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Sources: WEForum, 2025; Deloitte, 2025; Harvard Business School, 2025 (Appendix A) ; LinkedIn Economics Graph, 2025 (Appendix B); Appendix V, X, I1 

Case ConnoisseursTraditional Structures RecommendationsWork Chart 4

Competence Over Credentials

CoStar GroupSituation Impact

39% Job skills to change by 2030 

85% Executives want to
redesign organizations

25% Pay increase for non-degree
hires (former degree roles)

United States Global
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Skills-first Talent Pool Increase by Industry

-6% +17% +19%
Employee Churn Productivity Net Income



GM’s over-segmentation created siloed
subsidiaries that led to duplicated work,
resulting in development cycles of 48 months
versus Toyota’s 24 months.

Nokia’s bureaucratic hierarchy led to slow
decision-making, resulting in smartphone

launches being delayed by 6-12 months and
multiple cancelled projects. 

Division of Labour Standardized ProceduresBureaucratic Hierarchy

Power Imbalances
Minimal Autonomy

Siloed Teams
Poor Coordination

Outdated workflows
Inflexibility

S T A G N A T I O N

5Case Connoisseurs

Sources: Harvard Business School, 2014; Forbes, 2007; US Department of Treasury, 2009; Knowledge Insead, 2015; Portland State University, 2018; Appendix C, D, E

Traditional Organizations

General Motors 

The Impact: Market share fell
from 46% (1980) to 21.5% (2008).

Nokia

The Impact: Symbian OS’s R&D
costs rose to ~$1.4B (2008) 
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Who are they?

Founded in 1987, DC
Market leader in real estate data and
online marketplaces.

“We are digitizing the world’s real estate”

Industry Baseline 

Sources: CoStar, 2025; SEC, 2024; Zillow Group, 2025; Appendix F, G, H, I, J, K 

CoStar Group
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Core Business
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$2.7B (+11% YoY)

$374.7M     $138.7M 

43 Subsidiaries

Net Income (2023 - 2024)

Revenue (2024)

Registered in 13 Countries 

$2.2B (+29%) - Operating Expenses 

$4.7M (-98.3%) - Operating Income

Revenue: $2.2B (2024), +15% YoY 
Operating Expenses: +6% YoY
Net Income: -29% (2024)
18 Subsidiaries

Revenue: $0.6B (2024), +5.3% YoY
Operating Expenses: -5.2% YoY
Net Income: 63.7% Increase
5 Companies

Zillow

Marcus & Millichap
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CoStar Group Organizational Structure

Case Connoisseurs

Sources: SEC 2024; CoStar, 2025; Indeed, 2025; Glassdoor, 2025; Appendix G
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Traditional Structures 

CoStar Group 

8400+
Employees Globally

+1,500 New Employees (2024)

43
Subsidiaries

Highly Specialized

90%
Contract Renewal 
Standardized Procedures 

2.4/5
Management Rating

Disrupted Communication 

2.5/5
Culture Rating
Inconsistent Values

3.2/5
Work-Life Rating

Some Autonomy 
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Work Chart Organizations
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Sources: Gloat, 2023; Unilever, 2023
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Improved Talent Visibility

Increased
Productivity

Reduced
Hiring Costs

Continuous
Innovation

Unilever’s AI-Powered “Flex” Marketplace
Redeployment of +500,000 employee

hours across +3,000 projects.

Implemented in 90+ countries.

41% Improvement in Overall Productivity

Workflow
design

Accountability

PolicyPerformance
Measurement

AI
Automation
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 Employee Resistance Complexity Data Privacy

Work Chart Risks Work Chart Mitigants

Risks & Mitigants of Work Chart
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Sources: PewRisk, 2023; ChangingPoint, 2025; Pollack PeaceBuilding, 2025; McKinsey, 2019

37% 
Resist Change

70%
Change Efforts Fail

86% 
Care about Data Privacy

Performance Review Chaos
Work on multiple projects evaluated differently

Skill “Fiction”
Employee overestimates their ability

The Blind Handoff
AI output trusted blindly

Unified Review System
Internal impartial & comprehensive HR system

Deliverable Checks
Automated review of skills on client work

AI Output Responsability
Policy of responsibility of AI systems output

Traditional Structures RecommendationsWork ChartCoStar GroupSituation Impact



Priming CoStar
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Source: HBS 2020; Microsoft 2024; Appendix L
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Incentives

Equality

Future Outlook - Anticipating Change

Instill 

AccountReconfigure

Engagement Inspirational Leaders 

E

T

A

Transparency

Adaptability

+23%
Employee Satisfaction 

~18,000
Employees at Hackathons  

+90%
Nadella’s Glassdoor Rating  
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Instill

Account

Reconfigure
AI & Automation

Priming CoStar

Case Connoisseurs

Source: HBS 2025; Deloitte 2022; Gallup 2016
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17%
 Increase in
productivity

+21%
Boost in

profitability
Employee Development

Training & Courses

Building Trust

Routine Check-ins 41%
Lower Absenteeism

42%
Reduced Turnover 
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58%
Find courses

effective



Recommendation
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Organizations embedding skills-based models are 63% more likely to achieve business results

Transition CoStar to a Skills-Based Operating Model

Visibility Deployment Mobility

Make Skills the Unit of
Workforce Visibility

Deploy Talent by Skills,
Not Titles

Embed Career Mobility and
Learning into the System

View of workforce skills integrated with
HRIS

Give transparent paths aligned to future
demand

33%
Orgs. have a single source of

skills data today

AI matching and marketplace to staff
work

107%
More likely to place talent

effectively

98%
More likely to retain high

performers

12Case Connoisseurs

Sources: Deloitte, 2025



        

Target Buyers Value Proposition

Pricing and Expansion
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Go-to-Market Strategy

Primary Sponsor
 • CHRO – workforce planning & retention
 • COO – staffing & execution efficiency

Decision authority remains with enterprise leadership

• Higher internal mobility vs industry baseline
• Early detection of critical skill gaps
• Reduced reliance on external hiring

Skills-based organizations are 79% more likely to have a
positive workforce experience

• 2 high-growth business units: Homes.com + Matterport
 • 6-month pilot
 • Focus on AI-related projects
Success measured by:

Enterprise Tiered Model
• Insight – $18 / employee / month
• Activate – $32 / employee / month
• Transform – $48 / employee / month

ROI driven by hiring cost avoidance and retention gains

Entry Strategy

Days to staff projects % Roles filled
internally

Retention of high
demand skill groups

Sources: Deloitte, 2025; Techradar, 2025; PredictiveHQ, 2025; Appendix S
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Skill Graph

LinkedIn’s Tools in Action

Economic Graph

Talent Insights

LinkedIn Workforce Intelligence
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Standardizes CoStar's job skills into
universal taxonomy

Maps employee skills to LinkedIn's
40K+ skill categories

Benchmarks CoStar against
industry/regional competitors

Tracks workforce confidence and
labor market trends

Generates Structural Heatmap
showing departmental skill gaps
Identifies high-friction areas and

capacity loss

Sources: Appendix N, O, P, Q, R



Risks & Mitigants Implementation
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Employee distrust and fear of AI-
based workforce monitoring

Incomplete or inaccurate internal
skill data reducing system credibility

Manager resistance to shifting from
hierarchy to skills-based deployment

Transparent communication and
opt-in, human-centered platform
design

AI-inferred skills confirmed through
manager and employee review

Train managers on talent
stewardship; tie metrics to employee
development

Traditional Structures RecommendationsWork ChartCoStar GroupSituation Impact

Risks Mitigants



Timeline
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Workforce Intelligence

Career Intelligence

Product Rollout

Internal Talent
Marketplace

Metrics to Monitor
Visibility Mobility Efficiency Financial

% Workforce with
Verified Skills

Internal Mobility %,
Project Fill Rate

External Hiring Cost,
Turnover Reduction %

Project Deployment
Cycle Time

Connect HRIS & LinkedIn data

Map Employee Skills 

Enable skill forecasting

Launch career path explorer

6 Months 12 Months 18 Months 24 Months

Begin skill validation process

Fully integrated into workforce planning

Monitor internal project fill rates
Optimize matching algorithm

Launch AI skill matching

Expand dashboards to all business units

Company-wide marketplace rollout

Integrate LinkedIn Learning recommendations

Use skills data in promotion decisions

Traditional Structures RecommendationsWork ChartCoStar GroupSituation Impact



Current Problems

POOR

Low Employee Engagement

Weak Leadership Grade

Low Sense of Belonging

Boosted Metrics

Li
nk

ed
In

 W
or

kf
or

ce
 In

te
lli

ge
nc

e

Improving Key Workforce Metrics

Case Connoisseurs

Sources: Factset, 2025; Bloomberg, 2025; CoStar, 2024
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Increased Employee
Engagement

Leadership Bench
Strength Improved

Increased Sense of
Belonging

Higher Employee
Morale

Stronger Leadership
Improvement

Enhanced
Organizational Culture

Enhancing CoStar’s Performance and Culture with LinkedIn Workforce Intelligence



Value Creation
+~58M

Revenue

Reduced to 6%

Up to 2.3%

$216,980,096 5-year
NPV

+15% (Proj. vs Current NI)

59.9% Implied Upside

Human Capital Uplift Unlocked Revenue Growth

Immense Impact: Competence Over Credentials Prevails

Higher Productivity

Higher Volume

Operating Leverage

Productivity 

Impact

Case Connoisseurs

Sources: Factset, 2025; Bloomberg, 2025; CoStar, 2024, Appendix F1, G1, H1, I1
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Volume Logic

Employee Churn

Margin Expansion

NPV Analysis

3-Statement Model

DCF Model17%

3.5/5.0

15%

Sense of Belonging
Score

C+
Leadership Grade

Employee Engagement
Increase

Profit Improvement by Tier

Tier 1 Tier 2 Tier 3
0

20

40

60

80
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Thank You
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Appendix
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Appendix 

Appendix B: LinkedIn Economic GraphAppendix A: Harvard Business School & The Burning Glass
Institute



0

10

20

30

40
Authority

Rules
Division

Procedures

Labor

Hierarchy

Formal

Mechanistic

Bureaucratic

Bureaucracy

Formalization

Specialization
HierarchicalSpecialized

Centralized

Formalized

Centralization

Chain

Rigid

Departmentalization

Organizational

Communication

Organization

Characterized
Roles

Pillar Words (from Top-25)

Hierarchy authority, hierarchy, hierarchical, chain, centralized,
centralization

Division of labor division, labor, specialization, specialized,
departmentalization, roles

Standardized procedures rules, procedures, formal, formalized, formalization

Bridge terms
communication, organizational, organization,
bureaucratic, bureaucracy, mechanistic, rigid,
characterized
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Appendix 
Appendix C: Frequency of Descriptors for Traditional Orgs.

Appendix D: Grouping by Pillar

Appendix E: Dimensions of Structure in Effective Organizations -
Bernard C. Reimann (2008)
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Appendix 
Appendix F: CoStar (Consolidated Results of Operations) (2024) Appendix G: CoStar (Subsidiaries of the Registrant) (2024)



Name Place of Organization

MFTB Holdco, Inc. Washington Corporation

Zillow, Inc. Washington Corporation

Zillow Group Marketplace, Inc. Washington Corporation

Zillow (Canada), Inc. British Columbia Corporation

Trulia, LLC Delaware Limited Liability Company

Naked Apartments, LLC Delaware Limited Liability Company

Bridge Interactive Group, LLC Georgia Limited Liability Company

DotLoop, LLC Delaware Limited Liability Company

FastStart Real Estate Services Holdco, Inc. Washington Corporation

FastStart Real Estate Services, LLC Nevada Limited Liability Company

RealEstate.com Inc. Nevada Corporation

FastStart Real Estate Services (Canada)
Corporation

Nova Scotia Corporation

FastStart Real Estate Services (California), Inc. Nevada Corporation

New Home Feed, Inc. California Corporation

Signpost Homes, Inc. Washington Corporation

Mortgage Lenders of America, L.L.C. Kansas Limited Liability Company

SPH Property One, LLC Delaware Limited Liability Company

ZGM Holdco, Inc. Washington Corporation

Case Connoisseurs 24

Appendix 
Appendix H: Zillow (Cost & Expenses, Gross Profit and Other Items)  (2024) Appendix I: Zillow (Subsidiaries of the Registrant) (2024)
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Appendix 
Appendix J: Marcus & Millichap (Marcus & Millichap and Subsidiaries
Consolidated Statements of Comprehensive Loss) (2024)

Appendix K: Marcus & Millichap - Companies (2024)
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Appendix (Culture Change)
Appendix L: Microsoft; Satya Nadella Culture Change actions
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Appendix (recommendations)

Appendix M: Deloitte Evidence for Skills-Based Recommendation
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Appendix

Appendix N: LinkedIn Workforce Intelligence
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Appendix 

Appendix O: LinkedIn Workforce Intelligence
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Appendix 

Appendix P: LinkedIn Workforce Intelligence
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Appendix 

Appendix Q: LinkedIn Workforce Intelligence
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Appendix 

Appendix R: LinkedIn Workforce Intelligence



Pricing Reasoning Sources

Insight ($18)
analytics-only tier, priced at the low end of suite benchmarks because it is visibility and

forecasting, not workflow change
TechRadar

Activate ($32)
Activate ($32): priced in line with suite benchmarks because it adds staffing workflows

(marketplace + AI matching + team assembly). 
PredictiveHR

Transform($48)
premium bundle that layers career intelligence + learning + adoption support on top of

Activate, replacing multiple separate tools.

Market anchor: HR software suites are commonly priced per employee per month. Paylocity is often estimated $18–$32 PEPM;
UKG-style suites $12–$25 PEPM. source

Appendix
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Appendix S: Pricing Benchmarks accross industry

https://www.techradar.com/reviews/gusto-review
https://predictivehr.com/blog/ukg-pro-wfm-vs-ukg-ready/
https://www.techradar.com/reviews/gusto-review
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Appendix 

Appendix T: Reviews
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Appendix (Financials)

Appendix U: Stacked Product Tier Cost

Appendix V: Volume Logic
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Appendix (Financials)
Appendix W: Projected Margin and Profit Improvement by Tier

Appendix X: 5-Year Net Present Value (NPV) Projection
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Appendix (Financials)

Appendix Y: Projected Income Statement Appendix Z: Financial Assumptions and Justification
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Appendix (Financials)
Appendix A1: Projected Balance Sheet
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Appendix (Financials)
Appendix B1: Projected Cash Flow Statement
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Appendix (Financials)
Appendix C1: Discounted Cash Flow Model
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Appendix (Financials)
Appendix D1: Discounted Cash Flow Model



Segment Primary Location Est. Headcount
Avg. Salary
(Richmond/Global)

Key Function

Global Researchers Richmond, VA / Global 2,800 - 3,200 $66,270 - $67,030
Data integrity, property verification, call-
center research.

Data & Image Providers Field / Hubs 1,200 - 1,500 $49,000 - $55,000
3D scanning, architectural photography,
Matterport integration.

Sales Force (Homes.com) Regional 750 (Target 2025) Variable (Base + Comm)
Residential market penetration, member
acquisition.

Software & Tech Ops Washington DC / Richmond 1,000 - 1,200 $112,590+ (Median Data Sci)
Platform maintenance, AI development,
AWS/Cloud ops.

Corporate/General Admin Washington DC 400 - 600 High Variance Strategic oversight, finance, legal, HR.

Case Connoisseurs

Appendix (Financials)

Sources: Business Wire 2025, Stock Analysis 2025

Appendix E1: Segmented Workforce Distribution and Economic Profile (2024-2025)
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We can quantify the financial value of a leadership grade
improvement using the "Turnover Avoidance" model. Gallup
research indicates that 70% of the variance in employee
engagement is directly attributable to the manager. 
If a manager with a "Low Grade" (C or D) has a team turnover
rate of 25%, and a manager with a "High Grade" (A or B) has a
turnover rate of 10%, the financial value of the "High Grade" is
the cost of the avoided 15% turnover. 

Case Connoisseurs

Appendix (Financials)

Sources: Mbonigaba Celestin, M. Vasuki, S. Sujatha & A. Dinesh Kumar, 

Appendix F1: Employee Engagement, Leadership Grade
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The sense of belonging is a primary predictor of retention and discretionary effort.
In 2025, Deloitte reported that increasing the sense of belonging by 11% can lead
to a 213% return on investment through improved organizational trust and
resilience. Furthermore, companies that score in the top quartile for "belonging"
deliver annual excess returns of 10%.

Case Connoisseurs

Appendix (Financials)

Sources: Carlos Gomez-Mugica, Deloitte 2025

Appendix G1: The Financial Materiality of "Sense of Belonging"
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https://www.researchgate.net/profile/Carlos_Gomez-Mugica?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6InB1YmxpY2F0aW9uIiwicGFnZSI6InB1YmxpY2F0aW9uIn19
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Appendix (Financials)

Appendix H1: Qualitative Metrics and Financial Value Proxies

Sources: Talking Talent, Gigged.AI, Prof Mbonigaba Celestin, Vasuki Murugesan, S. Sujatha, A. Dinesh Kumar, Work Human
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For a mid-level research manager at
CoStar overseeing a team of 15
researchers:

Replacement Cost per Researcher:
1.5x Salary ($66,270) =
$99,405.   
Turnover Delta: 15% of 15
employees = 2.25 employees
avoided per year.
Annual Leadership Grade Value:
$223,661.

Thus, the "price" of moving a
manager from a mediocre to a
high leadership grade is
approximately $223,000 per
year in direct cost avoidance.
This does not include the 17%
boost in productivity
typically associated with
highly engaged teams. 
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Appendix I1: Valuation of Leadership Grade
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Appendix (Financials)

Sources: Align HCM, Prof Mbonigaba Celestin, Vasuki Murugesan, S. Sujatha, A. Dinesh Kumar, Alwe PGDM 

Appendix J1: Cost Reduction, Employee Retention
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Appendix (Financials)

Appendix K1: Expansion and Need for Positions
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Appendix (Financials)

Appendix L1: More Case Studies of Talent Technology


