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< Level of Analysis >

M AC RO Number of Employees

in UK Financial Services Sector

1.IM+

Citi Global Perspectives & Solutions, 2024

High Risk of Job Displacement
by Al in Banking Sector

547
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< Level of Analysis >

Money Lost

M ESO Mismatched Talent

Lost Opportunity




Fear and Panic

Transitions feel threatening, causing

Legacy Systems

Ovutdated systems block data-

driven planning in UK banks disengagement and attrition

Technical Emotional

Cultural Strategic

Increased Mismatches

Short-term moves worsen long-

Psychologically Unsafe

Employees wait for permission due

to risk-averse culture term role mismatches



Limitations of Current Approaches

Process-Focused, Not Holistic

Most solutions improve discrete processes but do not address
career transitions as an ongoing, integrated journey.

Limited Reach

Tools tend to serve either HR or select employee segments,
failing o create shared ownership across the organisation.

Inflexible Delivery

Initiatives are typically static and scheduled, offering little
adaptability to employees’ real-time needs.



Siloed, Reactive
Redeployment

Disruptive
Workforce Transitions



The Reapplicant,

LisO

47 years old branch manager,
12 years at the same bank

At risk of role redundancy,
told to reapply for new role

< User Journey (Current S’ro’re)>

Trigger

Told to reapply for the job

@ Discovery

\ |dentify current skills and interests;
envision future possibilities

!

REACTIVE ‘ System Navigation

Reapplication
& Onboarding

Execute the formal internal move

Set realistic paths
¢ and achievable goals

/

‘@ Reskilling

|_ Build the capabilities needed
for the chosen path

® Adapting

Settle into the new role and
begin delivering outcomes




User Journey (End State)

® Discovery =

l |dentify current skills and interests; I I I I

envision future possibilities
Reskilling @

Build the capabilities needed \
for the chosen path

For Banks

/‘ System Navigation less wasted spend and
more retained expertise

Set realistic paths
and achievable goals

I'd

Trigger
Told to reapply for the job
Reapplication For Employees
& Onboarding empowered transitions,
Execute the formal internal move .
® Adapting not costly leaps of faith

Settle into the new role and
begin delivering outcomes




< Stakeholder Mapping >

Design Principles

=OR
Employees

as the cornerstone of the
retail bank's workforce

WITH
HR Department

to break down friction
and systemic silos.




siloed _ - Integrated
Systems Systems
( TOP-DOWN EMPOWERED
CULTURE PARTICIPATION

S . " Disru ptive

Change Agility
lnerte - — — — — — T




< Theory of Change >

Systemic Model for Workforce Transitions

O

ST

For
Employees

Strategic Workforce Planning

Personal Agency




Continuous
Development D
‘ Unconscious Action
( )
Discovery
. ) J
4 ) |_ - - - -
. Goal-Setting ) ‘ Conscious Action
- — — — — _

[ Self-Awareness J Conscious Inaction

-

Unconscious Inaction

Behavioural Mechanism
As from Prochaska’s Stages of Change, Fogg Behaviour Model, simpified



Self-Awareness

Discovery

Goal-Setting

Continuous
Development

@ Dashboard >
7 Skills Snapshot
@ Career Vision Board

+» Trajectory Planner



77 Skills Assessment

Get personalised insights into your skill development

Take our comprehensive skills assessment to identify your strengths, ‘ Se If_AWq re n ess

areas for improvement, and create a personalised development plan.

@ Skills Overview iew Previous Results .
foke Sk A * View Previous Resul Self-assessment & skills

diagnostics, tools to understand
Overall Proficiency ® Own’s Skills g(] pS

Design
68% Proficiency of current skills
. J
Management
Core Competencies @®
Leadership 000
Communication 0000
Technical
N Discovery + Goal Setting
Emerging Skills View all skills -
Transition Preferences
Mobility Status Development Timeline Adjacency Openness
Your current readiness for career transition When are you interested in making your transition? How far are you willing to stretch from your current role?
Exploring Options Short-term Close to Current Role , -
v < low-skill-gap transitions >
Actively researching career path and opportunities Ready to make changes now Stay within current function
& Ready to Move Medium-term e o Moderate Change < o I >
. " -18 months adjacent roles
Prepared and available for new opportunities Building skills for transition Explore related functions
Need Support Long-1 Bold C Shift
ng-rerm reer
& Require guidance or development @ 6 ong-te 18+ months ° aree ! < higher learning load >
before transitioning Exploring future possibilitles Open to a bold shitt




Product Operations Pathway

@ Alternate Pathways

@

Completed: 2020-2023

Assistant Product Manager

Entry-Level Product Development
and Management role

Product Management

User Research

Focus on operational excellence in pro

® Medium Compatibility: 65% Match Explor

@ Alternate Pathways

Product Marketing Pathway
Transition to product Marketing Leadership

® High Compatibility: 85% Match Explore >

O

2023-Present Your Saved Pathways
4 )
Product Manager Senior Product Manager
Leading product development Leading larger product development Te
and strategy for key features and strategy initiatives de
Stakeholder Management Leadership +  Strategic Planning +
Product Strategy . .
Estimated timeline: 1-2 years View requirements >
N\ J
\ @ Smart Role Suggestions
Team Lead - Digital Tra
Transition to developing Str
Alternate Pathways with your proven track reco
General Management Pathway ® High Compatibility:

Transition into broader business leadership

Estimated timeline: 8-

® Medium Compatibility: 60% Match Explore >

Role Fit
G

Key Alignments
Change Management
Process Optimisation

Cross-Functional Leadership

View full role details

@ Seclf-Awareness

® Discovery &
Goal Setting

@ Self Development

U TUR

Tools to visualise real career options
and create actionable plans

-FORGE




(9)  Learning Recommendations

Advanced Product Mangement

Master strategic product decisions and roadmapping

3 8 weeks

Communication Strategic Planning

Team Leadership Masterclass

Develop essential skills for leading high-performing teams

6 6 weeks

Leadership Communication

Explore learning paths -

Emily Wong

Customer Data Specialist

Made the transition from Customer Service to Customer Data Specialist 1year ago

92% match 5 shared milestones

4 Ready to Help Others?

Share your transition experience and become a mentor buddy for newcomers

(@ Current Goals

Complete Leadership Course Learning
(© Due 15/12/2025

75% complete

Mentor Junior Team Mem...  Development
(O Due 15/12/2025

50% complete

Manage goals -

See more

Check In

Become a Mentor

Self-Awareness

Discovery + Goal Setting

Self-Development

Ongoing recognition,
continuous upskilling, and
data-driven feedback loops
to sustain learning habits

FUTUREFORGE




£1M saved by redeploying 20 employees
Cost Efficiency

Lower recruitment and onboarding expenses

through internal mobility

AN
Ell

15—20% higher retention
Talent Retention 0 value Delivery
Higher engagement and loyalty EI:] Why dOeS '|'hi$
among key performers mq_l_l_er fOr _I_he
bank?

Organisational Resilience

Institutional knowledge retained,
boosting adaptability in crises

0,



HR Department

QL0
LN

HRBP

Human
Resource

Employees Leadership

O

&

)
O
N

OXxXO
NI 1N

SWP L&D

Talent Learning
Management Management

Hybrid, Employee-first System
Designed to Break Silos and Build Trust



Financial Services
Skills Commission

Co-Design and Co-Create

» Research & Insights
» Challenges & Goals
% * Area for improvements

e Test & Refine

» Concept & Logic Validation
- Service prototype testing
* Service Blueprint refinement



7 Skills Assessment [ Se If— AW(] reness J

Get personalised insights into your skill development

Overl Proficency . likely to engage with this platform regularly

68% Proficiency of current skills

— without managerial oversight.

Take our comprehensive skills assessment to identify your strengths,
areas for improvement, and create a personalised development plan.

. . ) Take Skills Assessment View Previous Results
@  Skills Overview

Soft Skills

Management
Core Competencies ®

Leadership [ X X

Communication 0000
Technical
Project Management L X J

Viewallskils - Level of Validation @ @ @ ¢

“something that helps me access myself,

would be so helpful — the effort to figure

that out would be so lengthy”

FUTUREFORGE



Discovery

~N
J

Goal-Setting

6/7%

likely to use discovery and goal-setting tools
most often, with personalised, accessible
information and guaranteed support.

Level of Validation @ @ @ @

“| think a big part is accessibility To information

of options during times of need...”

FUTUREFORGE

@ Alternate Pathways

Product Operations Pathway

Focus on operational excellence in product

Medium Compatibility: 65% Match

@ Alternate Pathways

Product Marketing Pathway
Transition to product Marketing Leadership

® High Compatibility: 85% Match Explore >

Completed: 2020-2023

Assistant Product Manager

Entry-Level Product Development
and Management role

Product Management

User Research

2023-Present

-
Product Manager

Leading product development
and strategy for key features

Stakeholder Management

Product Strategy

O

Your Saved Pathways

Senior Product Manager

Leading larger product development
and strategy initiatives

Leadership + Strategic Planning +

Estimated timeline: 1-2 years View requirements

K @ Smart Role Suggestio

Team Lead - Digit

Transition to developi
with your proven trac

\ @ Alternate Pathways

General Management Pathway

Transition into broader business leadership

Medium Compatibility: 60% Match

® High Compatibili

Estimated timeline:
Explore >

Role Fit
e

Key Alignments
Change Manageme
Process Optimisatio

Cross-Functional Le



Organisations with Effective
Internal Mobility Programmes

McKinsey 2025

2X 20%

more likely to retain higher productivity
high performers during disruptions



Unlock Exponential Growth and Annual Value

with only a 10% annual
redeployment target




What's Desirable

People
- Employee agency and clarity in transitions
 Retention and morale gains for banks
 Equitable, human-centered upskilling for
the sector
Value

What's Viable . . What's Feasible

Organisations Technologies
* Proven cost savings versus » Digital platforms can plug into
external hiring current HR systems
- Aligns with regulatory and business * Phased rollout using existing
mandates L&D teams
 Scalable through targeted pilots + Off-the-shelf tools adapted to

before organisation-wide launch banking context
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PESTLE Analysis

Al and
Automation

as Catalysts for
the Future of Work and Jobs

Drives economic growth,
but intensifies inequality via job displacement.

Requires agile regulation
to align innovation with ethical standards.

Offers environmental benefits,
yet raises concerns over resource use.

»

POLITICAL

E

ECONOMIC

S

SOCIAL

T

TECHNOLOGICAL

L

LEGAL

E

ENVIRONMENTAL

Challenges

Regulatory fragmentation

Challenges
Job displacement
in low-skill sectors

Challenges
Trust deficits
In Al systems

Challenges
Cybersecurity
vulnerabilities

Challenges
Ambiguous liability
frameworks

Challenges
High carbon
footprint of Al

Opportunities
Global standards for
ethical Al

Opportunities
New industries
(e.g., Al ethics auditing)

Opportunities
Democratised access
to education via Al

Opportunities
Al-driven healthcare,
climate innovation

Opportunities
Clear IP guidelines
for Al-generated work

Opportunities
Al-powered circular
economy models



Theory of Change

Employees wants/needs

Forsaken Employees
Employees have no
agency in tfransitions

Job-Skill-Employee
mismatch costs time and
money

Risk-averse cultures
Employees wait for
permission before taking
initiative.

Siloed systems
Learning, performance,
and HR tools don’t speak
to each other.

Unclear transitions
New roles are vague or
undefined.

UK retail banks (esp. in
compliance, operations,
customer support) at risk
of automation-induced
role disruption.

WITH (delivery-side)

HR and L&D teams who
plan, deploy, and manage
internal mobility and
upskilling.

platform'’s
multi-sided value

secondary:

Strategic leadership who
require visibility and
alignment between
workforce capability and
business transformation.

self visualisation” tools
(e.g., trajectory mapping,
skill risk alerts), offered
pre-emptively — not as
crisis response — before
job disruption hits.

——> Entry through visibility

dashboards, capability
maps, and strategic
reskilling audits that help
make existing workforce
data actionable.

paradigm change
from reactive

to anticipatory
service logic.

diagnostics

Awareness of
obsolescence & upskilling
needs

Exploring possible career
pathways

Using prototype tools for
visualising fit, value,
trajectory

HR + L&D

Running internal skill
audits

Participating in co-design -

of matching frameworks

Validating platform
output through live
employee cases

Strategic/
Leadership

Framing internal mobility
as strategic agility

Supporting role evolution
with investment in
transition tools

about future roles

Participation rate in skill-
matching and self-assessment
tools

% of employees initiating

proactive learning journeys
before disruption

> Increase in user engagement with
career design tools and internal
applications

> Accuracy of internal talent-role
matches

% of reskilling aligned to identified
capability gaps

> Uptake of manager-employee
career conversations
Reduction in time-to-fill future-fit
roles

-~ Increase in redeployment success
and reduced hiring costs

> % of roles supported with clearly
defined reskilling pathways

Cultivates a human-centred
transition culture — career change is
no longer a crisis, but a supported

evolution.

Organisational

Strengthens internal workforce
resilience and reduces hiring costs
through redeployment.

Ecosystemic

Builds a bridge between institutional
learning strategy and real-time
labour market signals (via external
platform).

Strategic

Enables proactive, skill-aligned
workforce transitions that support
long-term transformation.

What is the Who is your What is your entry What steps are What is the measurable What are the wider What is the long-term
problem you are key audience? point to reaching needed to bring effect of your work? benefits of your work? change you see
trying to solve? your audience? about change? as your goal?

Top-Down Job Transition FOR Employee

orders that are

disconnected from Mid-career employeesin —— Entry through “future- Self-narrative and career - > % increase in clarity/confidence Cultural To shift workforce transitions in

retail banking from reactive,
fragmented events into proactive,
visible, and supported journeys,
empowering employees with
career ownership, while enabling
organisations to align talent with

future strategic capability.

* Internal labour markets that are
transparent and confidence-
building

+ L&D that is precision-aligned to
real capability needs

* HR systems that serve as
enablers of transformation,

not gatekeepers

Behaviovral and infrastructural
layer, agency, anticipation,
and trust.



If-Then Hypothesis

Self-awareness KNOW YOURSELF

If employees gain greater self-awareness of their
skills, values, and career risks through the platform,

Discovery | NEED TO GAIN SKILL

If employees are empowered to discover relevant
skills and career pathways through personalised,
engaging, and data-driven tools,

then they will be better equipped to make proactive,
informed decisions about their development and
career direction, increasing their employability and
resilience in a changing workforce.

then they will make more informed, proactive
decisions to close their skill gaps and prepare for
future roles.

Goal Setting HOW MY SKILLS CAN TURN INTO A JOB

If employees have access to tools that map possible
career pathways and visualise job/role trajectories
based on their current skills and profile,

then they will be more likely to set concrete,
actionable career goals and engage in relevant
upskilling or reskilling activities, leading to more
effective and confident career planning.

Maintanence HOW CAN [ MAINTAIN LIFELONG RE/UPSKILLING HABITS

If the system integrates empathetic gestures and
rewards across the user experience, celebrating

progress, providing encouragement, and recognising

achievements,

then employees will be more likely to maintain
continuous personal development habits, leading to
greater adoption of lifelong reskilling and upskilling
behaviours.



Multi-Actor Value Prop

Employee aft risk croar . .

Skills progress
dashboards and

alerts (growth,
options, readiness) Interdepartmental
role design
H R Depa rfmenfs templates and

shared metrics
Self Assessment

tools

HR Business Partner

Support strategic execution and change Pathweys Proview

Rewards and
Badges

SERVICES
Personalised

Learning & Development

Manage training content

Unified role-skills
matching engine

Strategic Workforce Planning

Forecast skills and analyse demand Skl

individual profiles

Integrated support
sHR and LED

Symbology/Legend:

| @crvore @ Do @ueo

General

Planning models
enriched by user
activity and

GAIN CREATORS

PAIN RELIEVERS

Increased clarity of
transitions and
required skills

Improved
collaboration
and trust

More efficient,
effective reskilling
ecosystem

Navigate and
support workforce
transitions

¢ Forecast and
Plan and deliver respond to talent
reskilling initiatives s

Agency and
visibility into
career paths Discover viable Align skills with

roles future role
requirements
Employment

CUSTOMER
JOBS

retention

Access to

learning

Unclear role paths
and fransition
opportunities

Fragmented
systems and
communication
Lack of
direction

Poor coordination
across planning,
learning, and
execution



FUTUREFORGE  SERVICE BLUEPRINT:

Service Timeline SERVICE IMPLEMENTATION SERVICE IMPLEMENTATION

Employee Temporal Flow

Platform usage cycle Onboarding Self Awareness

|
1
- ——»

Discovery + Goal Sefting

Employee Journey . . . . . . e .

Lisa's company lounches a new Lisa receives an email to She registers and logs-in She completes optional She explores new roles with Receives personalised notification via Later, Lisa's is told that her Lisa activates her previous goal. Through the platform, she She maroges fo She begins o feel She's pecepted, The After a successful (harizontal) Lisa confinues using the
internal talent development create her account into the to her company’s new tools like the Vision Board clear requirements, future-fit platform; instant access to tailored department will likely be reaches out to someone who complete the core ready, empawered by transition is smoaother thon tronsition, she reviews her possible platform weekly, now
platform. It's fromed as a new FutureForge system FutureForge system, and Skills Analysis but skips role matches. and learning learning and planning resources. restructured in & months because The system guickly guides and aligns her recently made a similar transition, competencies progress trocking and expected. Her manoger pathways and update her vision buddying athers who
modern way to support career alengside her teamn. the rest for now. suggestions. of Al implementation, which may learning plan with the -month fransition also called a *buddy™ neaded for her peer affirmation. congratulates her publicly, board to identify what can she do are enfering their own
growth and navigate change. She bookmarks an alternate career put her job at risk. deadiine and her current work schedule, desired role within to better equip herself for a transition cycles.
Begins o understond herself as pathway and a learning pockoge to start kicking off her reskilling modules. Liso checks in weekly with her the & month time S0 she applies for a (vertical) transition.
on employee more holistically working on in her free time buddy and recelves badge frome. new role. 2 &
notificotions as she completes e e, S S 2
milestones. & S P e e R e e
——————————————————————————————————————— A _-___________---
T e ¥ e i’ PR
. =
X o =
* -

views progress

i Complates and collect badges
a  learning medules =
ErplpeeAcfars | & ® & & @ @ ® H —® & @ @ &
FS : Check-ins with

She clicks into the email, Goes through a short Explores and uses the various Updates her Career Vision Views learning suggestions Review platforms features Updates her Mobility Begina new : ! buddy for ndvice She applies for her new The system invites her to reflect Lisa opts into

which bring her into the series of questionnaire fo features in the platform. Board and decides to save a and goal recommendations and speaks fo managers Status, and creates an learning jaurney d - ond siippart role through the internal and update her Vision Board become a buddy and

anboarding page where determine her “learner Mainly self-owareness/ alternate career pathway based off saved bookmarks and colleagues actionable learning plan so she can be e e et S . Garenmvarmsnnannannes Talen! management and preview her next path, starts mentoring

she registers and is able to appetite and style” assessment tools, based off system suggestions and interests for her previously saved better equipped to ' system others

input the relevant skill and in Fathwoy Previews pathways ond existing make o tronsition ""“_—‘5 parts in short-term She notes interest in to progress

learning details ckillsets harizontally prejects {on occasion) into @ more Senior Role next.

a
ool

Physical Evidence | creeesemesseseieieieiee RS R SRS SIS G RS e @ @ @ _@ ; D:g }

[
B

Fron soge Actlons
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. Progress fracker for modules,

] with milestanes badges -
FUTUREFC’RGE ............................................................................ . . . . . . . . . . . . . .

. Actioriable learning . In-Platform only
(what the Employee sees) Digitol Account setup First time guided System prompts feature Automated notificotion if role af Tailored learning Links to System i plan edior (set 1 b iy et ok Links o ATS for role Confirmation Systemn prompts for a Vision Recelves a Buddy
Onboarding prompts (enter tour and various usage and discovery to risk {Al-driven, with links to plan aufo- LMS for prompts for 1 deodlines, odd tasks) . life boundaries applications (can be and transition Beard review and updete with profile badge and
guide is skilis, experience, features enable “Discovery and immediate learning resources) generated (oligned courses “buddy™ NEnFaaiand ks - b et L LS outo=populated from progress bor ongoing access to development unlocks a Buddy
activated learning goals) Goal-Setting” stage with employee's matching Quuick aligrer for learning plan with platform profile} campleted tools, progress tracking, and Profile view
chosen pathwaoys) restructuring deadlines and work schedule other features
ol ey
B = W R R R TR S T W e R e e e N e e R R P R e R N SN T N e R e e e e R RN S AN A A S A TR T E AR N f e e M Rt T MR RS S R g R e B e e N A e . X B S MR B AR SRS e R e A e AR A S S M el R SR B AN RN R D R R R B e e A S e e A e S R S e R B W EE S e R RS
POTUREEORGE | et & = ® & ® & @ ® i £ & e o ® ®
Back-end
(Technology} Platform pulls Saves, logs and analyses HRIS data Al engine matches employees o svilable Dynamic updating of Logs employee Risk engine flogs Automated Aute-generates Logs “Buddy" matching Syncs deadlines with Tracks medule completions, System automatically Analyfics monifor Al suggests next-step Buddy view/
employee profile and user-input data creates a career pothways based on skills, history, role dofobases and interests/bookmarks amployees offected by triggers send learning plan interoctions engine selects and upcoming business updotes talent pipefine doto links fram ATS fo employee engogernent, pathways, based an profile is activated
data from HRIS back-end profile for other future market trends. Auto-suggests leaming pathwoy requirements for predictive analytics organisational chonge tailored templates and and check-ins  connects oppropriate transformation schedules. Avtomoted reminders update profile identify future at-risk market and internal and adds o Buddy
analytics and features usage styles or recommends gssessment modules notifications/ modules using existing  for follow-up  peer mentors (using Badge/achievernent system  generated based on employes profiles mebility data profile bodge in
resources LAD content libraries  analytics previous transition data) vpdaotes employee record. engagement patferns platform
HRBusiness Planning ..................... . . . ‘ . . . . . . . ........................................................................
Early visibility i Manltors live Gans influence on talent Notification to HREP HREP notified of at- | Flags at-risk pools for HR/SWP update role
L ) Able fo aggregate i e : : A i :
into new joiners -wide skill data completion & gaps for mobility through priorifisation when employee risk cases for patential strategic reporting. i : ond compefency
interests/risks : org o ! departments and teams of certain roles/skills bookmarks/saves high- intervention ©  Refines transition targets | dotobases
. I patential or critical roles } Gets updates i
Strategic Workforce _ . N T
Plunnlng Teams ! . skills gap analytics
Auto-notification o Analyses which paths ore most/ | Swp"';"f‘z “:"ﬁe_d :iﬂ Sees trends inwha is planning i Tnrealtime Assesses readiness
SWP for gop data lecst chosen, able to refine :m” i bt transitions and where and adjust for fulure maves;
workforce flow assumptions i mm!ﬂa“ e system occording fo workforce needs E vpdates org pipeline
! learning gaps i
Lecring rdDRIPTTE | & & & EX & & B £ &
Teams
Receives signals of most common Plan and deployment fast-tracks Sees spike ininterest in particular transitions. Able to design new badge/reward Measures how learning LED triggers any Refines long-term Refines long-term
onboarding learning needs resource deployment to support Bundles/Packoges learning content types bosed on engogement activities impaoct mandatary compliance upskilling journeys upskiling journeys
Aligns first madules at-risk employees analytics: successful transitions or upskilling modules and content and content
e ke vt
Suppariing Proeses
SUDBOMNG Priceises | 20— e——— e Al ——— . S — . —— e —————————————e e ————— ] Sr—— — 5 4% G A LR e
Internal comms to broadcast * T ensures gccess/SSO pravisioning * Automated cross-check: HRIS, ATS, and platform Flogs and routes high-risk Platform sends summary Manthly talent mobility Internal comms Platform triggers outomatic content assignment Platform invites eligible mentors; sends Notification warkflow to “Welcome” comms Platform scons for eligible
new FutureForge platform + Data privacy/legal sign-off synchronize employee dota for ssamless provisioning. assassment results to HRBP/ of new role interests/ review meeting across pushes open rele and syncs key milestones to employee and aute-mateh introductions; backup relevent manager, HRBP, prepared for successful new mentors; prompts opt-in
External Dltfarm via email, intranet or teom * SLA triggers fo clert support if anboarding isn't LED for early intervention bookmarks te relevant HRBP, SWP, and LED to “spotlights” monthly manager calendars. LED notified for review of escalation to HR if peer matching fails. and SWP when infernal fransitions and schedules intro meetings
meatings completed in 48 hours HREP & SWP leads discuss frending inferests underused or highly-demanded content Buddy check-in reminders scheduled application submitted
Symbology/Legend:

st @ 2 @ e @iz Oy @i | @ @i @ Dow Pio FUTUREFORGE




Competitive analysis

Employee
Focused

(Employee-Dynamic)
live pulse surveys and
feedback loops, but without

Dynamic

(real-time / continuous)
N

(Hybrid-Dynamic)

Unique territory combining
employee empowerment,

HR visibility/intervention,

(HR-Dynamic)
real-time workforce analytics
and sentiment insights for HR

<

o . real-time emotional managers
HR/leadership integration .
awareness, and Al-driven
next steps. EX) PointerPro / oth
(EX) Centrical P {2 VIRCIn el Lty
360-degree feedback tools
Hybrid
(Hybrid-Static)
Empl -Stati int ted I
| (Employee . a .|c) . in egrc? ed emp oyee. (HR-Static)
Skills Base - periodic skill self-service + HR tools via . .
. scheduled, evaluation-centric,
assessments, no real-time scheduled workflows
HR-led only
feedback
(EX) Workday / SAP
EX) UKG Pro / Visier
(EX) Skill / Skills Base SuccessFactors / Oracle (EX) !
Cloud HCM
A 4
Static

(one-off / scheduled)

>HR-Focused



Limitation & finding first customer

Major banks such as Lloyds and HSBC already operate large-scale internal career mobility and learning platforms.
This creates high switching costs for infroducing entirely new systems like FutureForge.

Start with Small banks

Target small fo mid-sized regional banks,
where awareness of workforce risks is low
and existing systems are limited.

This helps us:
* Deliver value quickly with minimal
barriers
* Build case studies and track record
* Create momentum from early success

Start with Narrow Target
in Large banks

Offer FutureForge as a free, limited-scope
trial for specific employee groups (e.g.,
those facing redeployment).

This allows us to:
* Show real impact without full
Infegration
» Gather feedback and behavioural data
» Build internal buy-in through hands-on
experience
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Scan the QR code to view
our full project report

Thank you for viewing

FUTUREFORGE




