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Abstract 

The mergers and acquisitions are done to grow faster but it is not sure that the result emerges the 

same as it was thought. Amalgamation of companies presents both opportunities and hazards. One of 

the crucial causes that lead to the failure of M & A is people factor. Strategies of Mergers & 

Acquisitions are mostly framed on the basis of perceived cost available capital, Market conditions 

whereas the human factor is ignored. To achieve the synergic output, it is required to develop 

strategies which focusing equally towards people by involving HR personnel. HR dept if involved 

consistently can bring dynamic results for any M & A. This paper is throwing light on the role of HR 

in M&A.        
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Introduction 

A merger is a combination of two or more business into one business in such a way that 

all assets and liabilities of the amalgamating companies become the assets & liabilities of the 

amalgamated company. This corporate strategy deals with selling, purchasing and 

amalgamating different companies that can produce synergic outputs.    

 

In the today's era of cut throat competition various business organizations are 

restructuring with the mergers and acquisitions. With the tremendous opportunities, (M&A) 

consists of various challenges as well. While considering the other resources it is very 

necessary to develop trust among the people of amalgamating companies. there are various 

HR issues which turn the success of any M & A into the otherway.       

 

Issues & Role of Human Recourse  

In the last 5 years, M & A are increasing in number with a high pace. With the whooping 

no. of M & A, concern of employees also ruse apparently. It become the duty of HR dept to 

look after these issues prior, during & post M & A.  

1. HR issues in during Planning phase  

(a) Identifying M & A objectives  
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There are a plenty of reasons why an organization will merge or acquire by another. 

Clear objectives should be determined before going through implementation. 

(b) Formulating appropriate strategies     

Considering human factor equally critical as others it is very important to design apposite 

strategies various researches has demonstrated that mergers for companies whose HR 

practices are totally integrated run smoother & employees remain more happier & satisfied 

during any amalgamation.  

 

2. HR issues during implementation phase  

(a) Understanding organizational structure differences  

There can be lot of differences in pay structure hierarchy, formal communication; 

various organizations fail to understand these differences which may lead to unsuccessful 

merger & acquisition. 

(b) Understanding organizational culture differences 

A commonly mentioned reason for the failure of mergers and acquisition is the inability 

to understand cultural difference of the companies. As a company mature, it develops a 

typical unique culture, customs., way f doing business and working patterns differ 

significantly from one company to other. It is very important to identify, understand and 

accept these differences & react accordingly. Various diversifications in the cultural issues 

which are required t give attention are as follow:      

i) Leadership styles  

ii) Behavioral pattern    

iii) Communication network   

iv) Appreciation for innovation 

v) Dress code 

vi) Orientation towards strict discipline like punctuality, biographic attendance  

vii) Acceptance of degree of organizational politics and psychological games. 

viii) Kind of interpersonal behavior among Subordinates, superiors and  

peers.  

ix) Degree of freedom to take decision. 

x) Orientation of people towards available resources. 

xi) Degree of freedom for the acceptability of social norms.  

xii) Degree of freedom to express grievances in front of management.  

xiii) Transparent and methods of performance appraisal system. 

xiv) Control Mechanism  

xv) Methods and frequency of ulcerating various ceremonies and rituals. 

xvi) Type of competition among the peers. 

xvii) Network of flow of information  

xviii) Types of intra organizational conflict and redressal machinery.   

xix) Degree for concern for people.  

xx)  Degree of emphasis given on team work over individual performance.  

xxi) Orientation towards organizational development.  

xxii) Degree of loyalty & commitment towards organization.  
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xxiii) Orientation towards recreation, stress business etc the organization.  

xxiv) Type of retrenchment policy. 

xxv) Kind of negotiation process. 

xxvi) Strictness towards deadlines.  

 

It is very essential to focus on cultural differences and it is required to integrate both the 

cultures and if required than mold both the cultures into a new culture to allow empierces of 

both companies to work in synchronization with each other.   

(c) Understanding and accepting workforce diversity   

Working diversity is the similarities and differences are various characteristics as age, 

ethnic heritage, rare, personality patterns, physical abilities and disabilities among employees. 

It becomes crucial to understand and accept this diversity and act & react with them 

accordingly.  

(d) Briefing and motivation employees  

It becomes important to develop confidence among the employees of both the companies 

to minimize all sort of fear and uncertainties from their mind and it can be successfully done 

by appropriate communication.  

(e) Managing the actual change process  

This is the most vital step in the entire process and this is needed to be handled very 

carefully.  

 

3. HR issues after the change process  

a) Understanding employee's reaction  

After merger and acquisition it is required to understand employee's behavior and their 

reaction towards each other's culture.  

b) Managing synchronized flow of information   

After actual change takes place it is required to provide the necessary information to the 

right person and to hide the information which is necessary to keep secret.  

c) Adjustments of manpower  

The strongest fear among the employees of both the companies is job in security. It is 

required to adjust manpower in the best possible manner which can reduce retrenchment or 

day off and the policies of adjustment are expected to be mentioned transparently. Also, it is 

essential to maintain the key personnel of both the companies.  

d) Managing employees performance  

Improving the performance of one or both companies is one of the most common value 

creating merger & Acquisitions strategy. Now it becomes important to manage employee’s 

performance to give synergic results.  

e) Setting down all the disturbances  

During any change process lot of disturbances arises in any organization. This unrest is 

required to refreeze so that the normal working conditions are retained & the employees get 

involved in their job performance rather than in psychological games.  

f) Development of leader follower relationship 
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It is required to make a formal hierarchical structure and communicate it to all the 

employees and try develop harmonious and trustful relationship between leaders and 

followers. It will create healthy environment which well enhance group cohesiveness and 

performance as well.  

g) Managing Equity   

It becomes the responsibility of the top management to maintain equity among the 

employees of both the companies in terms of pay packages, performance appraisal, growth 

and promotion opportunities, privileges etc.   

h)  Development of ethical environment  

By formulating and parasitizing sound, equitable policies and procedures, by following 

ethical models, by adding moral values to the employees and ethical environment can be 

developed which can reduce mal practices & wrong behavior.  

 

Conclusion  

Plenty of organizations failed in their mergers and acquisitions because of the negligence 

of HR issues. Success of any business activity entirely depends upon the potential and kinetic 

energy of the people who drive the business. It becomes necessary to involve HR personnel 

in merger and acquisition activities to forms on people issues. By parasitizing this they can 

achieve overvaulting results as tremendous opportunities are available for the success of 

mergers & acquisitions if one can understand the importance of human factor in the 

organizations.    

 

References 

1. Agarwal, Pooja and Upadhyaya, Dr N.S., (2012), An Indian Perspective on the Situation of 

Child Labour in India - A Study, Cosmos An International Journal of Management, Vol 1, No 

2, pp 27-29. 

2. Agarwal, Nidhi and Mishra, Sugam, (2010). “Impact of Foreign Direct Investment in Indian 

Economy”, IIMT Souvenir National Conference on Challenges for Organizations in Dynamic 

Business Environment, pp 8-9.  

3. Chaudhary, Anjali and Agarwal, Dr Kirti, (2012). Study of Human Resource Management in 

International Context, Cosmos An International Journal of Management, Vol 1, No 2, pp 12-

18. 

4. Deogun, N. and Scannell, K., (1998). Creating and Leading Strategic Combinations, Delta 

Consulting Group Inc, New York. 

5. Deogun, N. and Scannell, K., (2001). Market swoon stifles M& A’s red-hot start, but old 

economy supplies a surprise bounty, The Wall Street Journal, January 2, p. R4. 

6. Doz, Y.L. and Hamel, G., (1998). Alliance Advantage: The Art of Creating Value Through 

Partnering, Harvard Business School Press, Boston. 

7. Ewing, J., (2000a). Sommer’s crunch. Business Week, December 4, pp. 144-146. 

8. Ewing J., (2000b). Glaxo, SKB fail to inpress. http://cnnfn.com, February 16. 

9. Ewing J., (2000c). Pfizer sees merger savings. http://cnnfn.com, December 11. 

10. Fairlamb, D., (2000a). The continent regains its allure. Business, Week, June 26, pp. 226-227. 

11. Fairlamb, D. (2000b) This bank keeps growing and growing and Business Week, September 

11, p. 134. 



 VOLUME No. 1 (2012), ISSUE No. 1 (December)                                 ISSN (Online): 2320-0685  

 
INTERNATIONAL JOURNAL OF MANAGEMENT AND DEVELOPMENT STUDIES 

www.ijmds.com 

64 

12. Galpin, T.J. and Hemdon, M., (1999). In The Complete Guide to Mergers and Acquisitions, 

Jossey-Bass, San Francisco, pp. 107-108. 

13. Gibney, F. Jr., (1999). Daimler-Benz and Chrysler merge to Daimler Chrysler, Time, May 24, 

www.geocites.com/Mot orCity/Downs/9323/dc.htm, p. 5. 

14. Giles, P., (2000). The importance of HR in making your merger work, Workspan August, 16-

20. 

15. Greengard, S., (2000). Due diligence: the devils in the details. Workforce October, 69. 

16. Gunther, M., (2001). Understanding AOL’s grand unified theory of the media cosmos, 

Fortune, January 8, pp. 72-82. 

17. Kumar, Rajendra and Bhardwaj, Rahul, (2011). Web-Based Corporate Reporting Practices in 

India, Cosmos Journal of Engineering & Technology, Vol 1, No 1, pp 47-48. 

18. Kumar, Puneet, (2009) “Convergence of Rural Marketing Strategies and Trends in 

Developing Economics”, Globus - An International Journal of Management and IT, Vol 1, No 

1, pp 61-66. 

19. Manoj Praveen, (2011). “Learning As A Generative Process”, Globus Journal of Progressive 

Education, Vol 1, No 1, pp 1-7. 

20. Meeta Jamal and Richa Shukla, (2011). “Professionalization of Teacher Education - A Step 

Towards Quality Improvement”, Globus Journal of Progressive Education, Vol 1, No 1, pp 1-

6. 

21. Nidhi Agarwal & Ruchika Gupta, (2011), “Role of Technology for the Efficiency of HR 

Management” Information and Communication Technology:  Challenges & Business 

Opportunities, (Eds. Avinash Singh, Puneet Kumar and Suresh Kumar) Excel India 

Publishers, Delhi, pp.174-176, ISBN:978-93-81361-00-9. 

22. Panwar, Om Parkash, (2012). “A Study of Adjustment Level and Values of Primary School 

Teachers in Relation to Gender, Residence and Teaching Experience”, Cosmos An 

International Journal of Art & Higher Education, Vol 1, No 2, pp 3-7. 

23. Paramjeet Kaur, Bhawana Shishodia, (2011). “A Comparative Study of Value Pattern of 

B.Ed. and Management (MBA) Students”, Globus Journal of Progressive Education, Vol 1, 

No 1, pp 1-6. 

24. Sharma, Karishma, (2010). Child Labour in India: A Case Study of Brass Industry, Globus 

An International Journal of Management & IT, Vol 1, No 2, pp. 78-82. 

25. Verma, Virander Kumar, (2011). A Research Perspective to Emotional Intelligence, Cosmos 

Journal of Engineering & Technology, Vol 1, No 1, pp 18-23. 

 

 

 

 

 

 

 


