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Background Information 
 
What is Investment Banking? 
Investment banking is not what it seems.  It does not entail investments or banking but 

rather its primary duty is to raise capital and provide advisory counseling to clients. 

Growing organizations throughout the world use investment banks to help raise cash 

when the cash is not available in the organization. There are five positions in the 

organizational structure, junior analyst, senior analyst, associate, vice-president and 

managing director. The junior analysts and senior analysts are in charge of the workload 

whereas the vice-president and the managing director set the plan of strategy for pitch 

books.  Pitch books are essentially business plans based on a financial product.  Pitch 

books take anywhere from a few days to a few weeks to put together and are made for the 

client to entice them to buy.  Once a pitch is approved the deal then takes about a month 

to complete. Investment banks profit from having their pitches approved and then retain 

profit from their clients.  

 
A Deeper Look Into Investment Banking 
There are several problems noted within investment banking and within this case study.  

Often the ratio between work and personal life is very rough.  Analysts work between 80 

and 120 hours within the first three years of their career.  After these three years many 



analysts move on to other industries or return to graduate school, but most do not 

continue in this field.  This leaves investment banking corporations struggling to keep 

relatively new employees through immense compensation and bonuses.  An average 

entry-level analyst is said to make over $65,000 and a vice president is compensated 

around $1,000,000 annually.  The bonuses are put in place to entice recently hired 

employees to stay with the company.  

 
Brussels and Bradshaw 
Brussels and Bradshaw is a very respected investment bank. They are located in more 

than twenty-five countries and have net revenues of $42 billion.  Their mission statement 

is “To offer our clients competitive, innovative and feasible solutions for the betterment 

of their organization and community environments”.  Brussels and Bradshaw is very 

client focused and their employees are expected to work long weeks and weekends 

including holidays if necessary. Brussels and Bradshaw recruit new graduates and young 

talent to hopefully hold senior positions in the future.  

The summer internship program at Brussels and Bradshaw is essentially a screening 

process for future employees.  The company hires undergraduates in their final year of 

business school to work from May to August to potentially receive full time positions at 

the firm.  The internship begins with a two-week intense training process in Chicago then 

the interns move back to their respective locations.  The 14 week position pays 



approximately $20,000 while working up to 120 hours a week. Interns are expected to be 

the first in the office at 9:00 am and the last ones to leave at 3:00 am.  

 
Case Study 
 
The Toronto Office  
The Toronto Office is one of the regional office locations.  The Toronto Office only hired 

one summer intern whereas Brussels and Bradshaw usually hires three summer interns 

per regional location.  It is a relatively small location and has four vice presidents, four 

associates and three full time analysts.  Kelly Richards is the department manager of 

pitches and live transactions (after the pitches are approved). The culture of the office 

was “work hard- play hard”.  The interns were treated like a fraternity and often would be 

“pranked” by being given fake deadlines. In the employees’ minds the summer interns 

were to be treated harshly as a weeding out process where only the strong survive. Time-

off is frowned upon and although it is not directly punished it would affect their 

promotions and future projects. There is not a Human Resources department in the 

Toronto Office thus problems within the office are dealt with by the people involved and 

not by superiors.  

 
Kelly Richards 
Kelly Richards has been the department manager for the past ten years at Brussels and 

Bradshaw. Richards was the only employee without a financial background and her 



duties were administrative rather than doing the financial grunt work.  She assumed a 

human resources position but does not have any role with hiring, firing and promotions.  

She also does not have her CHRP, which is a certification for training in conflict 

resolution, benefits and compensation and other human resources roles.  Employees often 

treated her as though she was human resources because she would listen to problems.  

Richards had no authority to enforce behavioral change, though the associates, vice 

presidents and managing directors at the office do not respect her.  She also has three 

children and a husband who has just been fired from his job.  

 

Audrey Locke 
Audrey Locke is the only summer intern at the Toronto office of Brussels and Bradshaw. 

She was one out of three hundred candidates to be picked for the position and went 

through four interviews to obtain the internship. She enjoyed the process and obtained 

the internship because of her 3.9 GPA and her professional financial experiences. She  

received offers from five other firms but chose B&B for their prestige. Locke’s friends 

told her about the intensity of B&B but she was excited for it regardless.  She was 

assigned a mentor and a buddy. Her mentor was a senior analyst named Jake Frescott.  

Although she wanted to meet her mentor and asked about it many times, Locke was never 

introduced to Frescott.  Instead she was even passed in the hallway by him without an 



acknowledgement. Her buddy, Christina Page, was the only other female analyst in the 

Toronto office and had also earned her degree from the same business school as Locke. 

Christina Page 
Christina Page had been working for B&B for two years after her internship placement in 

New York City.  She was Locke’s buddy but during the first few weeks of Locke’s 

internship they were both too busy to have contact.  Page took Locke to lunch to initiate 

their relationship where she advised her initially. Throughout Locke’s internship she 

proceeded to check in on her about three times per week.  

The Problem 
The treatment of analysts, and more specifically the summer intern Audrey Locke, at 

Brussels and Bradshaw is a major problem.  Locke was treated by her project manager, 

Petterson, like an incompetent moron when really she was just in need of guidance and 

constructive criticism. One of the first things Petterson said to Locke was that she was 

incompetent.  Locke did not have anybody to report to directly and to ask questions when 

needed.  She approached Richards who had been in charge of placing her with a mentor 

and a buddy.  Richards was unable to answer Locke in a positive way, mainly because 

although Richards acted like Human Resources at times, she was not.  Problems 

addressed to Richards only seemed to be swept under the rug.  Page who is Locke’s 

buddy was the only person who seemed to be on Locke’s side.  Although Page had no 

power to help or persuade things to go differently she was a helping ear and made sure 



Locke knew that this experience was normal.  Another problem during Locke’s time at 

Brussels and Bradshaw is that she never approached Locke in the correct way.  Audrey 

Locke never confronted her problem face to face.  Locke experienced discontent and was 

unhappy at her job although she never let it show and did not let it be known that she was 

miserable.  

 
The Solution 
I believe the solution lies with Brussels and Bradshaw directly; they need a human 

resources team that is qualified and certified in handling problems that arise in the 

company.  Although the way Locke was treated has been the way it has been for years it 

does not mean it is the right way to go about things.  Employees can work hard and still 

be satisfied in their jobs.  Also the internship program needs to be run more smoothly. 

Richards should have arranged a formal meeting for Locke to meet her mentor and her 

buddy.  This way all questions could be relayed to her mentor and he could tell her what 

the proper way to handle things would be.  Another option is to have all questions Locke 

has regarding her work to be directed to the manager of the project.   Another approach 

to the problem is to have Locke approach her aggressor face to face.  By creating an 

appropriate and full message, Locke would be able to get her point across while still 

sounding professional.  If Locke were to tell Petterson the facts, the way it makes her 

feel, why she believes he did that and a solution she would be creating a full, 



comprehensive message.  Each piece of the message must be present for it to be 

effective.  If Locke were to still not have the respect from Petterson have two or three 

times using this approach, she should then take it to a higher resource.  By approaching 

the situation and her aggressor head on, Locke will better be able to get her message 

across.   

Conclusion 
Although the problems Audrey Locke faced during her summer internship at Brussels 

and Bradshaw were immense, she still wanted to be offered a position with the company.  

The main problem with this study is that there is a lack of organization or managerial 

skills as well as people doing jobs they are not qualified for.   


