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Background

About the IBCB

The Irish Banking Culture Board (IBCB)

is an independent industry initiative, fully
funded by our member banks, the retail
banks currently operating in Ireland

(AIB, Bank of Ireland and PTSB).

It was established in April 2019.

The purpose of the IBCB is to work with
our member banks to build trustworthiness
with the public.

About the éist staff survey

A key role of the IBCB is to measure
progress on behaviour and cultural change
in our member banks. We continue to
engage in research and assessment

with bank customers, staff and wider
stakeholders through our éist surveys.

The éist Staff Culture surveys focus on
assessing bank culture from the perspective
of bank staff. Bank staff are a key
stakeholder, and therefore it is important
that we hear directly from them.

‘Eist’ is an Irish language word which
means ‘listen’. We expressly selected this
word as, since the IBCB was established,
one of the most consistent pieces of
feedback we have received from bank staff
and bank customers alike is that they want
banks to listen to them more and to then
act on that feedback.

The éist Staff Culture survey is conducted
every few years, using Ipsos Karian & Box's
robust culture diagnostic. The last survey
was conducted in 2023 and this year's
survey is the fourth staff culture survey.

The survey focused on exploring

bank staff's views on a range of issues
which lie at the heart of banking culture.
We appreciate that some aspects of
culture will be unique to different
member banks; however, there are also
industry-wide cultural traits. The analysis
and reporting allows us to measure

and track cultural progress across the
sector over recent years.

Using feedback from the staff culture
surveys, we collaborate with our member
banks to create the building blocks of a
positive culture and make the Irish Banking
sector a better place to work. The findings
of our three previous surveys informed key
elements of the IBCB’s work programme,
including initiatives focused on feeling
Proud to work in Banking, Ethical decision-
making, Speaking Up (& being heard) and
Staff Pressures and Resilience.
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Methodology

Understanding this report

® This report contains the results of the
2026 éist Staff Culture Survey and provides
insight into the current organisational
and day-to-day culture and behaviours
experienced across the sector.

® All member banks’ staff were invited to
participate in the survey and no weighting
or sampling methodologies have been
applied. The report focuses on feedback
from member banks’ permanent staff whose
jobs were based in Ireland at the time of the
survey. More information on participation
can be found on pg. 10.

® Several questions asked bank staff
to select from an agreement scale of
‘Strongly disagree’ to ‘Strongly agree’.
Reported percentages for these questions
represent the proportion responding
positively (i.e. ‘Agree’ or ‘Strongly agree’),
neutrally (‘Neither agree nor disagree’) and
negatively (‘Disagree’ or ‘Strongly disagree’).
Proportions may not add to exactly 100%
due to rounding methods used.

® Where used on percentage positivity,
the following colour-coding indicates
level of performance:

® Very good (70% or higher)
Good (60-69%)

® Average (50-59%)

@ Poor (49% or lower)

® Several questions were asked about the
behaviours bank staff see around them.
For these, staff were asked to select the
point between two statements which
most closely reflects their strength of
feeling. Reported percentages represent
the proportion who selected the two most
positive points on the scale (5-6) - termed
‘positive behaviour experienced’, the two
midpoints (3-4) - termed ‘neither behaviour
strongly experienced’, and the two most
negative points (1-2) - termed ‘negative
behaviour experienced.

® Where ‘n’ is shown for a question, the
question was either open-ended, or was
asked as a follow-up and is used to denote
the number of responses. Questions
shown without ‘n" were asked to the full
population.

® When a question asked in 2026 is one
that was also asked in the 2023 or 2021
staff survey, a comparison is included.
This is denoted as ‘vs. 2023’ or ‘vs. 2021’
in the report, along with an up or down
arrow to indicate the direction of change.
In the event the 2026 and 2023 or 2021
results are the same, an ‘=" is used to
indicate there has been no change.

® Following a refresh of the question set
to ensure continued relevance, not all
questions have a comparison to 2023
or 2021. For several themes where the
constituent questions have changed
since the last survey, the year-over-year
comparison is calculated only on the
questions that were asked in both years.
This allows for a direct and accurate
comparison of trends for the core
elements of that theme.

® Some scores may be slightly different
to those published in the 2021 éist
Staff Culture Survey report due to the
removal of KBC Ireland and Ulster Bank
2021 responses to provide like-for-like
comparisons, following the departure of
those banks from the Irish market.

® Where possible, sector results have been
compared to Ipsos Karian and Box’s global
financial services (FS) benchmark. A plus /
minus sign is used to show the comparison
where relevant, with the heading ‘vs. FS
benchmark’. The benchmark consists of
a group of leading global banking and
financial services institutions. The related
dataset is based on feedback to comparable
questions, sourced over a rolling two-year
period. As the IBCB survey was in field
in February-March 2026, the benchmark
period covers H2 2023 to H2 2025.

® The report includes sector division
breakouts. Ipsos Karian and Box worked
with each member bank to map their
divisional structure to this central
sector division view.
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Foreword from the IBCB’s CEO and Chairman

Welcome to the results of the IBCB’s

éist 2026 Bank Staff Culture Survey. The
purpose of the IBCB is to work with our
member banks to rebuild public trust in the
sector. Transforming culture and rebuilding
trust across any sector is challenging and
takes time. A key role of the IBCB is to
independently measure progress from both
the perspective of bank staff and, critically,
from the perspective of bank customers. We
do this through our two regular éist surveys.

The focus of this report is our survey of bank staff. It is critical
for us to understand the staff perspective in relation to bank
culture - key issues we consistently explore in this context
include speaking up and psychological safety, accountability,
leadership and the overall sense of organisational pride in the
industry that staff feel.

This survey is the 4th conducted by the IBCB and our 3rd
working with Ipsos Karian and Box and using their globally-
recognised methodology. This year's results reflect the views
of more than 10,000 bank staff across IBCB member banks
from all levels and roles, and importantly point to sustained
positive scores across a number of the key cultural indicators
tracked by the IBCB since our establishment, in particular
related to delivering for the customer founded on ethics and
clear values.

83% of bank staff consider their bank does business ethically,
which is further underpinned by almost 7 in 10 staff reporting
that there is no conflict between their organisation’s stated
values and how business is conducted. Confidence in

the sector is a vital element to rebuilding trust, and being

able to rely on an organisation acting as it says it does is a
cornerstone of that trust. Importantly, 73% of staff say people
get things done for customers when they say they will.

These results also highlight some areas for improvement and
where continued focus is required. Psychological safety is
an area which is hard to get continually right, and while it is
disappointing that there has been some fallback in this area,
it is important to note that drops in psychological safety

are common during times of material change, such as that
underway across the sector at the time of the survey.

Importantly from a culture and behaviour perspective, the

data points to an increase in staff reporting concerns related

to change since the last reporting period, but critically this
does not relate to customer, ethical, regulatory or other serious
wrongdoing. Reporting of these types of issues has held steady.
Our éist Public Trust in Banking survey measures trust in the
sector from the perspective of bank customers, and the 2026
results point to broadly stable trust levels in IBCB member
banks, despite the impact of rising economic and geopolitical
concerns. The results also emphasise the importance of human
contact and support in relation to trust and point to the
positive trust impact for IBCB member banks who offer a
blend of in-person and digital channels to their customers.

The IBCB is committed to continuing to work with bank

staff, our member banks, customers and the wider sector

to address the findings in our éist surveys. Thank you to all
bank staff who have participated in this survey, your views
are essential to us. In the period ahead, we will be focussing
in particular on developing actions to address the findings in
relation to Speaking Up, Staff Strain and overall Organisational
Pride levels in the sector and we look forward to further
engagement with you in developing these actions.

G

Marion Kelly,
CEO, IBCB

ﬂfﬁ-ﬁ"aﬂ'—f?ﬁ" -

Mr Justice John Hedigan,
Chairman, IBCB
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Introduction from the IBCB’s Deputy CEO and
Head of Internal Bank Culture & Governance

The results of this survey will inform
our strategy and work programme
for the period ahead. We will work
with our member banks to identify
suitable actions and initiatives to
address the findings, and agree which
of those actions will be driven locally
by member banks and those which
will be driven under the umbrella

of the IBCB work programme. This
survey was conducted during a
period of significant change across
the sector, with revisions to working
arrangements implemented across a
number of banks and one bank being
actively for sale. | would like to thank
all staff who took part in this survey
and shared their views which will
help shape the future of the retail
banking sector.

While many of the key metrics that underpin a healthy
organisational culture have remained stable, there is a notable
gap in the levels of Organisational Pride reported by staff when
compared to the Global Financial Services Benchmark. This is
an area which is important to address - staff deserve to work in
an industry they can feel proud of, and it is vital for the sector,
in order to retain the talent necessary to provide consistent
and positive customer outcomes.

Over the coming period, we will be engaging further with staff,
to gather additional insights and perspectives, which will be
used to address the findings in this research. Thanks again to
each participant for sharing your important views and opinions
- only by hearing from you, can we focus on the issues that
matter to you.

(o

Jade McDonagh
Deputy CEO and Head of Internal Bank
Culture & Governance, IBCB

IBCB
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Executive summary

Q01

Feeling proud anchored in strong customer
focus; opportunity for senior leaders to
better connect positive customer outcomes
to organisational strategy

A strong customer focus is evident in the sector. 73% of staff
say that people get things done for customers when they say
they will (+1pt vs. 2023), with a similar proportion agreeing
that customers are put at the centre of business decisions
(70%, +1pt vs. 2023). Positively, there has been a 7-point

fall in the proportion of staff who report that external media
coverage is unfair.

However, external research® shows that typically, during times

of change and wider transformation, organisations see a drop
in sentiment on staff experience. This is playing out in the
sector at present, with 72% of trackable metrics declining by
1 point or more. Notably, organisational pride has dropped 4
points to 57% and lags the global FS benchmark by 19 points.

There is an opportunity to connect staff-reported sources
of organisational pride, including customer impact, brand
reputation and financial strength, community contribution
and strong local teams, to the Executive Committee’s vision
for the future - a key driver of organisational pride.

Whilst all key drivers of organisational pride have dipped
since 2023, communication of a motivating future vision
and perceptions of senior leaders setting a positive example
have declined most and score lowest. New drivers of feeling
proud are organisational alignment of actions to values and
feeling able to integrate work and personal life, scoring 68%
and 64% in positivity.

Q02

Staff know the level of risk they can take
and believe that the ways of working are
ethical; however, decline in the alighment
of actions to values

88% of staff are clear on the risk they can take in their role,
while 79% say leaders role model good risk management.
Belief that people do business ethically remains strong at
83%, with a minor decline of 3 points vs. 2023. Reassuringly,
the top influencers of decision-making are following policy

/ systems and doing what will benefit the customer, scores
above this by 1pt.

However, belief that there is no conflict between their
organisation’s values and the way staff do business has
dropped 8 points, now 68%.

Perceived conflicts between stated values and how business
is done most often relate to operational barriers such as
processes, technology or resource constraints that conflict
with values of simplicity or delivery, and senior leader
accountability, particularly in the context of recent
operational changes.

There is further opportunity for clearer guidance around
ethical Al use in decision-making. 31% of staff responded

neutrally, higher among more junior and longer-tenured staff.

*Ipsos Karian and Box (2021), Organisational change: managing the impact on employee engagement and culture.

QO3

Opportunity to build trust with staff
through improved engagement and
communications around change

Trust in the Executive Committee has declined to 48%
(-14pts vs. 2023). Lower grades see larger declines,
increasing the gap to the most senior leaders.

Change and change management are now the leading
sources of strain (+13pts vs. 2023), and trust in the Executive
Committee declines among those citing change pressures.

Recent changes to flexible / hybrid working are commonly
referenced in regard to poor change management. Staff feeling
able to integrate their work and personal life has dropped

12 points to 64%.

Building leader and manager capability, specifically on how to
discuss difficult change, is required. It's important to provide
context for these changes and, critically, to focus on the ‘why’.
Personalising the information to explain its significance for
specific groups or teams, while clarifying who will be impacted
(and when), and involving staff in the change outcomes through
opening two-way communication channels, can help bridge
the disconnect.
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Executive summary

@04

Inclusion remains strong, but staff feel less able to share opinions and Speak Up

about wrongdoing

Inclusion & diversity outcomes are strong and remain
broadly stable at 79%. 82% believe staff from diverse
backgrounds can succeed (3pts above the global FS
benchmark). Almost all demographic groups score above
70% on the inclusion index, with opportunity to improve
inclusion for staff with a disability (67%) and mixed / multiple
ethnic groups (69%).

However, lower psychological safety is a concern. The sector
has seen a double-digit decline in people sharing opinions
without fear (61%, -12pts vs. 2023) and just 45% say the
organisation shows how staff feedback informs decisions.

Though drops in psychological safety are common during
times of change®, lower and declining sentiment towards
these questions has a subsequent impact on Speak Up
metrics. The proportion of staff who feel others can speak
up about seeing inappropriate behaviour is down 9 points.

81% have not wanted to raise a serious concern. Whilst
the number of staff wanting to raise a concern has risen
by 9 points since 2023 (19%), this does not relate to
customer, ethical or regulatory wrongdoing (0-4%, =0-1pts
vs. 2023). The most frequently selected concern relates to
organisations’ values and behaviours (7%), a new option
this year.

Among those who had concerns but did not report them,
fear it would be held against them and perceived futility are
top reasons. Among those who raised concerns, fewer felt
listened to or taken seriously, and 16% are unsure of
outcomes, indicating opportunities to reinforce protections
and communicate outcomes.

*Ipsos Karian and Box (2021), Organisational change: managing the impact on employee engagement and culture.

Q05

Leverage strong managerial relationships
and collaboration to drive improved
empowerment

Trust in direct managers is high at 84% (4pts above the global
FS benchmark) and is maintained across all levels of seniority.
Performance management is also strengthening; 71% say they
receive valuable feedback, and performance objectives being
central to all catch-ups has risen 7 points since 2023.

Since 2023, collaboration between functions has improved
by 2 points to 65%.

Despite these strengths, staff feeling empowered to make
decisions lags the global FS benchmark by 19 points and has
dropped 3 points to 58%. Accountability for behaviour has
also declined slightly (-3pts vs. 2023). Accountability and
empowerment are notably low for managers and their team
members.

When staff feel empowered at all levels, innovation outcomes
are stronger. Clarifying decision rights, delegating authority to
managers and recognising accountable decisions can enable
managers to empower their teams and grow innovation.
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e o )
Pa rtl CI patl 0 n éist Staff Culture Survey 2023 and 2021 participation

Survey year Survey dates Completed Invited Response rate

2023 19 April 2023 - 10 May 2023 10,073 19,1583 53%

2021 (AIB, Bank of Ireland and PTSB only) 15 February 2021 - 5 March 2021 9,257 17,917 52%
Survey dates Completed Response rate

LX.X.X)

By sector division By grade

B 65% | workinateamand |
am not a team leader

B 34% Retail Banking
Other Functions*
IT
Operations

| lead a team
W 8% | manage people
who lead teams

B 2% | report directly to the
CEO or an Executive

W 9% Commercial Banking
B 4% Corporate Banking

By working location

_J 9 - 27 February 2026 10,952 out of 19,799 staff 55% \13023

m 80%

| work some days
from home and
some days at my
office / branch /
call centre

| work solely at my
office / branch /

Committee Member / o call centre
ExCo / ELT W 2% Other
By tenure in bank By gender By role type
B 4% less than 1 year W 47% Female W 73% Non-customer-facing

W 30% More than 20 years

*Other Functions is the umbrella term given to member banks’ head office functions. Included in this cohort are business areas such as Audit, Company
Secretarial, HR, Legal and Risk, as well as heads of division.
Note: No weighting or sampling methodologies have been applied. Wealth & Insurance, UK and temporary staff are not included in the sector view.

1-2 years Male Customer-facing
3-4 years Non-binary
5-10 years W <1% Prefer to self-describe

B 19% 11-20 years W 10% Prefer not to say
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A cultural overview of the sector

This page examines staff experience of several key diagnostic =~ Questions have been grouped into indices within these For a full breakdown of questions that contribute to each
aspects of culture as well as those metrics that measure the diagnostic areas. Each index is calculated as an average of its  index, see the ‘Detailed results’ section.
result of a positive culture that can be influenced by external /  constituent metrics and, where possible, a historic comparison

internal factors. to both 2023 and 2021 is provided™.
Intent to sta
metrics (6 i o O :
Engagement Inclusion & diversity* Reputation Wellbeing lintend to remain
0, WE 0, 16 o 11 n/a 7 i
57/° vs. 4023 Q 2021 79/0 vs. 2ozq vs. 2021 55/° VRlork! &) 2021 47/° 02 working here for...
vs. 2023
Key diagnostic 52% 5+ years 14
aspects of 5
culture 20% 3-5 years -0
Accountability Collaboration & agility* Customer focus 20% 1-2 years 12
o |1 n/a o 12 -0 o, On/a %
63/’ vs. 2023 95).2021 47/° vs. 2023 vs. 2021 67/’ vs. 2023 vs 2021 9% Under 1 year T2

Culture words**

Ethics* Motivation Psychological safety*

0, 0, 0,
70/0 .202 ’L.g 2 66/0 Vs. 2023 Vs, r2‘(/)22‘1 62/° VS. 2023 vs 2021

L

Tone from the Top

M Very good (70%
or higher)

Good (60-69%)
M Average (50-59%)
M Poor (49%

or lower)

Speaking up

On/a
vs. 2021

0,
58/) \tjé% 23 vs 4021

O,
50% 113,, L%,

M Positive M Negative
words selected words selected
17 -0 +7 -0

vs. 2023 vs. 2021 vs. 2023 vs. 2021

*For several themes where the constituent questions have changed since the last survey, the year-on-year comparison is calculated based only on the questions

that were asked in both 2026 and 2023 (and 2021 where relevant). A7

This allows for a direct and accurate comparison of trends for the core elements of that theme. 2026 eist Staff Culture SUFVG\/ | 11
**Question text: Please select up to 10 words that you think best describe the day-to-day culture at your organisation.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.




An overview of the day-to-day culture

@ Key insights

Staff were asked to select up to ten
words that best describe the day-to-
day culture in their organisation. Two
thirds of words selected are positive.

The culture is still heavily
characterised as friendly, customer-
focused and risk aware, mirroring
strong scores in related metrics
(see pgs. 21 and 34).

However, fewer staff are selecting
the most positive descriptors -
notably, ‘risk aware’ and ‘healthy
work-life balance’ are selected 8-9
points less this year.

The top negative words selected
are ‘bureaucratic’ and ‘hierarchical’,
with more staff selecting ‘controlling’
and ‘hypocrisy / hypocritical’ to
describe the culture compared

to 2023. This aligns with lower
positivity towards tone from the
top metrics amidst significant
volumes of change in the sector.

Please select up to 10 words that you think best describe the day-to-day culture at your organisation

66% \;1;27()23 ;.)2%21

Positive words selected

Top 20 positive words chosen

vs. 2023
39%  Friendly 15
36%  Customer/client focused 41
35%  Risk aware 18
32%  Respectful 42
28%  Supportive 16
26%  Collaboration 41
24%  Always looking to improve 1 4
23%  Learning/developing 13
20%  Healthy work-life balance 19
20% Diverse ™1
18% Fair 14
17%  Learning from mistakes 13
17%  Solutions focused 43
17%  Taking responsibility 42
16%  Taking accountability 12
16%  Celebrating success -0
15%  Sharing ideas 13
15%  Recognition $2
14%  Trustworthy 13
11%  Integrity 13

Key:

30%+ A core element of the sector’s culture

20-30% An aspect of culture that is either
less impactful or only prevalent in
particular regions or businesses

<20%  Generally not a widespread aspect

of culture, other than in very
specific areas

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.

34% \/1; 27023 220021

Negative words selected

Top 20 negative words chosen

vs. 2023
22%  Bureaucratic T2
22%  Hierarchical T4
16%  Siloed -0
15%  Political ™1
15%  Inefficient 41
15%  Long hours 15
13%  Blindly following processes -0
12%  Demoralised T4
11%  Favouritism ™1
11%  Overly risk averse -0
10%  Controlling T5
10%  Convoluted ™1
9% Fragmented -0
9% Hypocrisy/hypocritical 15
9% Uninspiring T3
7% Uncaring T4
7% Ignored T3
6% Secretive T2
6% Inconsiderate T4
6% Wasteful T1
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What has changed since 2023?

@ Key insights

This page shows changes since
2023 for repeated questions. Of
the 43 trackable questions, 9 have
improved and 31 have declined by
1 point or more.

Typically, during times of change as
experienced by the sector recently,
organisations see a sharp drop

in sentiment. External research
suggests that the negative trend
seen is not unique to the sector™**.

Staff perceptions of senior leaders
setting a positive example has
declined the most, by 19 points
since 2023, alongside a 16-point
decline in feeling that commitment
to Speak Up has strengthened

and a 14-point decline in trust

in Executive Committees.

The most notable improvements
include the centricity of performance
objectives in conversations with
managers - an improvement of

7 points - alongside collaboration
between functions and staff feeling
able to try new ways of doing
things (both up 2pts vs. 2023).
There is opportunity to leverage
these growing strengths to address
some of the focus areas across

the sector.

Trackable question changes since 2023

B Questions that have improved by 1 point or more = Questions with no change (O points) B Questions that have declined by 1 point or more

5 queions R s

Which questions have seen the

Which questions have seen the

and balanced

a vision of the future that motivates me

largest improvement in positivity?  vs. 2023 largest decline in positivity? vs. 2023
In my performance conversations with . . L
S Senior leaders in our organisation set
my manager, performance objectives are 1+7 . J 19
N a positive example
a central focus of every catch up
Where | work, there is good collaboration 12 ;hlr(;krlnagn?sba(z_itétn’fecgarzmte;;% E\C/)VZ’ le;iellj 116
between business areas and functions Y ore o P P
has strengthened
i | v, el ity vy vays o coling T2 | trust what the Executive Committee say J 14
things, even if it means getting it wrong
Where | work, when people say they'll do 1 | am able to integrate my work and personal 112
something for customers, they get it done life in a way that works for me
| believe my organisation puts customers 1 Where | work, people can share their opinion 112
at the centre of business decisions without fear of negative consequences
The external coverage about my bank is fair I 1 Our Executive Committee have communicated 11

Behaviours and ways of working are recognised 1
as much as performance*®

Where | work, people feel able to speak up
when they see behaviour which they consider
to be wrong

e

Decision-making involves people at all levels, 1
not just the most senior*

Where | work, people who make a mistake
are treated fairly

Where | work, people are just as focused on "1
long-term planning as short-term results

There is no conflict between my organisation's
stated values and how we do business

*All questions presented were asked using a 5pt Likert scale except the highlighted question which used a épt scale, with points 5-6 in agreement with the statement.

See methodology page for more details.

**Asked to those with >1 year tenure. (n= 10,335).

***|psos Karian and Box (2021), Organisational change: managing the impact on employee engagement and culture.

<«
o]

<«
o] O
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How is the Irish banking sector performing
compared to the wider global sector?

@ Key insights

The Irish banking sector outperforms
the global FS norm on three metrics:
trust in direct managers, perceptions
that staff from diverse backgrounds
can succeed and belief that work
provides a sense of accomplishment.

As seen in 2023, there remains a
number of areas where the sector
notably lags behind the global FS
norms. Staff feeling able to speak up
when witnessing behaviour which
they consider to be wrong and
perceptions that senior leaders set a
positive example lag global FS norms
the most. Both metrics have seen
large declines this year (see pg. 13).

Whilst lagging the benchmark, the
gap has shrunk on perceptions that
customers are put at the centre of
decisions and belief there is good
cross-functional collaboration.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.

Top differences to the global
financial services benchmark

Where the sector Current Most Gap to
is most below the  sector above FS  FSBM
FS benchmark  score benchmark in 2023

| trust my direct manager

® 84% +4 =0

My organisation has a work environment where colleagues
from diverse backgrounds can and do succeed

o2 Kl -1

My work gives me a sense of accomplishment ®73% +6
whheelqrenlav;%g,d%ec%?cl)%ieek and respect different opinions -12 68% -3
:nangsg:/et;[]oatlr\}‘ig%gtfeo?%évork and personal life -13 64% -
A e e e e osms s
Lo work to my iende and oy oL il ©57% =7
Yg/?r%rsré\\gogt,rvgfozefsilggly use customer feedback =1l @59% —8
Viion of the future that motates me - g1l ©43% -6

| trust what the Executive Committee say ® 48% -6
e verk peepe e o i e fecdon o 58% 14
I am proud to tell others | work at my organisation ) @ 57% -11
Pt Lrk Pl iy e s of din s 71 o 415% -19
:nhﬁqvfrf)lfgﬁCient opportunities to grow and develop ®50% -1
Senior leaders in our organisation set a positive example il @51% -1
fihee ok poople el ke o sedk puen T8 o 56% 15
Additional areas where the gap has shrunk

contre of business decions e ® 70% -12
\é\ég;reeslsv;/?ergé ‘;hnedr%iggggscollaborahon between 65% -8
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Organisational pride

Organisational pride

Reflective quotes from staff

“ | am proud of the work that | do and how | can
impact a customer’s life for the better”.

“ Our brand is strong and is associated with Ireland,
Irish sports and culture”.

“ | used to be proud of working for my organisation
and this has only changed in the last year or so”.



Greater focus required on internal
influencers of organisational pride

@ Key insights

Both organisational pride and
advocacy have fallen since 2023
and lag global FS norms.

Feeling proud to work in an
organisation is highly sensitive to
both internal and external corporate
narratives®. Internal factors, such as
buy-in to an organisation’s strategy,
are particularly sensitive during
organisational change.

It's important to obtain a clear
picture of the internal levers to pull
that, amidst sector transformation,
can act as a catalyst for improved
organisational pride. This will be
explored further in this section

of the report.

External factors that can affect
organisational pride include negative
media or regulatory narratives

and poor perceptions of employer
brand of those who work in the
sector”. Positively, perceptions that
the external coverage about staff
members’ banks is fair and balanced
have improved slightly to 55%. Most
notably, there is a 7-point decline in
staff feeling that external coverage
is unfair or unbalanced.

I am proud to tell others | work at my organisation
Organisational pride

O Sector score O FS BM

m 57% Positve ¥4  —19
vs. 2023  vs. FS BM

29% Neutral

m 15% Negative

0,
73% 72% e

o— o °
— o —— 5

61%
57% 57%

I would recommend my organisation as
a place to work to my friends and family

m 57% Positive ¥ 7 -16
vs. 2023  vs. FS BM

23% Neutral

W 20% Negative

*IBCB éist 2022 Proud to work in Banking report based on the results of the éist 2021 Staff Culture Survey.

2021 2023 2026

The external coverage about my bank
is fair and balanced

m 55% Positive T1

vs. 2023

35% Neutral T7
vs. 2023

®m 11% Negative 7
vs. 2023

2026 éist Staff Culture Survey | 16
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Levels of organisational pride vary for
different populations in the sector

@ Key insights

Organisational pride sits at 57%,
down 4 points in the sector overall,
but different populations see

large variations.

Those in Operations and Commercial
Banking see greater declines,
followed by Corporate Banking

and Other Functions.

Mid-tenured staff are experiencing
declines in organisational pride
that new joiners and the most
long-standing staff are not seeing,
possibly due to transitional
pressures, accumulated
responsibilities, mentorship gaps
and adaptability challenges arising
from organisational changes.

In comparison with the FS tenure-
specific benchmark, new joiners are
broadly in-line with global norms.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.

Decline in organisational pride more stark within Operations and Commercial Banking
Organisational pride

IT Retail Banking Other Operations Commercial Corporate
Functions Banking Banking
n= 1,257 3,412 2,880 1,173 865 416
vs. 2023 12 41 16 412 410 16
New joiners experience strong organisational pride, but larger declines for mid-tenured staff
Organisational pride by tenure
O Sector score O FS BM
oo% 82% 76%
° 73%
-O— S
~ —0
519% 49% 54%
Less than 1-2 years 3-4 years 5-10 years 11-20 years More than
1 year 20 years
n= 419 1,077 2,061 2,057 2,084 3,254
Sector score vs. 2023
-0 18 l4 18 41 -0
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Communicating a motivating future vision
is the strongest driver of organisational pride

@ Key insights

The extent to which Executive leaders
share a motivating vision for the future,
work giving a sense of accomplishment
and leaders setting a positive example
continue to be the strongest drivers of
organisational pride - as first identified
in the IBCB éist 2022 Proud to work in
Banking report. Staff feeling a sense of
accomplishment sits high at 73%.

Whilst all key drivers have dipped since
2023, communication of a motivating
future vision and perceptions of senior
leaders setting a positive example
have declined most and score lowest.
Feeling proud rises to a range of 81%
and 85% when staff feel positive about
either of these two drivers, highlighting
a key opportunity.

Organisational alignment of actions
to values and work-life balance are
both new drivers. These replace those
presented in 2022, namely belief
that customers are at the centre of
decision-making and staff feeling able
to be themselves. This aligns with
strong and stable customer focus and
inclusion scores this year. Instead,
these factors are seen to underpin
the key drivers, still pressing their
importance but suggesting that

more pertinent factors are at hand.

Key drivers of feeling proud

What's on this page?

This page shows the refreshed five internal key drivers of
organisational pride across the sector. Analysis reveals
both long-standing and new drivers which are influenced
by recent sector context. These are underpinned by key
aspects of the employee experience. Multiple key driver
analyses (regression) are used to understand which
metrics currently drive feeling proud.

| am proud to
tell others | work
at my organisation

57%

vs. 2023

Key: B Very good (70% or higher)
Good (60-69%)
M Average (50-59%)
W Poor (49% or lower)

Core and strongest drivers present since 2021*

Exec Committee

.
communicating a
motivational vision
for the future

Staff feeling a sense
of accomplishment
from their work

Across the sector...

73% experience this
43 vs. 2023
-0 vs. 2021

J 11 vs.
46 vs. 202

Among staff who positively experience this driver...

85% are proud 68% are proud

A boost to pride of: A boost to pride of:
+ 28 vs. sector + 11 vs. sector

Underpinning positivity on this driver are staff experiences of...

@ Showing how feedback
is used in leader

® Recognising staff
doing a good job
decision-making ® Having sufficient

® Putting customers at opportunities to
the centre of decisions develop

*IBCB éist 2022 Proud to work in Banking report based on the results of the éist 2021 Staff Culture Survey.

Senior leaders
setting a positive
example

51% experience this
4 19 vs. 2023
4 11 vs. 2021

81% are proud

A boost to pride of:
+ 24 vs. sector

e Leaders demonstrating

commitment to
inclusion

@ Showing how feedback

is used in leader
decision-making

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.

New drivers influenced by 2026 context

@ No conflict between

@ Integration of work
and personal life in
a way that works

stated values and
business practice

68% experience this

64% experience this

48 vs.2023 4 12 vs. 2023
T2 vs. 2021 -0 s 2021
71% are proud 70% are proud

A boost to pride of: A boost to pride of:
+ 14 vs. sector + 13 vs. sector

e Staff doing business ® Recognising staff
ethically doing a good job

® Putting customers at
the centre of decisions

e Staff not being under
constant strain

2026 éist Staff Culture Survey | 18
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Opportunity to better connect positive customer

and community outcomes to organisational strategy

@ Key insights

Staff comments about specific
examples of organisational pride
have been analysed and categorised.

Strong sources of feeling proud
include staff experiences of customer
focus and impact, perceptions of
bank brand, reputation or financial
strength, examples of community

or social involvement and positive
experiences with local teams

and managers.

With declining sentiment towards
belief the Executive Committee have
communicated a motivating vision

of the future (pg. 18 and 27), there is
opportunity to connect these positive
outcomes to organisational strategy
more explicitly.

In contrast to 2023, where public
perceptions of banking were a
central reason for not feeling proud”,
those who responded with negative
sentiment in 2026 discuss change
management, perceptions of senior
leaders and pay / benefits in relation
to a lack of organisational pride.

Linking with the refreshed key
driver analysis (see pg. 18), this
further suggests that strategy
communications and strengthening
perceptions of senior leaders is a
key opportunity.

*IBCB éist 2023, Staff Culture Survey Sector Report.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2,798 open-text

comments analysed.

Please think about a specific situation where you felt a strong sense of
pride to work for your organisation. What contributed to that feeling?

n=2,798

Customer focus and impact

Comments attribute feeling proud to
making direct, tangible and positive
differences to customers’ lives.

Staff highlight personal stories of helping
individuals achieve life goals, providing
support during hardship and assisting
those who are vulnerable with empathy.

Community and social involvement

Comments praise the sector’s engagement
with and support for local communities as
a source of organisational pride.

Initiatives such as local sports
sponsorships, community funds and
other charitable partnerships are cited as
profound sources of connection to local
culture and empowerment for staff to
support causes they care for.

“ The positive contribution “ I have worked on many
that [bank] makes cases where the bank
has ensured the right outcome

community. Sponsorship of sports  for a customer when things

have gone wrong with life
changing consequences”.

to various parts of the Irish

and the arts. I like that [bank]
uses its prominent and respected
position to create positive change”.

Reputation and financial strength

Organisational pride in this theme is rooted
in the status of banking as a major, resilient
and long-standing institution.

The most cited event is the return to
private ownership and repayment of

state funds. This is viewed as a major
achievement that marks the end of a
difficult period and a testament to the
hard work of staff.

Local team and management culture

Comments highlight being part of
collaborative and respectful teams with
supportive managers at local levels.

Other sources include

commitment to inclusion
& diversity, sustainability
and recognition / awards

‘ When we

bought back the
governments stake in the
bank. It felt like the hard

work over the past 15
years had paid off”.

This is an open-text question (staff are able to respond
in their own words). Comments have been analysed and
grouped together to form key themes.

Negative sentiment towards
organisational pride

A number of comments express
a lack of organisational pride.

Change management

Whilst ‘return to the office’ is referenced,
comments draw on how the change

is managed and the impact upon staff
perceptions and culture.

Perceptions of senior leadership

Comments highlight eroded trust in
senior leadership and describe a growing
disconnect between senior leadership
and the rest of the business.

Pay and benefits

Comments describe dissatisfaction with
pay or benefits and feeling under-valued
due to perceptions that compensation is
not commensurate with responsibilities,
experience, loyalty, or profits.

‘ My perception of the organisation

has altered dramatically as the
tone from the top has changed in the past
12 months. There is no sense of all being
in it together or a common good”.

2026 éist Staff Culture Survey | 19
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Risk and decision-making influencers

Risk and decision-making
influencers

Reflective quotes from staff

“ | believe that my organisation is consistently demonstrating
that it is an ethical organisation that is working to the benefit
of customers, the economy and the wider environment”.

‘ Some processes and customer journeys are more complex than
they need to be”.

Values reflect our ambition and purpose however constraints
regarding cost, investment, resources can limit our ability”.



Staff know the level of risk they can take
and believe ways of working are ethical

- Key risk and ethics metrics
Key insights . .
M Positive ' Neutral B Negative

Sentiment towards risk and ethics

vs. 2023 vs. 2021 vs. FS BM
3%

X L. | know the level of risk
0, 0,
across the sector remains positive | can take in my role 88% 8% I 41 n/a n/a

despite declines in other themes.

Risk

B3 ofstaff ko the level of ik 5% B 2 Cna s

organisation people do business
ethically, and 79% say that leaders
role model good risk management.

At my organisation, people
do business ethically 83%

3%

14% ] 13 12 -6

Ethics

Awareness of ethical decision-
making frameworks remains

high, and the proportion of staff
using ethical frameworks to make
decisions is stable since 2023.

My organisation has clear guidelines o
for ethical Al use and decision-making 59%

As a new question asked this year,
there is opportunity to provide
clearer guidelines on the ethical
use of Al for decision-making.
31% of staff responded neutrally
to this question, suggesting
ambiguity or a need for greater
awareness. More junior and N
longer-tenured staff are more vs. 2023
likely to respond neutrally.

31% NEW | n/a  n/a

A similar number of staff are using ethical decision-making frameworks since 2023
Are you aware of, or have you used, an ethical decision-making framework in your work-related decision-making?

Yes, | have used our Yes, | have used Yes, | have used | am aware of, but | am not aware of
Code of Ethics / Code the IBCB DECIDE another framework have not used any any decision-making
of Conduct framework decision-making frameworks
vs. 2023
2 T1 -0 13 41
*Staff were able to select more than one answer option for this question. The total percentage of staff who selected "Yes' is calculated using the total number of respondents, not selections. 2026 éist Staff Culture Su rvey | 21

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.
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Staff decision-making is primarily driven
by positive influencers
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L Decision-making driven by positive factors
Key insights How much do you think each of the below statements influences decision-making by people in your part of your organisation?
Proportion who say this often / always influences decisions (%) vs. 2023
The influences that staff see upon ” ' ' '
decision-making at their organisation POSIflve FoIIpwmg exactly what is outlined by company 81% L1
are primarily positive. influencer policy, systems or processes

of decision-
The top influencer witnessed making
is following policy, systems or
processes, aligning to high risk and
ethics scores (see pg. 21). Despite
a 4-point decline in staff reporting
that decision-making is influenced by
doing the right thing, a large majority
still see this behaviour in action.

Taking the action that will result in a better o
customer outcome 78% ™1

Doing what is believed to be right 77% 14

Taking the action that best reflects our o
organisation’s values 71% -0

Shifts in the influence of neutral and negative decision influencers
However, staff report seeing more

decisions made by doing what other i';l;ll:l:rﬂ:er Doing what senior leaders would value most 70% 14
staff do, seeking personal recognition . .
or doing what senior leaders would Tk
. : 0,
most value than in 2023, suggesting making Whether current budgets enable it 65% 12
a shift towards a culture that values
the status quo. Doing what has worked well in the past 61% 43
Doing what other colleagues in the team ®
would do 49% T7
Negative Doing what is easiest to achieve in the ®
influencer time available 38% L2
oFdeciSion: Taking the acti hich will Itinth
. aking the action which will result in the &
BEIT greatest personal recognition T5
Taking the action that minimises personal ®
Doing what draws the least attention T2

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture Su rvey | 22




Connection of actions to values could be
strengthened with customer and colleague focus

@ Key insights

Whilst 68% of staff responded
positively, more suggest conflict
between organisational values
and how business is done this
year (vs. 2023).

32% of staff responded neutrally
or negatively, and were given the
opportunity to write in their own
words what they recognise as
conflict. These comments have
been analysed and grouped
together to form key themes.

Staff cite a desire for a greater
customer and colleague influence
over key decisions which, as

shown on pg. 28, is also linked to
perceptions of the future vision and
senior leader role-modelling. There
is a belief that decisions are overly
influenced by financials at present.

Comments mention operational
barriers such as processes,
technology or resource constraints
that conflict with values of simplicity
or delivery and senior leader
accountability, particularly in

the context of recent return

to office policies.

Ethics: There is no conflict between my organisation’s stated values and how we do business

W Positive © Neutral B Negative

18 12
68% vs. 2023 vs. 2021

23%

What do you see or hear that suggests conflict between the values and how business is done? n= 1442

This is an open-text question (staff are able to respond in their own words). Comments have been analysed and grouped together

to form key themes.

Customer and colleague focus

Comments describe conflict between
financial factors and customer
or employee-centric values.

Staff perceive that decisions (such as
level of resourcing) are overly
influenced by budgets.

‘ ‘ Reducing resources and budgets

do not lead to [customer-centric]”.

‘ Wellbeing of employees or
customers may not always be

core in decision making”.

Operational barriers

Comments cite operational barriers
that conflict with values related to
simplicity and delivering.

Staff describe complex or lengthy
processes, outdated technology and
resource constraints that impact
efficiency and customer outcomes.

“ The concept of [simplicity] is
difficult to reconcile with the reality
that processes continue to become more
cumbersome, involving additional steps,
handoffs, and administrative barriers”.

‘ [Customer~-centric] and [simplicity]
are not aligning with the amount of
regulatory change”.

Note: Specific values names have been replaced in verbatim comments to preserve anonymity.
Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB)
based in Ireland, conducted between 9 and 27 February 2026. 1,442 open-text comments analysed.

Senior leadership

Comments highlight perceptions
that senior leadership actions do
not always align to stated values.

Staff desire greater accountability
among leaders, less blame culture
or cite specific leadership decisions
(such as ‘return-to-office’).

“ There is significant emphasis on values
and behaviours but this does not always
translate into what is seen in how senior
leaders operate”.

“ Tone and accountability from the top”.

2026 éist Staff Culture Survey | 23
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Leadership and strategy

Leadership and strategy

Reflective quotes from staff

‘ My immediate colleagues and people leaders are strong ethical
people, every day is a day to be proud to work with them”.

“ | feel there is a disconnect with Senior Leaders at times”.

| felt proud when there was clear communication, opinions taken
on board and outcomes clearly communicated”.



Trust in managers exceeds the global

benchmark as trust in the Exec declines

@ Key insights

Across the sector, 84% of bank staff
trust their direct manager, 4 points
ahead of the global financial services
benchmark. This is higher than

2021 levels and strong positivity is
maintained at every level of seniority.

However, trust in senior leaders and
the Executive Committee is lower.
Most notably, 48% of the sector trust
what their Executive Committee
says after a 14-point decline since
2023, now below 2021 levels and
lagging the global financial services
benchmark by 18 points.

Junior staff see larger declines,
increasing the gap to leaders on
this metric.

The ‘tailing-off’ of trust in more
senior leadership levels is a common
feature of many organisations,
particularly large ones. Dips in
positivity are expected during
change, but reconnecting staff
quickly is important to prevent
longer-term disruption.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.

Views of trust across the sector

| trust my direct manager

vs. 2023 vs. 2021 vs. FS BM

| trust what senior leaders in my part
of the business say

16 T2 -8

| trust what the Executive Committee say

Views of trust since 2021

O | trust my direct manager
| trust what senior leaders in my part of the business say
O | trust what the Executive Committee say

82% 8% 84%

L0 5

62%
57%

48%

2021 2023 2026

+414 19 - 18

Trust in direct managers remains strong at every level,
but growing disconnect to Executive Committee for majority

O | trust my direct manager O | trust what the Executive Committee say

92%

o— 5% 85% 83%
—O0— —0
84%
54% O
48% 46%
| report directly to | manage people | lead a team | work in a team

the CEO or an who lead teams and | am not a

Executive team leader
Committee Member
/ ExCo / ELT
n= 262 925 2,635 7,130
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Improved change management is key to
growing trust in the Executive Committee

@ Key insights

There has been a shift in staff feeling able
to integrate their work and personal life
following operational changes. Positivity
has dropped 12 points to 64%.

The proportion of staff who report feeling
under constant strain in the past 6 months
has risen by 3 points since 2023 to 46%,
but still sits 7 points below strain reported
in 2021.

In 2023, the top reasons for strain
reported were poor systems, process
and technology and insufficient levels
of staffing”™. Now, poorly implemented
change or too much change is the top
reason for strain (+13pts vs. 2023).

The top reasons for strain selected by staff
who work solely from their office, branch
or call centre are a lack of experienced
staff, and systems, processes or technology
impacting ability to get work done.

The proportion of staff who trust their
Executive Committee is shown for each
source of strain. Trust is lowest among
those who cite change management

or levels of change.

Middle managers report higher strain

due to poor change management, which
is notable given they are a key population
responsible for implementing changes.

*IBCB éist 2023, Staff Culture Survey Sector Report.

I am able to integrate my work and personal life in a way that works for me
W Positive © Neutral B Negative

412 -0 -13
64% 9023 vs. 2021  vs. FSBM 15% 21%

>

[+11]

()

®

S
In the past 6 months I've felt under constant strain at work 7
©
c
(3]
2
=
wv
t S
()]
©
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-

B Under strain = Neutral ® Not under strain

] 7 +12 43
46% s 2023  vs.2021  vs FSBM 25% 29% s 2023

Thinking about why you've felt under constant strain at work recently, what are the main factors contributing to this?
(n=5,059)

Of those who selected this reason, what proportion
say they trust the Executive Committee?

Proportion of staff
who selected reason

113

Change is being poorly implemented /
there's too much of it

23%

(n= 1,909
(n=1909 52023

Our systems / processes / technology 35%

make it hard to get work done (n=1.771)

35%

We don't have enough
experienced staff

37%

I'm overworked / working long hours (n=1,365) 37%

There are too many meetings
and emails

44%
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Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.



https://www.irishbankingcultureboard.ie/publications/2023-eist-staff-culture-survey/

Opportunity to build trust with staff through improved
engagement and communications around change

@ Key insights

Both perceptions of senior leaders
setting a positive example and

belief the Executive Committee
have communicated a motivating
future vision have declined this
year, sitting below 2023 and 2021
levels and lagging the global financial
services benchmark.

However, despite large drops for

all other populations, perceptions
among the most senior leaders
remain strong. There is opportunity
for senior leadership to communicate
and extend their motivation and
positive perceptions to staff.

Building senior leader capability,
specifically on how to discuss difficult
change, is required. It's important to
provide context for these changes
and, critically, to focus on the ‘why’.
Personalising the information to
explain its significance for specific
groups or teams, while clarifying
who will be impacted (and when),
and involving staff in the change
outcomes through opening two-way
communication channels which allow
the views of staff to be expressed
and listened to, can help bridge

the gap.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.

Key leadership metrics
B Positive © Neutral B Negative

Senior leaders in our organisation
set a positive example

vs. 2023 vs. 2021 vs. FS BM

Our Executive Committee have
communicated a vision of the 43% 32% 26%
future that motivates me

411

18 -18

Declines in senior leadership metrics are larger with lower seniority
O Senior leaders in our organisation set a positive example O Our Executive Committee have communicated a vision of the future that motivates me

85%
84%
’ 49%
O
52% . —O
| report directly to the CEO | manage people | lead a team | work in a team and

or an Executive Committee who lead teams | am not a team leader

Member / ExCo / ELT

n= 262 925 2,635 7,130
vs. 2023

—O— 16 J 18 421 420
—O— T1 19 412 413
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Drive confidence in the future by clearly evidencing the
positive impact of the strategy on customers and the business

@ Key insights

Communicating a motivating future
vision and senior leaders positively
role-modelling are key to driving
organisational pride (see pg. 18).

Underpinning these key drivers is
showing staff how feedback is used
in leader decision-making, belief
that customers are at the centre

of decisions and belief that leaders
are committed to inclusion.

There is a direct correlation between
staff who believe that senior leaders
both set a positive example and have
communicated a motivating vision,
and those who believe that customer
and colleague feedback informs
decision-making.

Among staff who feel that both
customer and colleague feedback
is used to inform decision-making,
perceptions of the future vision
and senior leader role-modelling
are high.

There’s a real opportunity to show
how the strategic priorities are
benefiting customers, staff and
other stakeholders. Storytelling
and highlighting emotional impact
can be key to ultimately build
organisational pride and belief.

*Proportion in 4th group not shown is 5% (n= 548).

#1 key driver of
Organisational pride

Our Executive
Committee have

communicated a vision
of the future that
motivates me

Sub-drivers

@ Showing how feedback
is used in leader
decision-making

e Putting customers at
the centre of decisions

#3 key driver of
Organisational pride

Senior leaders in our
organisation set a

positive example

Sub-drivers

e Leaders demonstrating
commitment to inclusion

@ Showing how feedback
is used in leader
decision-making

See pg. 18 for full analysis

Perceptions of senior leaders and communications are strongest when
staff see that both customers and colleagues inform decision-making’

(n=4,366)

40%

of the sector believe that their organisation both...

30%
(o)
of the sector believe that their organisation...

puts customers at the centre
of decision-making

(n=2,759)

25%

of the sector believe that their organisation...

s not put customer:

centre of decision-making

and

does not show how colleague feedback

informs decisions and action

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.

%

%

—>

Of each group, how many believe that...

M Senior leaders in our organisation set a positive example
Our Executive Committee have communicated a vision of
the future that motivates me

41%

15%
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Inclusion, psychological safety and speak up

Inclusion, psychological
safety and speak up

Reflective quotes from staff

“ When joining the organisation, the people were
hugely supportive and encouraging. It was an inclusive
environment | was proud to be apart of”.

“ No one wants to be in the headlights for getting
something wrong”.

“ Employee feedback, workload pressures, and support
needs don't appear to be fully acknowledged”.



Inclusion scores high across both
the sector and diverse groups

Lo High and stable inclusion and diversity metrics
Key insights N ,
B Positive © Neutral B Negative Vs, 2023 vs. 2021 vs. FS BM
Staff report high inclusion and My organisation has a work environment
diversity, remaining unchanged where colleagues from diverse 82% 12% 34 11 18 +3
since 2023. backgrounds can and do succeed

Notably, 82% of staff believe that . L

taff from diverse backerounds Leaders in my orga_nlgahon qemonstrate
s background: commitment to building an inclusive 77% 16% 59 NEW nfa -7
can succeed at their organisation, workplace
which exceeds the global financial
services benchmark by 3pts.
77% of staff feel able to be
themselves and believe that
leaders are committed to inclusion,
despite lagging the benchmark. Inclusion across diverse groups

| feel able to always be myself at work 77% 12% VS 11 T2 -8

Sector score: 79% 4 1 vs. 2023

Almost all demographic groups
report an inclusion index higher
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Male (n=4,581)

than 70%, with opportunity to Gender [ Female (n= 5,144)
improve experiences for other ethnic
groups (62%), staff with a disability
o . . X
(67%) and meed / multiple ethmc Disability (n= 9.096)
groups (69%). Explored further in
this section is the essentialness of Vised /
inclusion to psychological safety . e Black / African . .
dqi ton® ( 21 q 34) o Other ethnic mu\hp!e / Caribbean / Asian / Asian
and imnovaton- {pgs. o1 an : Ethnicity groups ethnic Black E European
(n= 46) groups E_jc uropean (n=570)
(n=88) a=EY)
Trans Yes (n=49) No (n= 9,925)
T~ 45-54 (n=3,394)
35-44 (n= 3,087)
24 and under (n= 353)
Age 25-34 (n= 2,066) WaA794: /30 5 V3 84%
55-64 (n=1,274)

40 50 60 70 80 90

Inclusion & diversity index**
*Ipsos Karian and Box (2024), Fear or Apathy? What stops employees speaking up. 2026 éist Staff Culture Su rvey | 30

“*For several themes where the constituent questions have changed since the last survey, the year-on-year comparison is calculated based only on the questions that were asked in both 2026 and 2023.
Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.



https://ipsoskarianandbox.com/report/fear-or-apathy-what-stops-employees-speaking-up/

Build a learner and contributor
culture to strengthen speak up

@ Key insights

Psychological safety across the sector
is supported by a strong and stable
foundation of inclusion. 84% trust their
direct manager and 77% of staff feel
able to be themselves.

However, at the learner and contributor
stages, metrics have experienced
declines, most notably with less staff
feeling able to share opinions without
fear of negative consequences (-12pts
vs. 2023). Those who work some days
from home and some at their office,
branch or call centre have declined by
14 points, compared to a 5-point decline
among staff who work solely at their
office, branch of call centre. Staff with a
tenure of 5-10 years have also declined
by 17 points. Additionally, just 45% of
the sector say that their organisation

is good at showing how staff feedback
informs decisions.

This hinders progress at the challenger
stage, with lowered ability to innovate or
speak up against behaviour considered
to be wrong vs. 2023 (-9pts).

External data from the experiences of
over 280,000 colleagues shows change

influences levels of psychological safety*.

Communicating transparently through
two-way channels that allow a response
can reduce the impact.

Challenger

What's on this page?

Psychological safety is the shared belief among team members that the environment is safe for
interpersonal risk-taking, such as asking questions, admitting mistakes or proposing new ideas
without fear of negative consequences. This enables teams to access diverse perspectives and

continuously improve. The ‘4 stages of psychological safety’ is a concept that outlines a progression
of social requirements individuals need to thrive, innovate and challenge in the workplace.

To access the highest level of challenger psychological safety, inclusion, learner and contributor
culture must be strong**. IBCB éist 2026 questions have been mapped against this framework.

Where | work, people try new ways

vs. 2023 vs. 2021 vs. FS BM

contributions and
can share ide
without fear

Learner

Staff can make mistakes without fear
of punishment or judgement

Inclusion

Staff feel that they belong
and are respected by their team

*Ipsos Karian and Box (2021), Organisational change: managing the impact on employee engagement and culture.

of doing things, even if it means 41% 12 13 -20
getting it wrong

Where | work, people feel able to

speak up when they see behaviour Fe{e¥/4 19 12 -23
which they consider to be wrong

My organisation is good at showing

how colleague feedback is used to RGHZA NEW n/a n/a
help inform decisions and actions

Where | work, people can share

their opinion without fear of 61% 112 U5 -10
negative consequences

| believe that my views are

genuinely listened to when 68% 17 T2 -6

| share my opinion

Where | work, people seek and

respect different opinions when 68% 13 14 -12
making decisions

Where | work, people who make o

a mistake are treated fairly 69% L8 L6 -7

| feel able to be myself at work J1 T2 -8

| trust my direct manager 12 +4

**Edmondson, Amy C. The Fearless Organization: Creating Psychological Safety in the Workplace for Learning, Innovation, and Growth. Hoboken, NJ: John Wiley & Sons, 2018.
Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.
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https://ipsoskarianandbox.com/report/organisational-change-managing-the-impact-on-employee-engagement-and-culture/

Shifts in sentiment towards speaking up Wit onthis e

Speaking up involves bringing attention to harmful behaviours
within the organisation, ensuring accountability and

across working arrangement and tenure s s e

@ Kev insights Where | work, people feel able to speak up when they see behaviour which they consider to be wrong
Y & W Positive = Neutral ® Negative

56% of staff feel that where they work, 19 412 -23 T2 16
peop|e are able to Speak up when they 56% vs. 2023 vs. 2021 vs. FS BM 26% vs. 2023 17% vs. 2023

see behaviour which they consider
to be wrong. This has declined by 9

points since 2023, driven by a 6-point Negative sentiment towards speaking up increases Negative sentiment towards speaking up increases

increase in those who disagree. among hybrid staff and those with ‘other’ working among staff with a tenure of five to 20+ years
arrangements Where | work, people feel able to speak up when they see behaviour

Shifts in perceptions of speaking up Where | work, people feel able to speak up when they see behaviour which they consider to be wrong: By tenure

mirror those seen in staff feeling able which they consider to be wrong: By working arrangement B Negative

to share opinions without fear of
consequences (see pg. 31), where
staff who work some days from home
and some at their office, branch or
call centre and staff with a tenure

of 5+ years report lower positivity
since 2023.

= Neutral W Negative
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Across working arrangement, those
who selected ‘other’ (comparable

to ‘I work from home’ in 2023) have
increased most in negativity (+9pts
vs. 2023), followed by those with a
hybrid arrangement (+7pts vs. 2023).
Negativity is highest among those
who selected ‘other’ (22%). However,

neutrality is highest among those | work solely at | work some days Other Lessthan  1-2vyears 3-4years 5-10years 11-20 years More than
with a hybrid arrangement (27%). my office / from home and 1 year 20 years
branch / call some days at my
Negative responses increase with centre office / branch /
tenure, peaking at 19% from tenures call centre
of 5-20+ years -~ a 15-point growth n= 1,996 8718 238 n= 419 1,077 2,061 2,057 2,084 3254
from new S‘Farters. Increases in vs. 2023 vs. 2023
negativity since 2023 are also
-0 T2 13 17 J1 19 J1 T2 5 17 17 16

seen most among this group.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture Su rvey | 32




Promote formal speak up channels by

addressing fear of consequences and futility

@ Key insights

Speaking up involves bringing attention
harmful behaviours within the organisation,
ensuring accountability and adherence to
values and policies. Creating psychological
safety ultimately builds a robust speak up
culture. 81% of staff have not wanted to raise
any serious concerns in the last 12 months.

Whilst the number of staff wanting to raise
a concern has risen by 9 points since 2023
(19%), this does not relate to customer,
ethical or regulatory wrongdoing (0-4%,
=0-1pts vs. 2023). The most frequently
selected concern relates to organisations’
values and behaviours (7%), a new option
this year.

Among staff who chose not to raise their
concern, the top reason is fear that it

would be held against them, a trend seen
across other organisations™**. This is closely
followed by futility, whereby these staff
report belief that nothing would happen from
raising a concern.

Among staff who have raised a concern,

the proportion who report feeling that their
concern was not listened to or taken seriously
outweighs those who feel positively, reinforcing
beliefs of futility. 16% also say that they don't
know if their concerns were listened to and
taken seriously, suggesting an opportunity to
provide greater clarity on outcomes.

Have you wanted to raise a concern at your organisation
over the last 12 months?

L What stopped you from reporting the concern?  vs

vs. 2023*
No 81% n-=8.885 19
Yes n= 2,067 19
relating to my
organisation’s values 7% n=723 NEW
and behaviours
something else I 5% n=577 13
relating to bullying I 4% n=446 -0
relating to ignoring
internal policies and 4% n=416 1
procedures
relating to actions not
in the best interests 3% n= 376 -0
of customers
relating to discrimination I 2% n= 188 ™1
relating to harassment / o ~ 65
sexual harassment | 1% . T
relating to actions that <1% n=30 50

damage market integrity

What'’s on this page?

Speaking up involves bringing attention to harmful behaviours
within the organisation, ensuring accountability and
adherence to values and policies. Creating psychological
safety ultimately builds a robust speak up culture.

Did you report your concern?

—951%

43%

(o)
6% Vos
n= 1,448 Notyet n=1,203
- but I will
113 -0
vs. 2023* vs. 2023*
Do you feel your vs. 2023
concerns were Yes (n=455) 38% 18
(or are being) listened No (n= 554) 46% 16

to and taken seriously?** Don't know (n= 195) 16% 11

2023*

met| msed coneernar L7
i raise conerne -0
iy concerns secute and conftentinl IACA R L1
:fflelrg:zg\c/joiicrzif e lookbad 37% n= 407 12
reseons (losse apeclty these) =236 '3
team look bed | reoed comeams. =207 L2
o cloe daen thie oy organiontion B 13% =138 11
b0 what the process 0 do so was I 7% n=0 -

Note: This page only presents Speak Up results. See ‘Detailed results’ for information on Whistleblowing. Whistleblowing is the act of a staff member reporting wrongdoing,
such as fraud, criminal offences or safety dangers within their organisation to employers, regulators or the public.
*Comparisons to 2023 on this page are indicative only, due to changes in the response options available. **Prefer not to say option removed in 2026.
***Ipsos Karian and Box (2024), Fear or Apathy? What stops employees speaking up.

2026 éist Staff Culture Survey | 33

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.
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https://ipsoskarianandbox.com/report/fear-or-apathy-what-stops-employees-speaking-up/

Customer focus remains strong though staff feel
their feedback can be used more effectively

@ Key insights

Staff report strong customer

focus across the sector. Positive
perceptions of customer centricity
in business decisions and belief that
customer-related promises are kept
exceed 70%, remaining broadly
unchanged since 2023.

However, the use of customer
feedback to improve processes lags
other questions and sits behind the
global financial services benchmark
by 18 points.

Among staff who report that people
seek different opinions when making
decisions, perceptions of customer
feedback use is higher.

This suggests that enabling a variety
of staff voices can not only have a
positive impact on psychological
safety and ultimately leadership
trust, but also bring organisations
closer to the customer viewpoint
and strengthen customer focus.

*Asked to those with >1 year tenure (n= 10,335).

Customer focus metrics

B Positive 1 Neutral B Negative Vs. vs. Vs,
2023 2021 FSBM
Where | work, when people say they'll do something for customers,
they get it done
5%
| believe my organisation puts customers at the centre
of business decisions

Thinking about the last year or two, | feel my organisation's
commitment to achieving better customer outcomes has strengthened*

n/a

Where | work, we regularly use customer feedback
to improve our processes

-0 T1

— Seeking a wider variety of staff voices gets
organisations closer to the customer viewpoint

Among those who...

Do NOT feel that people
seek and respect different
opinions when making
decisions

(n=3,542)

Agree that customer
feedback is used to
improve processes

Do feel that people seek
and respect different
opinions when making

decisions

(n=7,410)

Agree that customer
feedback is used to
improve processes

-18 —

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.
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Managers, empowerment and innovation

Managers, empowerment
and innovation

Reflective quotes from staff

“ My manager is open, understanding, and clear in setting

expectations, which creates a culture of trust and respect”.
Our manager recognises our commitment and work

“ and always celebrates it”.

People leaders are not empowered enough to make
their own decisions”.



Staff get useful feedback from managers and
the focus on performance objectives is growing

When | have conversations with my manager, | always receive valuable feedback
B Positive 1 Neutral B Negative

L High proportion feel that managers always give valuable feedback
Key insights

71% of staff say that they receive

valuable feedback in conversations ° 42 42 -3 A
with their manager, despite a minor 71% vs. 2023 vs. 2021 vs. FS BM 16% 13%

downward shift since 2023.

The number of staff who say that Staff at all levels more likely to say performance objectives form part of their 1-1’s than in 2023*

performance objectives are.a central B Positive behaviour experienced i Neither behaviour strongly experienced B Negative behaviour experienced

focus of catch-ups has also improved

by 7 points since 2023, a change In my performance conversations In my performance conversations

reflected at all levels of seniority. with my manager, performance 45% 17 12 22% with my manager, performance
objectives are a central focus of © s.2023 vs. 2021 2 objectives are only discussed

In conjunction with high trust every catch up when they absolutely have to be

in direct managers (see pg. 25),
manager relationships and duties
are strong across the sector. |
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58%
48%
? 43% 44%
O
| report directly to the CEO | manage people who | lead a team | work in a team and | am
or an Executive Committee lead teams not a team leader
Member / ExCo / ELT
n= 262 925 2,635 7,130
vs. 2023 1710 1713 T8 15
*See pg.4 for detail on response options and aggregate methodology for observed behaviour questions. 2026 éist Staff Culture Su rvey | 36

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.




Opportunity to empower staff amid
organisational change

@ Key insights Staff report a more controlling and hypocritical culture Growing proportion of lower levels say decision-making
than in 2023 is influenced by what senior leaders value

When asked to describe the Please select up to 10 words that you think best describe the Proportion who say decision-making is ‘Always’ influenced

day-to-day culture in their day-to-day culture at your organisation by doing what senior leaders would value most**

organisation, 9-10% of staff across vs. Sector

the sector selected controlling or vs. 2023 overall

hypocritical. Though low, this has
broadly doubled since 2023.

Describe the culture 22%
Additionally, the proportion of as Controlling T5 -
staff who see decision-making 21%
‘always’ being influenced by what (n=1.125) 20%

senior leaders would value most has

grown amongst those who manage

people who lead teams, through to

those who work in a team and are Of this group feel able to

not team leaders. 27%  share their opinion without - -34

Change typically influences the fear of consequences

extent to which staff experience
accountability in their jobs.

As psychological safety declines,
people are less willing to take

accountability for decisions or 11%
) Y o @ Describe the culture ’
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offer up new ideas and solutions™. as Hypocritical 15 -
Organisations S_hOU|d be cautious (n=957) | report directly | manage people | lead a team | work in a team
and ensure senior leaders can to the CEO or ~ who lead teams and | am not a
effectively drive teams towards an Executive team leader
common goals without stifling Committee
creativity or productivity. Insights Of thi feel abl Member
over the next two pages explore o this group feel able to / ExCo / ELT
ction areas further 25/) share their opinion without - - 36

' fear of consequences n= 262 925 2,635 7,130

vs. 2023
T2 T6 17 T6

*Ipsos Karian and Box (2021), Organisational change: managing the impact on employee engagement and culture.

**Question Text: How much do you think each of the below statements influences decision-making by people in your part of your organisation? 2026 éist Staff Culture Survey | 37
- Doing what senior leaders would value most. Answer scale: Always, Often, Sometimes, Rarely, Never.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.



https://ipsoskarianandbox.com/report/organisational-change-managing-the-impact-on-employee-engagement-and-culture/

Opportunity to leverage strong manager relationships to
improve decision-making, accountability and empowerment

@ Key insights

Whilst trust in direct managers

and managerial relationships are

a strength, in particular, those

who lead a team report relatively
lower levels of accountability and
empowerment around them. This
translates to lower scores also seen
among those who work in a team
and are not team leaders.

Seeing people empowered to make
decisions lags the global financial
services benchmark by 19 points.

The Individual Accountability
Framework (IAF) is an opportunity to
drive improvements in accountability.

Embedding a mindset shift and
empowerment of those at manager
level could unlock the same
behaviour among those who work
in a team.

Establishing feedback loops

to address decision ambiguity

and improve accountability in
conjunction can enhance innovation
and agility (pg. 39), and as a result,
customer focus.

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.

Where | work people take accountability

for decisions
M Positive ™ Neutral B Negative

Where | work, people are empowered with the
freedom to make appropriate decisions in their job

B Positive ™ Neutral B Negative

o V1 o o 43 T1 -19
65% vs. 2023 - 58% vs. 2023 vs. 2021 vs. FS BM
82% 83%
70%
65% 66%
62% ’ ? .
Ak 56%
| report directly | manage people | lead a team | work in a team | report directly | manage people | lead ateam | workin ateam
to the CEO or  who lead teams and | am not a to the CEO or  who lead teams and | am not a
an Executive team leader an Executive team leader
Committee Committee
Member Member
/ ExCo / ELT / ExCo / ELT
n= 262 925 2,635 7,130 n= 262 925 2,635 7,130
vs. 2023 vs. 2023
5 ™1 -0 2 18 T2 2 14

2026 éist Staff Culture Survey | 38
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Empowerment is the key to
unlocking greater innovation

Key collaboration and agility metrics
@ Key insights Y - g Y Staff who feel empowered report stronger
B Positive © Neutral B Negative ability to innovate
Collaboration between business ) i vs. vs. vs. Among staff at each level who...
functions has improved since 2023, Where | work, there is good collaboration 2023 2021 FSBM B feel empowered to make decisions
. o . between business areas and functions -
with 65% of staff now in agreement. do not feel empowered to make decisions

The gap to the benchmark has closed ...how many feel able to innovate?
When empowered, innovation is stronger by...

A focus on long-term results and

staff feeling able to try new ways of 56pts 41pts 34pts 31pts
doing things, even if it means getting
it wrong have also improved, but Where | work, people try new ways of doing things,

there is continued opportunity for Where | work, people are just as focused even if it means getting it wrong (positivity, %)
growth, as the latter metric lags the on long-termplanning as short-term results

global financial services benchmark
by 20 points. 47% 28% a8 1 12 n/a

Empowerment presents a key

opportunity. Staff across all levels
of seniority who feel empowered
report a better ability to innovate, ) )
showing the impact that improving Where | work, people try new ways of doing things,

even if it means getting it wrong
empowerment for managers

(see pg. 38) could have.
41% 29% )98 712 13 -20
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64% 57% 52%
| report directly | manage people | lead ateam | work in ateam
. . to the CEO or  who lead teams and | am not a
Using Al enables me to respond more quickly .
and effectively in my role an Executive team leader
Committee
Member
34% 34% <9l NEW n/a  n/a / ExCo / ELT
n= 262 925 2,635 7,130

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture Survey | 39




Additional themes

Additional themes



Declines in intent to stay driven by work-life
balance and perceptions of leaders

Lo I intend to remain working here for...
Key insights Top reasons to stay n- 7,352 Top reasons to leave n- 3100
W 5+ years vs. 2023 vs. 2023
3-5 years | am not paid enough /
72% of staff in the sector intend to 1-2 years | have good job security 53% 13 rewarded well compared to 53% L4
remain working at their organisation W Under 1 year similar roles elsewhere

;Og-aptclienatsctjli?ii;?gg%;gar& despite 52% My team / co-workers 37% 11 Lack of work-life balance 29% 116
The top reasons o stay are job . 7 2% My manager is supportive / fair 32% -0 I‘grggfg’reogrzzggsZgza/here 25% 110
security, direct teams or co-workers : —
and supportive managers. There has Intend to stay
also been a growth in the proportion for 3+ years Positive work-life balance 26% V12 | don't feel recognised / valued 23% -0
of staff citing motivation and feeling
ised or valued v3
‘Eicsoticlse orvalued as reasons vs. 2023 | feel motivated at work 21% 19 Poor management / leadership 14% 1 4
-7
; : vs. FS BM
The top reason to leave is perception | feel recognised / valued 20% 16 | don't feel motivated at work  13% -0
of reward. However, there has been
growth this year in the proportion of | am paid fairly / rewarded
staff citing a lack of work-life balance well compared to similar 17% -0 NG laipipy cbeLt e 13% 17
[ture h
or unhappiness towards the culture. roles elsewhere culture nere
Intent to stay is lowest among
mid-tenured staff, who have also Intent to stay across tenure
shifted moslt ”egatllVelV in intenththis -0 Proportion intending to stay for 3+ years™ P
year. A similar trend is seen on the vs. 2023 83% £
organisational pride metric (pg. 17). 77% 73% g
=)

This poses a risk to Irish banks in — 63% 63% 65% T:u
the face of competition for talent 20% o o
from other sectors, such as tech and _g
pharma, and addressing underlying vstgB T
internal organisational pride . Less than 1-2 years 3-4 years 5-10 years 11-20 years More than <
influencers is required. 1 year 20 years

n= 419 1,077 2,061 2,057 2,084 3,254

9% 12 Sector score vs. 2023
vs. 2023 T2 45 43 16 14 -0

*3-5 years and 5+ years combined. 2026 éist Staff Culture SUI’VGV | 41

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.




Appendix

Detailed results



Key:

® 5 pts or more greater than the sector score Reported percentages for these questions represent the proportion responding positively
3-4 pts greater than the sector score (i.e. ‘Agree’ or ‘Strongly agree’), neutrally (‘Neither agree nor disagree’) and negatively
® 2 pts below to 2 pts greater than the sector score (‘Disagree’ or 'Strongly disagree’). Positive results are compared to 2023 and to the
® 3-4 pts below the sector score Global FS benchmark where a benchmark is available.
@ 5 pts or more below the sector score
Commercial Corporate Retail Other
Positive Neutral Negative vs. 2023 vs. FS BM Banking Banking IT Operations  Banking Functions
Total responses 10,952 865 416 1,257 1,173 3,412 2,880
Accountability 63% 41 ® 63% ® 63% ® 64% ® 58% ® 62% ® 65%
Where | work we are clear about who is responsible for what 71% 13% 16% 1 -6 ® 80% ®73% ® 64% ®67% ®73% ®71%
When people in my organisation say they will do something, 62% 23% 15% >0 / ®61% ®56% 66% ®58% ® 60% 65%
I can rely on them to get it done © © ° n/a ° ° ° ° ° °
Where | work people take accountability for decisions 65% 20% 15% v1 n/a ®67% 68% ®67% ®59% ® 63% ®67%
;’ggfggr'lavggfgegg%ﬁ]'g ;’;”gheeﬁf}j’ggvefed with the freedom to make 58% 21% 21% 13 -19 ® 49% ®53% 62% ©53% ®55% ®63%
Where | work, people are held accountable for their behaviours 58% 22% 20% 13 -14 ®59% ® 63% ®59% @ 52% ® 60% ®57%
Collaboration & Agility* 47% T2 ®41% ®43% ® 52% ® 45% @ 42% ® 54%
Using Al enables me to respond more quickly and effectively in my role 34% 34% 32% n/a n/a ® 28% ® 36% ®51% ®32% ® 23% ®45%
where | work people are just as focused on long-term planning as 47% 28% 25% 11 n/a ®39% ®43% ®49% ®43% ®47% 51%
g\éaﬂz 'itvggghgeor"e try new ways of doing things, even if it means 41% 29% 30% 12 -20 ®29% ®32% ©43% ©43% ®38% ® 49%
\a/\égef[lenlc\éygrzlé, there is good collaboration between business areas 65% 20% 15% 12 -2 ®67% ®59% ® 65% ® 64% ®61% ® 70%
Customer focus 67% -0 ® 58% ® 54% ® 69% ® 64% 71% ® 66%
| believe my organisation puts customers at the centre of business decisions 70% 19% 11% T1 -4 ® 54% ®57% ®77% ®70% ®69% 73%
TpEL s o e e miers TN 0 g gk S0 wa @5 eass  e7%  ee%  eam%  o7x
Where | work, we regularly use customer feedback to improve our processes 59% 25% 16% -0 -18 ® 48% ® 39% ®57% ®53% ® 69% ® 54%
Yf\wlgfrgeel Y{%rcljﬁg\/hen people say they'll do something for customers, 73% 22% 5% 1 n/a 76% ® 75% ®71% ® 72% ® 78% ®67%
)
et}
Employee engagement 57% 16 ® 49% ®47% ® 64% ® 50% ®56% 60% 2
()
|'am proud to tell others | work at my organisation 57% 29% 15% 14 -19 ® 49% ® 48% ® 63% @ 50% ® 58% ®58% ;
[T}
I would recommend my organisation as a place to work to my friends and family 57% 23% 20% 17 -16 ® 49% ® 46% ® 65% @ 50% ®55% ®63% E
a
*For several themes where the constituent questions have changed since the last survey, the year-on-year comparison is calculated based only on the questions that were asked in both 2026 éist Staff Culture Survey | 43

2026 and 2023 (and 2021 where relevant). This allows for a direct and accurate comparison of trends for the core elements of that theme.
**Asked to those with >1 year of tenure (n= 10,335).
Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.




Key:

® 5 pts or more greater than the sector score Reported percentages for these questions represent the proportion responding positively
3-4 pts greater than the sector score (i.e. ‘Agree’ or ‘Strongly agree’), neutrally (‘Neither agree nor disagree’) and negatively
® 2 pts below to 2 pts greater than the sector score (‘Disagree’ or 'Strongly disagree’). Positive results are compared to 2023 and to the
® 3-4 pts below the sector score Global FS benchmark where a benchmark is available.
@ 5 pts or more below the sector score
Commercial Corporate Retail Other
Positive Neutral Negative vs. 2023 vs. FS BM Banking Banking IT Operations  Banking Functions
Ethics* 70% 16 ®71% 74% 74% ® 65% ® 69% ®71%
At my organisation, people do business ethically 83% 14% 3% 13 -6 ® 85% ®89% ®83% ®77% ®83% ®83%
My organisation has clear guidelines for ethical Al use and decision-making 59% 31% 10% NEW n/a ®64% ® 64% ® 68% ®57% ®57% 62%
There is no conflict between my organisation’s stated values o o o o o o o o o
and how we do business 68% 23% 9% 18 n/a ® 65% ® 68% 72% ® 62% ®67% ®69%
Inclusion & diversity* 79% 41 ®78% ®77% ® 80% ®73% ® 79% ®81%
| feel able to always be myself at work 77% 12% 11% v1 -8 ®79% ®76% ®77% ®72% ®76% 80%
Leaders in my organisation demonstrate commitment to building o o o, _ o o o o o o
an inclusive workplace 77% 16% 7% NEW 7 ®75% ®74% ®78% @ 69% ®77% ®79%
s 2 wOrK STaronment where colleagues from 82% 12% 6% i1 +3 © 80% © 80% 85% ® 78% ® 82% ® 84%
Motivation 66% 14 ® 62% ® 63% ®67% ®59% ® 66% 69%
I have sufficient opportunities to grow and develop in my role 50% 23% 27% 17 -21 ®41% 53% ®52% @ 45% ®51% 54%
My work gives me a sense of accomplishment 73% 16% 11% 13 +2 ®72% ®72% 77% ® 65% ®72% 77%
Our purpose and values are meaningful to me 70% 19% 11% 16 -9 ® 66% ® 64% ®71% @ 63% ®72% ®71%
When | have conversations with my manager, | always receive valuable feedback 71% 16% 13% 12 -3 ®70% ®71% ®73% ® 68% ®72% ®72%
Where | work people are recognised for doing a good job 63% 17% 20% 16 -9 ®61% ® 56% ® 60% ® 56% ® 64% ® 69%
Psychological safety* 62% 18 @ 57% ® 60% 65% ® 55% ®62% 65%
| believe that my views are genuinely listened to when | share my opinion 68% 17% 15% 17 -6 ® 65% ® 69% ®75% ® 62% ® 66% 72%
il\n/lf{)(r)r;gzgicsias?;)?]r]s i;ngdogéjﬁagnsshovving how colleague feedback is used to help 45% 26% 30% NEW n/a ®37% ® 36% ® 45% ®37% ®50% ® 46% "
et}
\C/\égsge | work, people can share their opinion without fear of negative 61% 19% 21% 112 ~10 ®55% ®59% 64% ®55% ® 60% 64% a
quences 3
S
Where | work, people seek and respect different opinions when making decisions  68% 18% 15% 13 -12 ® 61% ®67% 71% ® 60% ® 68% ®70% g
Where | work, people who make a mistake are treated fairly 69% 20% 11% 18 -7 ® 68% ®71% ® 69% @ 63% ® 68% ®71% 8
(]
(a)
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*For several themes where the constituent questions have changed since the last survey, the year-on-year comparison is calculated based only on the questions that were asked in both
2026 and 2023 (and 2021 where relevant). This allows for a direct and accurate comparison of trends for the core elements of that theme.
Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.




Key:

® 5 pts or more greater than the sector score Reported percentages for these questions represent the proportion responding positively
3-4 pts greater than the sector score (i.e. ‘Agree’ or ‘Strongly agree’), neutrally (‘Neither agree nor disagree’) and negatively
® 2 pts below to 2 pts greater than the sector score (‘Disagree’ or 'Strongly disagree’). Positive results are compared to 2023 and to the
® 3-4 pts below the sector score Global FS benchmark where a benchmark is available.
@ 5 pts or more below the sector score
Commercial Corporate Retail Other
Positive Neutral Negative vs. 2023 vs. FS BM Banking Banking IT Operations  Banking Functions
Reputation 55% 1
The external coverage about my bank is fair and balanced 55% 35% 11% T1 n/a ®57% ®55% 58% @ 49% ® 54% ®55%
Risk 75% 12 ©®76% ® 80% ® 74% ®70% ®76% ®75%
| know the level of risk | can take in my role 88% 8% 3% 1 n/a 91% 91% ®87% ® 86% ®88% ®88%
Leaders role model good risk management 79% 15% 7% 12 n/a ® 80% ®85% ®76% ®73% ® 80% ® 80%
Where | work, people are held accountable for their behaviours 58% 22% 20% 13 -14 ®59% ® 63% ®59% @ 52% ® 60% ®57%
Speaking up 50% 112 ® 43% ® 44% ®52% @ 41% ®51% 53%
Thinking about the last year or two, | feel my organisation's commitment ® ®
10 4poak o s strengthened- 43% 39% 18% 116 n/a ®36% ®32% ®45% ®35% ® 45% 46%
Where | work, people feel able to speak up when they see behaviour o o _
which they consider to be wrong 56% 26% 17% 19 23 ® 50% ®55% ®58% ®47% ®57% 60%
Tone from the Top 58% 110 ® 54% ®57% 62% ® 49% 61% ® 60%
| trust my direct manager 84% 9% 7% 1 +4 ® 86% ® 89% 87% ® 79% ® 84% ®85%
| trust what senior leaders in my part of the business say 65% 19% 16% 16 -8 ® 62% ® 64% ® 66% ®56% ®67% 69%
| trust what the Executive Committee say 48% 30% 22% 114 -18 ® 42% ® 43% ®55% ® 38% 52% ® 50%
Our Executive Committee have communicated a vision of the future o _
that motivates me 43% 32% 26% 411 18 ®37% ®37% ® 48% ® 33% 47% ®43%
Senior leaders in our organisation set a positive example 51% 28% 21% 119 -21 ®43% ®51% 55% ® 39% 55% ®52%
Well-being 47% 17 ® 45% ® 44% ® 46% @ 40% ®43% ®52%
| am able to integrate my work and personal life in a way that works for me 64% 15% 21% J12 -13 ® 62% ® 63% ® 65% @ 54% ®59% ® 70% "
et}
In the past 6 months I've felt under constant strain at work o o =
(Positive = Not under strain, Negative = Under strain) 2 A R +3 n/a ® 28% ® 25% ® 27% ® 26% ® 26% ©35% 8
S
©
9
‘m
o+~
a
*Asked to those with >1 year tenure (n= 10,335). 2026 éist Staff Culture Survey | 45

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.




Key:
® 5 pts or more greater than the sector score
3-4 pts greater than the sector score

® 2 pts below to 2 pts greater than the sector score The diagnostic also seeks to uncover the contextual factors that impact decision-making across
® 3-4 pts below the sector score @ the sector by asking bank staff to rate the level to which certain factors currently influence

@ 5 pts or more below the sector score decision-making in their organisation.

% Often, Always

Often, Never, Commercial Corporate Retail Other

Always Sometimes  Rarely vs. 2023 vs. FS BM Banking Banking IT Operations  Banking Functions
Total responses 10,952 865 416 1,257 1,173 3,412 2,880
Doing what is believed to be right 77% 18% 5% 14 n/a 75% 79% 75% 71% 80% 79%
Following exactly what is outlined by company policy, systems or processes 81% 16% 3% 1 n/a 88% 88% 76% 76% 84% 79%
Taking the action that best reflects our organisation's values 71% 23% 6% -0 n/a 66% 64% 70% 63% 75% 71%
Taking the action that will result in a better customer outcome 78% 18% 4% T1 n/a 66% 68% 80% 77% 79% 80%
Doing what has worked well in the past 61% 32% 7% 13 n/a 60% 61% 66% 56% 62% 61%
Doing what other colleagues in the team would do 49% 40% 11% 17 n/a 49% 49% 50% 44% 51% 48%
Doing what senior leaders would value most 70% 24% 5% T4 n/a 71% 71% 73% 69% 68% 73%
Whether current budgets enable it 65% 26% 9% T2 n/a 64% 70% 68% 65% 59% 69%
Doing what draws the least attention 22% 34% 44% 12 n/a 22% 20% 26% 23% 23% 20%
Doing what is easiest to achieve in the time available 38% 37% 26% 12 n/a 34% 35% 44% 38% 36% 38%
Taking the action that minimises personal accountability 28% 30% 42% NEW n/a 28% 25% 29% 28% 32% 25%
Taking the action which will result in the greatest personal recognition 33% 35% 32% 15 n/a 32% 27% 32% 33% 37% 31%
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Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture SUI’VGV | 46




Key:
® 5 pts or more greater than the sector score
3-4 pts greater than the sector score
® 2 pts below to 2 pts greater than the sector score
® 3-4 pts below the sector score
@ 5 pts or more below the sector score

5-6 Positive

3-4 Neutral

opposing statements and were asked to select the point which most closely reflects their

@ In the observed behaviours questions, bank staff were provided with a scale between two
strength of feeling between the two options.

5-6 Positive behaviour chosen

1-2 Negative

Behaviong SelEniens Benavioun Commercial Corporate Retail Other
chosen chosen ehosen vs. 2023 vs. FS BM Banking Banking IT Operations Banking Functions
Total responses 10,952 865 416 1,257 1,173 3,412 2,880
Dec!s!ons arelusu'ally made only by the most senior people \nvolveq - 33% 30% 37% 1 n/a ®27% ®27% ® 35% ® 30% 36% ®33%
Decision-making involves people at all levels, not just the most senior
In my performance conversations with my manager, performance objectives
are only discussed when they absolutely have to be - In my performance o o o o o o o o
conversations with my manager, performance objectives are a central focus 45% 33% 22% 7 n/a ®45% ® 42% ® 40% ® 42% ® 50% ©42%
of every catch up
Performance is recognised and rewarded more than behaviours and ways of 38% 40% 21% 1 n/a ® 34% ®34% ® 39% ® 34% ®39% 41%

working - Behaviours and ways of working are recognised as much as performance

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026.
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@ Reported percentages for these questions represent the proportion who selected each option.

Proportion selected (%)

Commercial Corporate Retail Other
Overall vs. 2023 vs. FS BM Banking Banking IT Operations Banking Functions

Total responses 10,952 865 416 1,257 1,173 3,412 2,880
I intend to remain working here for...
Under 1 year 9% 12 n/a 7% 8% 9% 12% 9% 9%
1-2 years 20% T2 n/a 16% 27% 21% 24% 18% 22%
3-5 years 20% -0 n/a 19% 23% 21% 16% 18% 22%
5+ years 52% 14 n/a 58% 41% 49% 49% 55% 46%
3+ years 72% 13 -7 77% 64% 70% 65% 73% 68%
Are you aware of, or have you used, an ethical decision-making
framework in your work-related decision-making? (Select all that apply)
Yes, | have used our Code of Ethics / Code of Conduct 51% 12 n/a 53% 51% 44% 48% 57% 47%
Yes, | have used the IBCB DECIDE framework 7% T1 n/a 4% 4% 9% 8% 7% 8%
Yes, | have used another framework 9% -0 n/a 8% 9% 9% 10% 8% 12%
I'am aware of, but have not used any decision making frameworks 34% 13 n/a 34% 35% 40% 34% 32% 36%
I 'am not aware of any decision making frameworks 12% 11 n/a 10% 10% 13% 14% 9% 12%
Combined 'Yes' 54% 11 n/a 56% 55% 47% 51% 59% 52%
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Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture Su rvey | 48




@ Reported percentages for these questions represent the proportion who selected each option.

Proportion selected (%)

Commercial Corporate Retail Other

Overall vs. 2023 vs. FS BM Banking Banking IT Operations Banking Functions
Total responses 10,952 865 416 1,257 1,173 3,412 2,880
Please select up to 10 words that you think best describe
the day-to-day culture at your organisation
Proportion of words selected that are positive 66% 17 n/a 56% 55% 67% 58% 71% 67%
Thinking about why you've felt under constant strain at work recently,
what are the main factors contributing to this? (Select up to three)
Number of responses 5,059 408 207 581 617 1,675 1,166
Change is being poorly implemented / there's too much of it 38% 113 n/a 46% 58% 35% 42% 30% 39%
QOur systems / processes / technology make it hard to get work done 35% 111 n/a 52% 57% 28% 24% 35% 28%
We don't have enough experienced staff 31% 111 n/a 21% 33% 25% 25% 42% 25%
I'm overworked / working long hours 27% 110 n/a 25% 29% 29% 27% 23% 31%
There are too many meetings and emails 26% L1 n/a 21% 11% 28% 22% 30% 28%
| don't feel appreciated / respected 25% 15 n/a 20% 20% 22% 33% 25% 25%
Not enough focus on employee wellbeing 22% 12 n/a 20% 15% 26% 31% 23% 19%
Deadlines for delivering work are too tight 21% -0 n/a 16% 16% 35% 23% 12% 29%
Other (please specify) 19% 18 n/a 22% 11% 20% 24% 18% 20%
There is not enough support available 16% 16 n/a 19% 17% 11% 14% 21% 13%
My personal life is stressful 8% -0 n/a 9% 4% 9% 8% 8% 8%
Lack of training means I'm not able to do my job as well as | should be able to 7% 15 n/a 8% 10% 6% 6% 9% 4%
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Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture Su rvey | 49




@ Reported percentages for these questions represent the proportion who selected each option.

Proportion selected (%)

Commercial Corporate Retail Other
Overall vs. 2023 vs. FS BM Banking Banking IT Operations Banking Functions

Total responses 10,952 865 416 1,257 1,173 3,412 2,880
Thinking about why you said you are not under strain, what are
the main factors contributing to this? (Select up to three)
Number of responses 3,207 238 105 343 300 899 1,000
My workload is manageable 61% 13 n/a 61% 58% 63% 63% 56% 62%
| feel appreciated / respected 49% 13 n/a 39% 49% 51% 48% 54% 50%
Management expectations are reasonable 38% -0 n/a 35% 43% 29% 40% 36% 40%
Deadlines for delivering work are achievable 27% 12 n/a 34% 35% 26% 25% 22% 31%
There is enough support available 22% 1 n/a 19% 18% 23% 20% 22% 23%
My personal life is not stressful 17% 12 n/a 18% 16% 21% 16% 17% 18%
We have enough experienced staff 15% T2 n/a 22% 8% 13% 18% 16% 14%
I've received the training | need to do my job well 14% -0 n/a 15% 9% 12% 16% 18% 12%
There is a good focus on employee wellbeing 12% 19 n/a 10% 9% 15% 9% 11% 12%
Change is being well implemented 8% -0 n/a 5% 3% 12% 8% 9% 7%
Other (please specify) 7% T1 n/a 13% 13% 5% 6% 8% 6%
Our systems / processes / technology make it easy to get work done 4% 11 n/a 2% 1% 7% 5% 5% 3%
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Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture Su rvey | 50




@ Reported percentages for these questions represent the proportion who selected each option.

Proportion selected (%)

Commercial Corporate Retail Other
Overall vs. 2023 vs. FS BM Banking Banking IT Operations Banking Functions

Total responses 10,952 865 416 1,257 1,173 3,412 2,880

What are the main reasons why you would consider leaving

your organisation? (Select up to three)

Number of responses 3,100 197 148 383 414 913 908

I'am not paid enough / rewarded well compared to similar roles elsewhere 53% 14 n/a 52% 68% 50% 56% 57% 49%

Lack of work-life balance 29% 116 n/a 30% 23% 33% 36% 31% 27%

To pursue opportunities / career progression elsewhere 25% 110 n/a 30% 30% 24% 18% 23% 29%

I don't feel recognised / valued 23% -0 n/a 23% 31% 21% 25% 24% 22%

Other (please specify) 16% 15 n/a 19% 9% 17% 18% 19% 13%

Poor management / leadership 14% 14 n/a 13% 11% 15% 15% 11% 15%

| don't feel motivated at work 13% -0 n/a 13% 7% 12% 14% 14% 12%

Not happy about the culture here 13% 17 n/a 10% 10% 17% 20% 10% 14%

Change in career 11% 12 n/a 9% 9% 10% 9% 12% 13%

Bureaucracy makes it difficult to do the job 10% -0 n/a 13% 19% 12% 9% 7% 10%

Lack of training / personal development 7% 14 n/a 6% 4% 10% 5% 8% 6%

Moving away from the area / travel 7% 12 n/a 6% 13% 7% 8% 8% 7%

Poor treatment of colleagues 6% 12 n/a 4% 3% 7% 8% 6% 5%

The organisation doesn't live the values 6% 13 n/a 6% 4% 6% 8% 4% 6%

Poor IT / systems 6% 17 n/a 6% 7% 3% 4% 6% 7%

Change in family circumstances 5% -0 n/a 6% 3% 2% 4% 5% 5%

Lack of job security 3% 12 n/a 1% 1% 3% 4% 3% 4%

Poor communication 3% 1 n/a 4% 2% 2% 3% 4% 4%

Poor business strategy / lack of strategic direction 2% 11 n/a 6% 3% 2% 2% 1% 2% %

Poor public perception of banking industry 1% 12 n/a 2% 0% 1% 0% 1% 1% §

My team / co-workers 1% -0 n/a 0% 0% 1% 1% 2% 1% E
E
8

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture Su rvey | 51




@ Reported percentages for these questions represent the proportion who selected each option.

Proportion selected (%)

Commercial Corporate Retail Other
Overall vs. 2023 vs. FS BM Banking Banking IT Operations Banking Functions

Total responses 10,952 865 416 1,257 1,173 3,412 2,880

What are the main reasons why you want to continue working

at your organisation? (Select up to three)

Number of responses 7,852 668 268 874 759 2,499 1,972

| have good job security 53% 13 n/a 62% 51% 41% 57% 59% 45%

My team / co-workers 37% T1 n/a 42% 44% 40% 36% 37% 34%

My manager is supportive / fair 32% -0 n/a 40% 37% 34% 32% 31% 32%

Positive work-life balance 26% 112 n/a 22% 27% 30% 25% 17% 31%

| feel motivated at work 21% 19 n/a 14% 21% 27% 19% 20% 23%

| feel recognised / valued 20% T6 n/a 13% 16% 25% 19% 19% 24%

| am paid fairly / rewarded well compared to similar roles elsewhere 17% -0 n/a 22% 13% 15% 13% 17% 18%

Good career progression / career development 10% 15 n/a 4% 9% 8% 7% 15% 10%

Good management / leadership 10% -0 n/a 7% 10% 11% 11% 10% 12%

I'm happy with the culture here 10% 18 n/a 7% 14% 12% 9% 8% 13%

Other (please specify) 7% T2 n/a 9% 5% 6% 9% 7% 5%

Fair treatment of colleagues 6% -0 n/a 6% 5% 7% 7% 5% 7%

Training / personal development opportunities 6% 14 n/a 4% 5% 5% 5% 8% 7%

The positive contribution the bank makes to society 4% 11 n/a 3% 7% 4% 4% 4% 5%

It's easy to get things done 2% T1 n/a 1% 1% 2% 3% 2% 2%

Inspiring business strategy / clear strategic direction 2% 41 n/a 1% 4% 2% 1% 1% 3% Q
>

The organisation lives the values 2% 12 n/a 1% 1% 3% 2% 2% 2% §

Good communication 1% 41 n/a 0% 1% 1% 1% 1% 1% E
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-
(]
(o]

Base: Census survey of 10,952 permanent staff across three member banks (AIB, Bank of Ireland, PTSB) based in Ireland, conducted between 9 and 27 February 2026. 2026 éist Staff Culture Su rvey | 52




@ Reported percentages for these questions represent the proportion who selected each option.

Proportion selected (%)

Commercial Corporate Retail Other

Speak up Overall vs. 2023 vs. FS BM Banking Banking IT Operations Banking Functions

Total responses 10,952 865 416 1,257 1,173 3,412 2,880

Have you wanted to raise a concern at your organisation over the last 12 months?

No, I had no concerns to raise 81% 19 n/a 82% 88% 81% 75% 80% 83%

Yes, relating to my organisation's values and behaviours 7% NEW n/a 5% 5% 7% 10% 6% 7%

Yes, something else (please specify) 5% 13 n/a 6% 3% 6% 7% 5% 5%

Yes, relating to bullying 4% -0 n/a 4% 1% 3% 5% 5% 4%

Yes, relating to ignoring internal policies and procedures 4% T1 n/a 2% 0% 4% 6% 4% 4%

Yes, relating to actions not in the best interests of customers 3% -0 n/a 4% 3% 1% 4% 5% 2%

Yes, relating to discrimination 2% T1 n/a 2% 1% 2% 2% 2% 1%

Yes, relating to harassment / sexual harassment 1% T1 n/a 0% 0% 0% 1% 1% 0%

Yes, relating to actions that damage market integrity 0% -0 n/a 0% 0% 0% 0% 0% 0%

Did you report your concern?

Total of those with at least 1 concern 2,067 156 50 233 291 698 491

Yes 43% -0 n/a 36% 42% 38% 45% 44% 41%

No 51% 113 n/a 60% 44% 56% 49% 49% 53%

Not yet - but | will 6% 12 n/a 3% 14% 6% 5% 7% 6%

Do you feel you were (or are being) listened to and taken seriously?

Total of those who reported at least 1 concern 904 58 20 95 137 319 204

Yes 38% 18 n/a 35% 32% 39% 31% 44% 35%

No 46% 16 n/a 51% 40% 44% 51% 40% 48%

Don't know 16% T n/a 14% 28% 17% 18% 16% 17%

What was it that stopped you from reporting the concern? (Select all that apply)

Total of those who did not report at least 1 concern 1,104 97 23 133 148 361 267

| felt it would be held against me if | raised concerns 58% 17 n/a 54% 39% 60% 57% 57% 58%

| felt that nothing would happen if | did raise concerns 56% -0 n/a 58% 39% 68% 64% 51% 54%

| did not trust the process to keep my concerns secure and confidential 40% 111 n/a 39% 30% 44% 49% 42% 31%

| felt it would make me look bad if | raised concerns 37% 12 n/a 33% 35% 34% 42% 38% 34% 4]
I did not raise concerns for other reasons (please specify these) 21% 13 n/a 18% 22% 12% 18% 22% 28% 5!,
| felt it would make my manager or team look bad if | raised concerns 19% 12 n/a 21% 17% 26% 16% 20% 14% [
| did not report the concern as no one else does this in my organisation 13% 41 n/a 13% 13% 11% 16% 16% 7% g
| didn't know who to raise concerns to / what the process to do so was 7% T1 n/a 9% 0% 14% 5% 8% 3% T—“
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@ Reported percentages for these questions represent the proportion who selected each option.

Proportion selected (%)

Commercial Corporate Retail Other

Whistleblowing Overall vs. 2023 vs. FS BM Banking Banking IT Operations Banking Functions

Total responses 10,952 865 416 1,257 1,173 3,412 2,880

Have you wanted to make a protected disclosure of “relevant wrongdoing” (as defined in the Protected Disclosures Act 2014) under your organisations Whistleblowing Policy over the last 12 months?

No, I did not want to make a disclosure 99% n/a n/a 99% 99% 99% 98% 99% 99%

Yes, relating to the committal of an offence 0% n/a n/a 0% 0% 0% 0% 0% 0%

Yes, relating to failure to comply with a legal or regulatory obligation 0% n/a n/a 0% 0% 0% 0% 0% 0%

Yes, relating to a miscarriage of justice 0% n/a n/a 0% 0% 0% 0% 0% 0%

Yes, relating to endangerment to health and safety of an individual 0% n/a n/a 0% 0% 0% 1% 0% 0%

Yes, relating to damage to the environment 0% n/a n/a 0% 0% 0% 0% 0% 0%

Yes, relating to an unlawful or improper use of public funds/monies 0% n/a n/a 0% 0% 0% 0% 0% 0%

Srosl neggent or would be maladminiwation 0% n/a n/a 0% 0% 0% 0% 0% 0%

Yes, relating to a breach of specified EU Law 0% n/a n/a 0% 0% 0% 0% 0% 0%

Did you make a disclosure under your organisation’s Whistleblowing Policy?

Total of those with at least 1 whistleblowing concern 119 11 <10 11 20 39 24

Yes 20% n/a n/a 13% 8% 10% 38% 8%

No 64% n/a n/a 53% 46% 75% 52% 87%

Not yet - but | will 15% n/a n/a 33% 46% 15% 10% 6%

Do you feel your disclosure was (or is being) listened to and taken seriously?

Total of those who disclosed at least 1 whistleblowing concern 24 <10 <10 <10 <10 10 <10

Yes 36% n/a n/a 38%

No 46% n/a n/a 50%

Don't know 18% n/a n/a 13%

What was it that stopped you from making a disclosure? (Select all that apply)

Total of those who did not disclose at least 1 whistleblowing concern 78 <10 <10 <10 15 25 18

| felt nothing would happen if | made a disclosure 59% n/a n/a 47% 64% 56%

| felt it I would be victimised or penalised for making a disclosure 55% n/a n/a 47% 44% 67%

I did not trust the whistleblowing process to keep my disclosure secure and confidential 51% n/a n/a 40% 44% 67%

I did not raise concerns for other reasons (please specify these) 24% n/a n/a 33% 12% 33%

I did not know how to make a disclosure / what the process to do so was 14% n/a n/a 0% 28% 6%
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