***Thank you for providing these survey questions. As your REAP|Change™ A.I. Assistant Dante, I'll compare the ideal responses for a "friction-less" change scenario for change management
with your survey answers. I base my analysis on the REAP|Change™ Framework and Knowledge Base. I'll analyze alignment across the organization, potential staff uneasiness, indicate the

amount of "friction" the change program may encounter, and suggest alignment remediations.
Survey Findings Analysis:

How well-defined are your organization's core values?

Answer Given: Poorly defined

Ideal Response: Clearly defined and widely communicated

Analysis: The current response indicates a significant gap in the clarity and communication of core values. Well-defined core values serve as a compass for employees, providing direction and

purpose. This misalignment could lead to confusion and lack of unified effort towards the change initiative.

How aligned are your organization's stated values with its actual practices and behaviors?

Answer Given: Poorly aligned

Ideal Response: Strongly aligned

Analysis: The poor alignment between stated values and actual practices leads to mistrust and skepticism among employees. Practicing what you preach is critical for gaining buy-in and

fostering a culture of integrity.

How frequently does your organization reinforce and celebrate its core values?

Answer Given: Occasionally or inconsistently

Ideal Response: Regularly and consistently

Analysis: Infrequent reinforcement of core values suggests a missed opportunity to build a strong organizational culture. Regular celebration of values helps in embedding them into daily

operations and aligning employee behaviors with organizational goals.

How well do your organization's values align with the goals of the AI-driven change program?

Answer Given: Poorly aligned

Ideal Response: Strongly aligned

Analysis: Misalignment here can lead to resistance as employees may not see the relevance or benefit of the change program in relation to the organization's values. This could hinder the

adoption and success of the change initiative.

How well do your employees understand and embrace your organization's core values?
Answer Given: Somewhat understand
Ideal Response: Strongly understand and embrace

Analysis: Poor understanding of core values indicates that employees might not feel connected to the organizational mission, potentially leading to disengagement and resistance to change.

To what extent is the decision to undergo the AI-driven change program driven by your organization's Narrative?

Answer Given: Not at all

Ideal Response: Mostly

Analysis: The organization's narrative is a powerful tool for creating a compelling case for change. Lack of alignment with the narrative suggests a missed opportunity to leverage corporate

mythology and origin stories to motivate and inspire employees.

To what extent is the decision to undergo the AI-driven change program driven by FUD (Fear, Uncertainty, Doubt)?

Answer Given: Mostly

Ideal Response: Somewhat

Analysis: A change initiative primarily driven by FUD can lead to anxiety and defensive behaviors among employees. While some degree of urgency is necessary, over-reliance on FUD can be

counterproductive.

To what extent is the decision to undergo the AI-driven change program driven by a Burning Platform?

Answer Given: Somewhat

Ideal Response: Somewhat

Analysis: The response aligns well with the ideal scenario. Recognizing a burning platform ensures that there is a clear and compelling reason for the change, adding necessary urgency

without overwhelming employees.

To what extent is the decision to undergo the AI-driven change program driven by the Interests of Shareholders?

Answer Given: Somewhat

Ideal Response: Somewhat

Analysis: This alignment suggests a balanced approach where shareholder interests are considered without overshadowing other critical factors like employee well-being and organizational

narrative.

To what extent is the decision to undergo the AI-driven change program driven by the Interests of Executives?

Answer Given: Mostly

Ideal Response: Somewhat

Analysis: A focus solely on executive interests can create a perception of top-down imposition, leading to resistance among non-executive staff. It's essential to balance executive interests

with broader organizational and employee considerations.

To what extent has the organization expressed its trust in Non-Executive Employees by placing results and relationship over presenteeism?

Answer Given: Not at all

Ideal Response: Entirely

Analysis: Lack of trust in non-executive employees can lead to micromanagement and disengagement. Expressing trust and valuing results over mere presence fosters a culture of

empowerment and accountability.

To what extent has the organization shared the benefits of productivity and profitability gains with Non-Executive Employees?

Answer Given: Not at all

Ideal Response: Entirely

Analysis: Not sharing the benefits creates a divide between management and non-executive employees, leading to dissatisfaction and reduced motivation. Equitable sharing of gains

contributes to a sense of shared purpose and collective success.

What is the purpose of the technology to be implemented?

Answer Given: Staff replacement

Ideal Response: Staff Capability Augmentation

Analysis: Implementing technology for staff replacement erodes trust and creates a culture of fear. On the other hand, technology aimed at augmenting staff capabilities enhances employee

potential and aligns with a people-centric approach.

How well does your organization communicate the rationale and benefits of the AI-driven change program to employees?
Answer Given: Poorly communicates
Ideal Response: Clearly and consistently communicates

Analysis: Poor communication breeds uncertainty and resistance. Clear and consistent communication is crucial for building understanding, trust, and buy-in for the change.

How well does your organization address employees' concerns and fears related to the AI-driven change program?
Answer Given: Does not address concerns
Ideal Response: Proactively addresses concerns and fears

Analysis: Ignoring employee concerns leads to increased anxiety and resistance. Proactive engagement and addressing fears can mitigate uneasiness and foster a supportive environment.

How well does your organization involve employees in the planning and implementation of the AI-driven change program?

Answer Given: Involves somewhat to limited extent

Ideal Response: Actively involves employees and seeks their input

Analysis: Minimal involvement of employees can lead to feelings of exclusion and resistance. Active involvement ensures that employees feel valued and their insights can contribute to a more

effective implementation.

How well does your organization provide support and resources to help employees adapt to the AI-driven change program?
Answer Given: Provides minimal support
Ideal Response: Provides comprehensive support and resources

Analysis: Minimal support can lead to frustration and disengagement. Comprehensive support and resources are vital for helping employees adapt and succeed in the new environment.

Degree of Value Alignment and Uneasiness:
Value Alignment: The current responses indicate significant misalignment in core values, communication, and involvement of employees in the change process. The organization is also heavily

driven by executive interests and FUD, which contrasts sharply with the ideal balanced approach recommended by the REAP|Change™ Framework.

Uneasiness Among Non-Executive Staff: Given the poor alignment, lack of communication, minimal involvement, and inadequate support, non-executive staff are likely experiencing extensive

uneasiness. The heavy reliance on surveillance, coupled with minimal sharing of benefits and lack of trust, exacerbates this discomfort.

Management Resolution: Management's current approach appears insufficient in resolving uneasiness:

Communication: Poorly communicates the rationale and benefits, leading to uncertainty.

Addressing Concerns: Does not address employee concerns, causing further anxiety.

Employee Involvement: Minimally involves employees, which alienates them from the process.

Support and Resources: Provides minimal support, making adaptation challenging.

Conclusion:
The survey results highlight significant gaps and misalignments that are contributing to friction in the change management process. Addressing these issues requires a comprehensive
strategy focused on clear communication, proactive engagement, trust-building, and equitable sharing of gains. Adopting a people-centered approach as advocated by the REAP|Change™

Framework can help in reducing resistance, fostering a supportive culture, and achieving a successful AI-driven transformation. *



