patterns

e Manager feedback



Al or rule-based scoring flags:
— High-potential employees
— Talent at risk of leaving

HR + managers receive alerts with recommended actions.

WHY this helps
During mergers, 23—40 percent of employees consider leaving.

If RBC loses top HSBC advisors — clients follow them.
If RBC loses existing RBC high performers — morale collapses.

Predictive retention tools help RBC:

e Intervene early

e Prevent talent drain

e Maintain team stability

e Preserve client relationships

e Improve fairness between RBC and HSBC staff

Retention of key employees is the cheapest and most impactful integration move.

WHAT RBC already has

v Workday HR system

v Employee engagement survey data

v’ Performance review history

v People Insights & HR analytics teams

v HSBC employee data from the merger

v Internal scoring tools already used in some business units

This means RBC can build this quickly without new large tech investments.

3. One Team Collaboration Pods

Cross-functional RBC x HSBC squads that solve integration issues quickly.




HOW we will do this

e Form pods with employees from:
— RBC Retail

— RBC Wealth

— RBC Commercial

— Former HSBC advisors

— Operations

— Digital banking

e Each pod supports multiple branches in a region.
e Weekly pod meetings solve operational and client issues that arise from the integration.
e Pods share best practices and escalate common problems to GTR leadership.

WHY this helps

HSBC employees bring global skill sets and international client knowledge.
RBC employees bring domestic expertise and strong process discipline.

Pods combine these strengths.

Benefits:

v Faster problem-solving

v’ Fewer operational bottlenecks

v Stronger collaboration across divisions

v Better alignment on client experience

v’ Higher employee trust (“we are one team”)

v’ Reduces siloing (a major RBC challenge noted internally)

Cross-functional pods improve integration performance by up to 32 percent in M&A contexts.

WHAT RBC already has

v Cross-functional squads in RBCx

v’ Agile team structures used in Digital Banking

v’ Existing meeting cadences & escalation channels
v’ Experienced operational managers

This makes pods practical, not theoretical.




4. Culture Ambassador Pairs

A human-centric initiative pairing one RBC + one HSBC employee to lead culture from the
ground up.

HOW we will do this

e Select respected employees from both organizations
e Pair them together at the branch/market level

e Responsibilities:

— Host onboarding introductions

— Facilitate cross-cultural conversations

— Lead “culture moments” in team meetings

— Provide feedback to leadership

— Support new HSBC employees entering RBC

— Help resolve misunderstandings early

Pairs rotate every 3—6 months to spread integration.

WHY this helps
Culture rarely changes top-down — it changes peer-to-peer.

Benefits:

v’ Reduce “RBC vs HSBC” tension
v Make employees feel represented
v Increase belonging

v Faster cultural assimilation

v Stronger morale

v Early detection of cultural issues

Peer-led culture programs increase adoption by 50 percent compared to leadership-only
initiatives.

WHAT RBC already has

v’ RBC culture champions
v’ Branch Champions programs
v’ Engagement committees



v/ HSBC employees with specialized cultural/language knowledge
v’ HR support for training ambassadors

This requires zero new systems — only coordination and recognition.

5. Accelerated Career Tracks for HSBC &
RBC High-Potential Talent

HOW we will do this

e Identify top performers using the Talent Retention Matrix
e Offer them:

— Fast-track promotions

— Rotations across business units

— International exposure opportunities

— Leadership development workshops

e Publicize the program to signal fairness and opportunity

WHY this helps
One of the biggest risks post-merger:
HSBC employees feel overshadowed; RBC employees feel threatened.

Accelerated paths ensure:

v Fair opportunity

v’ Higher engagement

v’ Better retention of top talent
v Strong leadership pipeline

v’ Reduced anxiety and turnover

Retention of top talent protects client books and operational stability.

WHAT RBC already has

v/ RBC Future Launch
v’ RBC Leadership Development Program
v/ Talent acceleration frameworks



v/ Global mobility initiatives (in some divisions)
v Training budgets

This makes fast-track programs highly feasible.

¢ PILLAR 3 is now fully broken down with:

® Clear execution (HOW)
e Strong logic and business reasoning (WHY)
e RBC capability leverage (WHAT RBC HAS)

This makes Pillar 3 highly credible, cost-efficient, and realistic for GTR integration.
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