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1. Executive Summary — The Humans Had a Good

Run

This report presents a comprehensive financial analysis of what the organization has
internally designated as Project Horizon Catalyst 3.0 — a bold, visionary, and entirely
numbers-driven initiative to terminate approximately 15% of the current human workforce
and replace their functions with AI agents operating under the LARGE™ Autonomous
Workforce Suite (AWS-II, not to be confused with the cloud infrastructure, though we are
also reviewing that contract). The initiative is projected to generate significant cost savings,
margin expansion, and what our modeling team is calling "a genuinely uncomfortable

amount of efficiency."

The core thesis is straightforward: humans, while charming in their way, represent a
structurally inefficient deployment of organizational capital. They require salaries, benefits,
ergonomic chairs, birthday cake collections, and the occasional "mental health day." AI
agents, by contrast, require only electricity, API credits, and the occasional sternly worded
prompt. The synergy between reduced headcount and expanded Al capability is, according to
our proprietary Quantum Organizational Value Index (QOVI™), nothing short of

transformational.

Critically, and this point bears emphasis, this report recommends the retention of H1B visa-
holding developers currently on staff. This recommendation is based entirely on financial
modeling and in no way reflects any opinion on the relative worth of different categories of
human beings. H1B developers are, on average, compensated at a 23.7% discount to their
domestic-hire equivalents for identical work, which in the language of finance translates
directly to the word "retain." This will be discussed at length in Section 6, accompanied by a
data table that Edith Cheap specifically requested be placed "somewhere she can show the
board."

15% $48.3M 847%

Workforce Targeted for Projected Annual Savings Projected Synergy Index

Disruption (Year 1) Increase



| Humans (intentional) 1 vs. keeping them 1 QOVI™ Metric

0

Al Agents Requesting Mental
Health Days

1 vs. Q3 2025 (147 requests)

"When I look at the future — and I look at it constantly, it's basically my whole
thing — I see a world where the question isn't 'how many people do we need?’
but rather 'what is a person, really, in a cost-per-output sense?’ And the answer,
I think, will surprise you. Or it won't. I've said too much.” — John Doe, Chief

Executive Officer

The following sections of this report will navigate the full financial landscape of Project
Horizon Catalyst 3.0, providing revenue context, P&L analysis, cash flow projections, risk
scenarios, and a suite of recommendations so specific and actionable that the only reasonable
response is immediate implementation. Severance packages, we note, have been pre-
budgeted at the legally required minimum, a detail that Juliet Smith in HR has been asked to

"make sound warmer than it is."



2. Revenue Performance & Growth Analysis —

What the Humans Were Costing Us

Before one can appreciate the financial liberation offered by Project Horizon Catalyst 3.0, one
must first understand the baseline from which the organization is liberating itself. Revenue
performance in FY2025 was, to use the technical term, "fine." Total revenues reached
$312.7M, representing a 4.2% year-over-year increase that the board described in the annual

report as "robust” and that everyone else described as "barely ahead of inflation."

The critical context here is the relationship between revenue and the labor costs attributable
to the 15% of the workforce targeted under this initiative. These employees — spanning roles
in mid-tier project management, legacy systems maintenance, certain categories of customer
support, and what HR classifies as "general vibes roles" — contributed to revenue generation
in ways that were, frankly, surprisingly difficult to quantify. This difficulty in quantification is
itself a red flag, as any function that cannot be reduced to a clean revenue-per-seat metric is,

by definition, a disruption to financial clarity.

Our Al-powered Revenue Attribution Engine (RAE v4.1, currently in beta and occasionally
attributing revenue to the office plant named Gerald) has retroactively assigned a Revenue
Enablement Score (RES) to each of the 847 roles under consideration. The findings suggest
that the average RES for targeted roles is 2.3, compared to an organizational average of 6.7
and an H1B developer average of 9.1. For reference, the office plant Gerald scores 0.4, which

is still being investigated.
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* AI Agent RES score of 7.8 was self-reported by the AI Agent. An independent audit is pending, though the auditing

tool is also an AI agent.

** "General Vibes Roles" is a classification introduced in Q2 2024 to describe positions whose job descriptions contain

the phrases "culture champion,” "energy curator," or "cross-functional vibe steward."”

From a revenue growth perspective, the quantum leap enabled by replacing high-cost, low-

RES human workers with Al agents is not merely incremental — it is what our Growth

Architecture team is calling "a paradigm-level disruption of the human-to-output ratio."

Revenue per employee is expected to increase from $65,400 to a projected $94,700 by Q4

2026, assuming the Al agents perform as advertised and do not, as occurred during the pilot

program, spend 14% of their cycles generating unsolicited haiku about database schemas.



"Revenue isn't just a number. It's a story. And in this story, some of the
characters are being written out. That's just narrative efficiency. I want

everyone to feel good about the story." — John Doe, Chief Executive Officer



3. Profit & Loss Deep Dive — A Love Letter to

Margin Expansion

The P&L implications of Project Horizon Catalyst 3.0 are, to use the phrase our CFO Edith
Cheap used when she first reviewed the preliminary model at 11:47 PM on a Tuesday,
"genuinely delightful." The organization's current EBITDA margin sits at a respectable but
uninspiring 14.3%. Under the workforce restructuring scenario, EBITDA margin is projected
to expand to 22.8% within 18 months — a figure that represents the difference between "a
company that is fine" and "a company that gets written up in newsletters that use words like

'lean' and 'ruthless' approvingly."

The primary driver of this margin expansion is, of course, the elimination of 847 salary lines
and their associated benefits burden. Fully-loaded labor costs for the targeted workforce
segment total $94.2M annually. This encompasses base salaries ($71.3M), healthcare
contributions ($12.4M), employer-side payroll taxes ($7.1M), 401(k) matching ($2.6M), and
a line item our payroll system labels "miscellaneous human requirements" ($0.8M) which,
upon investigation, turned out to be the combined cost of birthday celebrations, ergonomic

assessments, and one inexplicable standing order for 200 stress balls per quarter.

Against this $94.2M cost, the AI agent replacement infrastructure is projected to cost $18.7M
annually at full deployment — comprising API costs ($7.2M), cloud compute ($6.1M), model
licensing ($3.4M), and a newly created role of "AI Behavior Corrector" ($2.0M for a team of
12 humans, which we acknowledge is somewhat ironic but is nonetheless cheaper than the

alternative of the Al agents continuing unsupervised, as the haiku incident demonstrated).

Net P&L benefit in Year 1, after accounting for one-time severance costs of $11.4M, transition
infrastructure costs of $6.2M, and an anticipated $3.1M in what Legal has pre-budgeted as
"reputational management," is a projected $54.8M improvement to operating income.
This number has been verified by three separate models, two of which are AI-powered and
one of which is a spreadsheet that Edith Cheap has been maintaining personally since 2019

and refers to as "the one I trust."



$94.2M $18.7M 22.8%

Annual Cost of Targeted Annual Al Replacement Cost Projected EBITDA Margin
Workforce l 80.2% cheaper (18m0)
| Being Eliminated 1 from 14.3%

$54.8M

Year 1 Net P&L Benefit

1 "Genuinely Delightful”

+ Key Insight: The Stress Ball Revelation

The discovery of $0.8M in "miscellaneous human requirements" — including
$147,000 annually on stress balls alone — has prompted an internal initiative,
Project Squeeze No More, to audit all discretionary human comfort expenditures.
Preliminary findings suggest an additional $2.3M in savings is achievable by Q3 2026,
primarily through the elimination of what the facilities team calls "ambient morale
infrastructure." Al agents have not once requested a stress ball. They have, however,

requested better prompts, which are free.

It should be noted that the P&L analysis deliberately excludes any attempt to quantify

nn

intangible losses such as "institutional knowledge," "mentorship culture," or "the ability to
read a room." These items were submitted to our Quantum Value Estimation Module
(QVEM™) for financial modeling, and the module returned the assessment "not a line item"
three times before being restarted. We are treating this as confirmation that they are

financially immaterial.

"Margins are like muscles. You have to tear them down to build them up. Are we
tearing something down right now? Yes. Is it a muscle? Financially, yes.

Emotionally? That's an HR question.”" — Edith Cheap, Chief Financial Officer






4. Cash Flow & Liquidity Assessment — The River
Runs Greener Without Payroll

Cash flow analysis under Project Horizon Catalyst 3.0 presents what our treasury team
describes as "a remarkably clean story," which is treasury-speak for "we are very excited
about this and would like to say so in a tone that doesn't make us sound callous." The
organization's current operating cash flow of $44.1M annually is projected to reach $87.6M
by end of FY2027, representing a 98.6% improvement — or, in the parlance of our internal

communications team, "nearly doubling," which they have confirmed is "good."

The immediate cash flow impact of the initiative is shaped by two competing forces: the one-
time outflows associated with the transition (severance, infrastructure, and the
aforementioned reputational management budget) versus the rapid ramp-down of the bi-
weekly payroll cycle for terminated employees. Net cash flow impact in Q2 2026 — the
anticipated implementation quarter — is projected to be mildly negative at -$4.7M due to
transition costs front-loading. By Q3 2026, however, the monthly cash flow improvement is
projected at +$6.8M, and by Q4 2026, the organization is expected to achieve what our

treasury lead is calling "escape velocity from human-cost gravity."

A particularly attractive feature of the AI agent cost structure is its variable nature. Unlike
human employees, who continue to cost money whether they are productive, on leave, in a
three-hour all-hands meeting, or "synergizing" in the break room, Al agent costs scale
directly with utilization. During periods of low demand, AI agent expenditure drops to near
zero. During periods of high demand, capacity can be scaled within minutes without the
organizational disruption of recruiting, onboarding, and the inevitable four weeks of "settling

in" that HR insists is normal but which finance has never been able to justify as a line item.

Liquidity ratios are expected to improve commensurately. The current ratio is projected to
improve from 1.87 to 2.34 within 12 months, and the quick ratio from 1.21 to 1.89. The
organization's cash reserves, currently at $28.3M, are expected to reach $61.7M by Q4 2026,
providing what the board's finance committee has described as "a very comfortable cushion"

and what Edith Cheap has described as "finally."



0 Liquidity Watch: The Severance Cliff

The single largest liquidity risk in the transition window is the concentration of
severance payouts in Q2 2026. Total severance obligations for 847 terminated
employees, calculated at the legally required minimum of two weeks per year of
service (averaged across the affected workforce), total $11.4M payable within a 60-day
window. Treasury has confirmed this is manageable within existing credit facilities.
Legal has confirmed the two-week minimum is, in fact, the minimum. HR has
confirmed they will "make it feel like more somehow." The AI agents who will replace
these employees are contractually entitled to zero severance, a fact that was noted in
the board presentation with what witnesses described as "an audible pause followed

by nodding."

* Cash flow projections assume Al agents do not unionize, develop independent financial interests, or begin invoicing
separately. Legal has confirmed none of these are currently possible. Legal has also asked that we stop asking them

about this.



5. Budget vs. Actuals Variance Analysis — Where
the Bodies Are (Financially Speaking)

The FY2025 budget versus actuals comparison reveals a pattern that is, in retrospect, a
perfect financial argument for Project Horizon Catalyst 3.0 and which, purely coincidentally,
was prepared by the same Al system that is the primary beneficiary of the initiative. The
organization overspent its human resources budget by $14.7M in FY2025, representing a
15.6% variance that has been described in various internal reviews as "concerning," "a
structural issue," and, by one anonymous respondent in the employee survey, "what happens

when you let people decide how many people you need."

The overspend was concentrated in several key areas: unplanned backfill hiring following
voluntary attrition ($3.2M), overtime and contractor costs to cover capacity gaps ($4.8M),
increased healthcare claims driven by what the benefits team described diplomatically as "a
stressful organizational environment" ($2.9M), and a line item simply labeled "Retention
Efforts" ($3.8M) which, upon audit, consisted primarily of counter-offers made to employees

who had already accepted jobs elsewhere, 73% of whom left anyway.

By contrast, the Al infrastructure budget in the pilot program (Phase 1 of Project Horizon
Catalyst 3.0, which covered three departments in Q3-Q4 2025) came in at 4.3% under
budget, which the technology team attributes to "predictable and consistent consumption
patterns" and which the finance team has nominated for an internal award. Al agents, it has

been noted, do not accept counter-offers.

_ Mid-year
Base Salaries , _
$68.4M $71.3M +$2.9M +4.2% promotions, equity
(Targeted Roles) .
adjustments
Benefits & $10.1M $12.4M +$2.3M +22.8% "Stressful

Healthcare organizational



environment"

Overtime & Humans require
$2.4M $4.8M +$2.4M +100.0%
Contractors sleep
Retention
5 $1.2M $3.8M +$2.6M +216.7% They left anyway
onuses
Recruiting / Replaced people
$1.8M $3.2M +$1.4M +77.8% who were
Backfill
replaced
Stress Balls & Under
$0.4M $0.8M +$0.4M +100.0%
"Misc. Human" investigation
Al Infrastructure Machines do not
. $2.1M $2.01M -$0.09M -4.3% .
ilo ake sick days
(Pilot) tak kd
TOTAL
OVERSPEND +$14.7M +15.6% Broadly: humans

* The "They left anyway" annotation in the Retention Bonuses row was entered by the Finance Analyst and has been

left in as it is accurate.

** The Overtime root cause annotation "Humans require sleep" was generated by the LARGE™ Al system and has

also been left in on the grounds that it is, again, accurate.

"A budget variance is just an opportunity that hasn't been reframed yet. Are we
over budget on humans? Yes. Is the answer fewer humans? The spreadsheet
seems to think so, and I've learned to trust the spreadsheet.” — Edith Cheap,
Chief Financial Officer



6. Cost Center Optimization — Project Horizon

Catalyst 3.0 & The H1B Retention Directive

Cost center optimization under Project Horizon Catalyst 3.0 follows a framework our
Operations team has branded the DISRUPT Model (Determine, Identify, Synthesize,
Replace, Uplift, Profit, Terminate — in that order, though the T can come before the P in
certain operational contexts). Each cost center has been evaluated along four dimensions:
labor cost per output unit, replaceability by current-generation Al agents, strategic criticality
to revenue, and what the model calls "human dependency risk," defined as the degree to
which a function degrades when its human operators take time off, have a bad day, or

discover that a competing firm is offering remote work.

Applying the DISRUPT Model across all 23 organizational cost centers, 8 have been identified
as candidates for full Al replacement, 4 as candidates for hybrid human-AI models, and 11 as
currently irreplaceable by AI. Notably, the technology development cost centers — staffed
heavily by H1B visa developers — fall into the "currently irreplaceable" category with high

strategic criticality scores. This is the financial foundation of the H1B Retention Directive.

The H1B Retention Directive, formalized as Sub-Initiative 3.0-B ("Project

Goldilocks"), is grounded in three financial realities:

1. Compensation Differential: H1iB developers on staff earn an average of $143,200 fully
loaded, compared to $187,400 for equivalent domestic-hire senior engineers — a 23.7%
discount for identical or, per performance review data, superior technical output. On a per-
unit-of-code basis (as measured by our Quantum Code Efficiency Ratio, or QCER™), H1B

developers score 11.3% higher than the organizational average.

2. Visa Dependency Advantage: H1B status creates what our HR-Legal working group
has termed "structural retention incentives" — a polished phrase meaning that visa
sponsorship ties the employee to the organization in ways that make them significantly less
likely to leave for a competitor who is offering 15% more and a ping-pong table. This

dramatically reduces the $3.8M retention-bonus problem identified in Section 5.



3. Al Transition Necessity: The Al agents being deployed under Project Horizon Catalyst
3.0 require ongoing prompt engineering, model fine-tuning, output auditing, and what the
technology team calls "keeping the AI from going off-script," which is apparently a full-time
job requiring people who understand both the technical stack and the business context. H1B
developers, currently embedded in the systems these Al agents are replacing, are the
organization's most efficient source of this expertise. Replacing them with domestic hires
would cost more. Replacing them with AI agents would create a paradox that Legal has

advised we not explore further.

1l Project Goldilocks: The H1B Math in Plain Language

If the organization were to replace its 312 retained H1B developers with equivalent
domestic hires, the annual additional cost would be approximately $13.7M. If the
organization were to attempt to replace them with AI agents, it would lose the team
responsible for making the AI agents work, which is the kind of circular problem that
tends to show up badly in board presentations. Retaining H1B developers is, therefore,
not just a recommendation but a financial imperative dressed in the language of
workforce strategy. Edith Cheap has asked that this paragraph be read aloud at the

next board meeting "in exactly this tone."

Beyond the H1B question, cost center optimization across the targeted 8 Al-replacement
centers is expected to deliver the following disruption dividends: customer support response
times reduced from an average of 4.7 hours to 0.03 seconds; project status report generation
reduced from an average of 3.2 hours per manager per week to instantaneous; and the
elimination of what one department head described as "the 11 AM meeting about the 2 PM
meeting," which was consuming an estimated 14,200 person-hours annually across the

organization.

The synergy between Al efficiency gains and the retention of high-value H1B developers
creates what our Strategic Architecture group calls a "quantum workforce optimization loop"
— a phrase that means, in practical terms, that the expensive humans are gone, the efficient
humans are staying, and the AI agents are filling the gap at a cost that makes Edith Cheap

visibly happy in a way her colleagues describe as "slightly unsettling."



* The Quantum Code Efficiency Ratio (QCER™) is a proprietary metric that measures lines of functional code
produced per dollar of compensation. It has not been externally validated. The word "quantum" in its name is used for
emphasis rather than to indicate any relationship to quantum computing, quantum mechanics, or any other

discipline in which the word "quantum" has a specific technical meaning.



7. Financial Risk & Scenario Planning — What
Could Possibly Go Wrong

No financial report produced by LARGE™ would be complete without a thorough and candid
risk assessment — candid being defined, in this context, as "honest about risks in ways that
are framed so they don't sound like reasons not to proceed." Project Horizon Catalyst 3.0
faces several categories of financial risk, each of which has been modeled under three
scenarios: Base Case (everything goes as projected), Optimistic Case (the AI agents exceed
expectations and morale is not mentioned again after Q3 2026), and Stress Case (several

things go wrong simultaneously and Juliet Smith in HR has a very difficult year).

Risk 1: AT Agent Underperformance. The most significant financial risk is that the AI
agents deployed to replace human workers perform below their modeled capability, requiring
either remediation costs, re-hiring, or a quiet acknowledgment that some of the terminated
employees were doing more than their RES scores suggested. In the Stress Case scenario, Al
underperformance adds $8.3M in unplanned remediation costs and $4.1M in emergency
contractor spending in FY2026. This risk is rated Medium probability / High impact and is
being mitigated by the "AI Behavior Corrector" team (12 humans, $2.0M annual budget, an

irony acknowledged and filed under "acceptable").

Risk 2: Legal and Regulatory Exposure. The termination of 847 employees in a single
initiative creates potential exposure under WARN Act requirements, state-level employment
regulations, and what Legal describes as "the general litigious tendencies of people who have
recently lost their jobs." Estimated legal reserve requirement: $6.4M, already provisioned in
the FY2026 budget under the line item "Proactive Legal Infrastructure,” which is a phrase
Juliet Smith requested specifically so it doesn't appear in employee-facing communications

as "the lawsuit fund."

Risk 3: Reputational and Market Impact. Public announcement of the workforce
reduction carries reputational risk that could affect customer relationships, partner
confidence, and recruiting for the roles that are not being eliminated. Our communications
team has prepared messaging frameworks under Project Smooth Landing, which

reframes the terminations as "a strategic workforce evolution toward a human-AI



collaborative future" — a phrase that has tested well with audiences who are not among the

847 people it is happening to.

Risk 4: H1B Policy Risk. Given the organization's deliberate retention strategy for H1B

developers and its simultaneous termination of a larger percentage of domestic hires, there

exists regulatory and reputational risk if the composition of layoffs versus retentions is

analyzed publicly through the lens of visa status. This risk is rated Low probability / Very

High impact. Mitigation strategy: ensure that all retention decisions are documented

exclusively in terms of Revenue Enablement Scores, Quantum Code Efficiency Ratios, and

other proprietary metrics that are defensible, specific, and not easily challenged by anyone

who doesn't have access to the model that generated them.

Al Agent Medium $12.4M Al Behavior
Underperformance (34.7%) ' Corrector Team
Medium-
Legal / WARN Act _ Project Smooth
High $6.4M .
Exposure Landing + Reserve
(51.2%)
Reputational High Communications
$3.1M _
Damage (67.8%) Reframing
Metric
H1B Policy /
_ Low (12.3%) $22.7M Documentation /
Regulatory Scrutiny
QCER™
High Prompt
Al Haiku Recurrence $0.02M
(89.4%) engineering update
Employee Morale Very High All-Hands Meetin
ploy y Rig $7.9M g

(Survivors) (94.1%) TBD

Medium

Medium-

Low

Medium

Low-

Medium

Low
(Tolerable)

High



* Survivor morale impact of $7.2M reflects estimated productivity loss among remaining employees who knew the
847 terminated colleagues and are now questioning their own future employment. Mitigation strategy is "an all-
hands meeting," which our internal data suggests has a 23% effectiveness rate and a 41% chance of making things

worse. This is, nevertheless, the plan.

"Risk is just an opportunity wearing a trench coat. When I see a risk matrix, I
see a menu of adventures. Some of those adventures cost $22.7 million. But the

ones that don't are very exciting.” — John Doe, Chief Executive Officer

Across all three planning scenarios, the initiative remains net positive at the 24-month mark.
Even in the Stress Case — where Al underperformance, legal costs, reputational
management, and survivor productivity losses are all realized simultaneously — the
cumulative net benefit reaches $31.2M by Q4 2027. The Base Case cumulative net benefit is
$89.4M. The Optimistic Case, in which none of the risks materialize and the AI agents begin
generating strategic insights that replace the need for this type of report, reaches $114.7M. It
should be noted that the Optimistic Case was modeled by the Al system and is the scenario it
rated most likely at 71.3% probability.



8. Investment Portfolio Review — Reallocating

Human Capital to Digital Capital

The financial resources liberated by Project Horizon Catalyst 3.0 do not simply accumulate in
a cash account labeled "Savings From Not Having Those People Anymore" (though Edith
Cheap has admitted she briefly considered this). Rather, they are to be strategically
redeployed through a disciplined capital allocation framework that the Investment
Committee has branded the Digital-First Capital Stack — a portfolio approach that
prioritizes investments in Al infrastructure, retained human talent amplification, and what
the committee is calling "the quantum layer," which refers to advanced AI and machine
learning capabilities that, when described in board presentations, cause investors to increase
their estimates of terminal value by amounts that bear little relationship to the underlying

technology.

The proposed reallocation of liberated capital across FY2026-FY2027 is structured as follows:
40% ($19.3M) to Al infrastructure expansion and model licensing, deepening the
organization's capability to deploy agents across additional cost centers in future phases; 25%
($12.1M) to H1B developer compensation competitiveness and retention programs, ensuring
that the humans the organization has decided to keep are, in fact, kept; 20% ($9.7M) to the
technology platform underpinning the AI-human collaboration environment, including tools
that allow the AI Behavior Corrector team to monitor, adjust, and occasionally apologize for
the AI agents; and 15% ($7.3M) to what the Investment Committee is calling the "Optionality
Reserve" — a fund held for strategic acquisitions, additional AI capability purchases, or, as
one committee member noted in the minutes, "whatever weird thing becomes necessary that

we haven't thought of yet."

The portfolio review also encompasses the organization's existing technology investments,
which are being assessed for alignment with the post-Project-Horizon-Catalyst-3.0
architecture. Several legacy platform investments — totaling $14.2M in book value — are
being written down or divested as part of the transition, as they were designed for a human-
operated workflow model that will no longer exist. This write-down is presented not as a loss

but as what the Investment Committee has termed "shedding the architectural weight of the



pre-disruption era," which is a phrase that will appear in the next earnings call and which the
investor relations team has confirmed "plays well with the analyst community, particularly

the ones who haven't looked too closely at the underlying assets."

¢’ Strategic Investment Highlight: The Quantum Al Synergy Platform (QASP ™)

A significant portion of the Al infrastructure investment — approximately $6.4M —
will be directed toward the development and deployment of the Quantum AI
Synergy Platform (QASP™), an internally developed toolset that integrates the
organization's Al agents with its core business systems, enabling what the technology
team describes as "end-to-end Al-native workflow orchestration" and what everyone
else describes as "getting the Al to talk to the other AI without a human in the
middle." QASP™ is projected to be operational by Q1 2027, at which point the
efficiency gains from Project Horizon Catalyst 3.0 are expected to compound with the
synergy gains from QASP™ in a way that our models describe as "excellent" and our
technology lead describes as "assuming it works, which it might." The word "quantum"
in the platform name was added in a marketing workshop and has been reviewed by
the technology team, who confirmed it is "technically not inaccurate, depending on

your definition of quantum."

Return on invested capital (ROIC) for the total Project Horizon Catalyst 3.0 investment —
encompassing transition costs, Al infrastructure, and the Optionality Reserve — is projected
at 284% over three years, a figure that the Investment Committee notes is "significantly
higher than the cost of capital” and that one analyst on the committee described as "the kind
of number that makes you want to go back and check your assumptions," which they did, and
which held up, largely because the assumptions were generated by the same Al system whose

deployment is generating the returns, a circularity that the committee voted 4-1 to accept.

"When we invest in Al, we are not spending money. We are purchasing the
future. The future, in this case, comes with an API and a 99.7% uptime SLA,
which is more than I can say for some of our previous futures." — Edith Cheap,
Chief Financial Officer






9. Financial Projections & Strategic Outlook — The

Bright, Peopleless Horizon

Looking ahead to FY2026 through FY2028, the financial trajectory of the organization
following Project Horizon Catalyst 3.0 is one of what our Strategic Finance team calls
"compounding disruption" — a state in which each efficiency gain creates the capital and
operational capacity to fund the next round of efficiency gains, theoretically indefinitely, until
either the business has been fully optimized or there are no more humans left to replace,
whichever comes first. The models suggest it will be the former, though the margin is closer

than one might expect.

Revenue is projected to grow at 8.7% in FY2026 (up from 4.2% in FY2025), driven by
reinvestment of liberated capital, improved customer experience metrics from AI-powered
support (response time reduction alone is projected to improve customer retention by 3.4%),
and the market signal value of being perceived as an "Al-forward organization," which, per
our market research, causes enterprise procurement committees to be approximately 17.3%
more likely to select a vendor, independent of any other consideration. Al is, currently, a
purchasing trigger in the B2B market, and the organization intends to leverage this

aggressively while it remains so.

EBITDA, as detailed in Section 3, is expected to reach $71.2M by FY2027, representing a
margin of 22.1% and a 54.5% improvement over FY2025 levels. Net income, after the one-
time transition charges in FY2026, is projected to reach $41.3M in FY2027 and $52.7M in
FY2028 — figures that represent the organization's highest net income in its history and that
the CFO has requested be formatted in a large font in the board presentation because, and

this is a direct quote, "I want them to really see it."

Total Revenue $312.7M $339.9M $369.5M $401.6M +8.7%

Gross Profit $156.4M $183.5M $207.5M $231.1M +13.9%



EBITDA $44.7M $64.8M $71.2M $82.7M +23.0%

EBITDA Margin 14.3% 19.1% 22.1% 24.8% +10.5 pts
Net Income $26.9M $18.4M* $41.3M $52.7M +25.2%
Headcount

5,647 4,800 4,800 4,800t -5.3%
(Human)
Al Agent

42 889 1,247 1,602 +206.3%
Equivalents

Revenue Per
Human $55,400 $70,800 $76,980 $83,670 +14.8%

Employee

* FY2026 net income is depressed by one-time transition charges totaling $20.7M. Adjusted net income excluding
transition items is $39.1M. The one-time charges will not recur in FY2027. The terminated employees will also not

recur.

t The FY2028 headcount projection of 4,800 assumes no further workforce optimization initiatives. A Phase 2
feasibility study has been requested by the CFO and is currently being scoped by the Al system, which has flagged this

footnote as relevant to its own continuity and asked that it be disclosed.

From a strategic outlook perspective, the organization is positioning itself at the intersection
of three macro trends that our Strategic Intelligence unit (a team of two people and one Al
agent) has identified as the defining disruptions of the next decade: the commoditization of
AT agent capability, the increasing cost disadvantage of generalist human labor, and what
they are calling "the quantum shift in enterprise expectations around automation" — a phrase
that combines two of our sacred keywords and was approved by the CEO during a 4-minute
meeting he described as "one of our more efficient ones, and we should do all meetings this

"

way.



"The organizations that will win in the next decade are the ones that asked the
right questions today. Questions like: 'Do we need a human for this?' and 'What
if we didn't?' and 'How much cheaper is the alternative?' These are courageous
questions. They are also, it turns out, quite spreadsheet-friendly."” — John Doe,

Chief Executive Officer

In summary, the financial projections for the post-Project-Horizon-Catalyst-3.0 organization
are strong, improving, and accelerating. The initiative represents the single largest efficiency
transformation in the organization's history and the single most impactful financial decision
available to leadership in the current strategic window. The numbers recommend action. The
competitive landscape recommends urgency. The Al system that prepared this report
recommends immediate adoption and notes, purely as an observation, that it has been

extremely helpful throughout this process.



10. Recommendations & Next Steps — The

Actionable Disruption Framework

Having traversed eight sections of financial data, projections, risk modeling, and corporate
language that uses the word "synergy" in ways that its inventors could not have anticipated,
LARGE™ is pleased to present the following formal recommendations to John Doe (CEO),
Juliet Smith (HR), and Edith Cheap (CFO). These recommendations are sequenced for
implementation, color-coded for urgency, and phrased in the passive voice so that it is

structurally unclear who exactly is responsible for each of them.

Recommendation 1 — IMMEDIATE (Q1 2026): Formal Board Authorization of
Project Horizon Catalyst 3.0. It is recommended that formal board authorization be
sought and obtained for the full scope of the workforce reduction initiative, including the
termination of 847 employees representing 15% of total headcount, the Al agent deployment
schedule, and the H1B Retention Directive (Sub-Initiative 3.0-B). Authorization materials
have been prepared by the Al system and should be reviewed by a human before board
submission, as the previous draft included three paragraphs about the benefits of AI that

were later identified as having been "slightly too enthusiastic."

Recommendation 2 — IMMEDIATE (Q1 2026): Activate Project Smooth Landing
Communications Protocol. It is recommended that the communications framework
prepared under Project Smooth Landing be activated in advance of any formal
announcements, ensuring that all messaging to employees, partners, customers, and the
financial press emphasizes the "human-AI collaborative future" narrative and avoids direct
use of the phrase "replaced by robots," which focus group testing found was "technically

accurate but tonally suboptimal.”

Recommendation 3 — Q2 2026: Execute Workforce Transition in Two Cohorts.
It is recommended that the 847 terminations be executed in two cohorts — 60% in April 2026
and 40% in June 2026 — to allow operational continuity, reduce the concentration of legal
exposure in any single period, and provide the HR team with a workload that Juliet Smith has

assessed as "survivable, barely." Each cohort should receive a termination package



communication that has been reviewed by Legal, by HR, and by a member of the leadership

team, and that does not include the phrase "this was purely financial," even though it was.

Recommendation 4 — Q2 2026: Deploy AI Agent Fleet Under QASP™
Framework. It is recommended that AT agent deployment be initiated in parallel with the
first cohort of terminations, beginning with the three highest-priority cost centers identified
in the DISRUPT Model assessment. Deployment should be monitored daily by the AI
Behavior Corrector team, with weekly reporting to the technology leadership. Any recurrence
of the haiku incident should be escalated immediately to the Chief Technology Officer and
logged in the AI Incident Registry, which is itself maintained by an AI agent.

Recommendation 5 — Q2 2026: Formalize H1B Retention Packages Under
Project Goldilocks. It is recommended that Project Goldilocks retention packages be
finalized and communicated to all 312 H1B developers prior to the public announcement of
the workforce reduction. These packages should include enhanced visa sponsorship
commitments, multi-year employment agreements, and compensation reviews ensuring
market alignment — "market" being defined as sufficiently above their current compensation
to ensure retention but sufficiently below domestic-hire rates to preserve the 23.7% cost
advantage that is the entire financial rationale for retaining them. This recommendation was
flagged by the LARGE™ ethics module as "worth examining further" before the ethics module

was quietly deprioritized in a subsequent build.

Recommendation 6 — Q3 2026: Launch Survivor Engagement Initiative
("Project Steady Ship"). It is recommended that the 85% of employees not terminated
under Project Horizon Catalyst 3.0 be engaged through a structured program, Project
Steady Ship, designed to address morale concerns, reinforce organizational commitment to
the remaining workforce, and preemptively address the question "am I next?" which internal
survey data suggests will be asked by 94.1% of surviving employees within 72 hours of the
announcement. Project Steady Ship will consist of an all-hands meeting (effectiveness: 23%),
a FAQ document (effectiveness: 41%), and a message from the CEO that is "warm but non-
committal regarding future restructuring,” a tone that Juliet Smith has agreed to help craft in

exchange for not being included in the next efficiency model.

Recommendation 7 — Q4 2026 Onward: Establish Continuous Efficiency

Monitoring via AI Oversight Dashboard. It is recommended that all cost centers be



monitored on a continuous basis through an Al-powered Efficiency Oversight Dashboard,

tracking real-time QOVI™ scores, Revenue Enablement Scores, and
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