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everything that was going on and they 
freaked out. A couple people quit because 
they thought, “Oh, when companies get 
acquired, everybody gets fired.” 
 As much as I tried to calm their nerves, 
some people just couldn’t deal with it. 
This time I thought, I need to be way more 
careful with who knows, my messaging, all 
of that. In the beginning it was the executive 
leadership team that knew. Then after a 
while it was the management team because 
they were involved in the due diligence 
process. Of course, at that point then people 
knew, and everybody knew. I could feel the 
tension. I could feel the stress of people. 
 People worry about their jobs, it’s their 
livelihood. I know it affected productivity. I’m 
a pretty open and transparent CEO. So, when 
I felt like I couldn’t do that, and I knew they 
want information, they wanted something 
from me and I couldn’t give it to them, it 
was very, very stressful for me to go through 
that. I would say that part, dealing with the 
employees, was more stressful than actually 
going through due diligence. 

SAEED ESLAMI: Don’t share the information 
with employees. I think share with the 
C-level employees because of all the 
information that they have to provide on the 
due diligence process. But don’t share it with 
all employees. 

BOB LA LOGGIA: It’s a challenge because 
people are intuitive. They can sense 
something is going on. But it still is a 
challenge whether you address it, literally 
with the company or not. I’m still on the side 
that says it’s probably better to not. 

SAEED ESLAMI: Because for a lot of people, 

they don’t understand what an acquisition 
means for the future.  
 They think if someone buys the company, 
the company is going to die and everyone’s 
going to be fired. But they don’t know if 
the new company is going to hire them or 
not. So, this uncertainty is going to affect 
productivity for sure. You don’t want to get 
them involved at all. 

BOB LA LOGGIA: They have questions like, 
“Am I going to have a job?” That’s a big 
question. “Who am I going to report to?” 
That’s really, really important. Who do I 
report to in this new structure? What does 
my pay look like? Am I going to get paid 
less? They really worry about that. “Is there 
a bonus structure with them?” And then of 
course all the benefits.

JONATHAN ARIANO: Hamid and Saeed, 
each of you bootstrapped your companies 
without outside investment. So you never 
really had to answer to anyone other than 
yourselves. How difficult was the transition 
after closing?

HAMID SHOJAEE: In our situation we knew 
going into it that there’s a good chance 
they want to replace the direction of the 
company to some degree and replace the 
key management, including us. We were 
actually relieved that they were prepared 
for that, because we were tired, and we 
wanted to take some time off. But there was 
this understanding that if things are good, 
maybe we’ll just stay on. And literally, I think, 
within weeks it was pretty apparent that we 
were ready to step down, and they had it 
covered. That worked out as a win-win, the 
way I see it. Personality wise it’s hard to have 

been running something as your baby for a 
long time and then have it not be run by you 
anymore.

JONATHAN ARIANO: I would probably think 
that would be a major shift especially since 
you’ve been doing it for so long. How about 
you Saeed? Are you still there?

SAEED ESLAMI: I am still working at Unity. 
Before I moved to United States, I previously 
had experience working for a construction 
company for five years, so I learned how 
to become a good employee to report to 
people. And then I had my company for 
less than four years, so I was able to switch 
back to being the employee. It was not a big 
deal. I didn’t have the company for 20 years 
and all of a sudden now I have to report to 
someone. I still don’t like to lose the control. 

You want to still make the decisions about 
the product, about sales, marketing and 
strategy. 
 Unity has done a great job. Unity did 12 
acquisitions, and all the CEOs are still with 
Unity because they don’t put pressure on 
us. They know that we’ve been in control 
for a longer time. If they put in a supervisor 
and tell you every day what to do, you’re 
going to quit and you’re not going to like it. 
So they’ve done a good job. I’ve been with 
them for a year and there is no supervisor 
or someone to tell me what to do. They give 
you flexibility, but you don’t have full control 
like you used to, of course. They know how 
to treat entrepreneurs.

BOB LA LOGGIA: We had one small private 
equity firm involved and I would say the 
experience was, for the most part, fine 
because of a hands-off investor — until he 
wasn’t. That’s actually part of the experience 
of having investors. If everything’s going 
great, it is awesome. If it’s not, it’s a different 
story. All of a sudden, they have strong 
opinions on things, whereas prior they may 
not. But I would say, would I do it again? 
Probably not. I think it goes back to this issue 
of control and founders like to be in control. 
They like to make the decisions, even if it’s 
the difficult decisions, they want to be the 
ones making those decisions. When you 
have investors, you can look at it as, OK, I 
have someone to bounce ideas off of. 
 If you have a good relationship with an 
investor or investors, it can be fantastic for 
that sort of thing. It can also backfire if you’re 
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