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ABSTRACT

Considering the world of business is a fast-paabtiays changing atmosphere, the only possible wafirins to
maintain growth and profitability is the consistadiaptation to change. It can be assumed thatchasge is derived with
the intent to improve current operations or procedulmprovements are often centered around thé eoasmon business
operations of finance, accounting, management, etiad, and others. As the desire for growth andptden has
increased, mergers and acquisitions have become pomular, especially among larger global corporeti Merging and
acquiring firms are typically formulated with théeia that one of the firms would hold more markeirstand potentially
have higher profits. Unfortunately, this places @enimportant emphasis on financial operations tbttuer sections. For
some individuals, the idea of mergers and acqaistiusually means that changes will soon be mddetly affecting
management and employees. This study was condwdgthdthe intent of understanding mergers and adipis and

relaying the adverse impacts towards managementmptbyees.
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INTRODUCTION

For many decades, the act of corporate mergersagqdisitions have caught the attention of employees
managers, corporate shareholders, and any othesidudls involved with the continuation of businesgcles. These
incidents are some of the most talked about itanthieé corporate business world. It becomes a $igmif change when
one operating firm decides to merge or acquire favobperating firm. Although the initial breakind wews may be
taunting for some, it is also an indication thdiestforms of support may soon be implemented. Withunderstanding
that business is constantly changing, the needlasite for mergers and acquisitions continues eavgBtrategists believe
the only way to remain profitable and successfubusiness is through strong adaptability skillshwihe occurring
changes. Initial speculation causing mergers agdisitions to often lean toward financial demanéisither a struggling
firm, or a much more successful firm in a sharedketa Unfortunately, not all business mergers aoguasitions are
created with the intent of only business demandsti€al factors often depict the direction of onggations, regardless of
the intended outcome. Other outcomes, as a rebaltnoerge or acquisition, can be detrimental tohbman factor of
business operations within a corporation. The nigibgrowth and sustainability by top-level managetoften seems to
push aside the human resource sectors of the aegmm. Economic conditions lead to higher prickolaand goods
resulting in strategy formulation to decrease aBts. As this occurs working conditions often fhile to low employee
morale. Therefore, when evaluating the effectiverasa merge or acquisition, it is important to erstand how managers

and employees are impacted by the changes. “Althcogporate mergers and acquisitions have beconmaortant part
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of American commerce, it is only recently that esbers and practitioners have become concernad #imir effects on

employees” (Schweiger & Denisi, 1991, p.110)
PURPOSE OF MERGERS AND ACQUISITIONS

The main purpose of a merge or acquisition is tosyel further business strategies that may impravesot
operations, generate more profit, and expand iete regions or markets, and more. Many corporatgaek to become
larger in size and grow their operation. By acaugjror merging with another firm, they can quickhgiease their market
share and gain more customers. Growth and susthtiynab typically reached over a long period ofng while joining
forces with another firm can speed up the procelss.act of depleting competition can also be a vatibnal tactic for
firms. If a competing firm obtains many attractiassets that give them a market advantage, anathemfay want to
merge or acquire them simply because of technotwgyroduct development. Again, the main purposthisfresults back
to an intriguing desire for larger market share avade profit. Merging similar firms also improvesomomies of scale as
two competing firms become one, centralized co$tgamds and operations can be expected to deckasetime.
Without the creation of a monopoly holding more kedrshare ultimately gives a firm more power. Amsticommon
reason for mergers and acquisitions is the fadmpfoving tax implications. The United States islivkmown for their
high tax rates for business operations. As corpmratseek to grow internationally merging or acipgjrother firms
outside of the US may help avoid high tax ratefieDpotential benefits of merging or acquiring firimclude: improved
capacity utilization, improved sales force, and ramweess to suppliers. Table 1 below indicatest afigoals for mergers

and acquisitions (Walter & Barney, 1990, p. 79).

Table 1

1. Promote visibility with investors, bankers, or govwaents, with an eye to subtle benefits later.

2. Accelerate growth or reduce risks and costs inréigodar industry in which the acquiring company

has a strength such as executive wisdom.

3. Utilize interlocking and mutually stimulating symgstic qualities of the acquired compawig-a-vis

the acquiring company.

4. Attain improved competitiveness inherent in holdiagizeable market share or important market

position.
5. Utilize financial strengths of the acquired compangh as foreign tax credits or borrowing capacity.
6. Gain complementary financial features such as thtwaebalance earnings cyclicality.

7. Reduce the risks and costs of diversifying prodactd services delivered to customers within| an

industry.

8. Utilize the acquiring company’s expertise in maikgt production, or other areas within the acquired

company.

9. Divest poor-performing elements of the otherwisadamalued acquired company, in portfolio

management style.

10. Improve efficiencies and reduce risk in the supgflpecific goods and/or services to the acquiting
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company.
11. Penetrate new markets by utilizing the acquiredpmamy’s marketing capacities.

12. Improve economies of scale by utilizing the compardistribution capacities to absorb expanded

output.

13. Gain valuable or potentially valuable assets witk tash flow or other financial strengths of the

acquiring firm.
14. Broaden the customer base for existing goods amwites of the acquiring company.
15. Create economies of scale by relevant capacityresipa.
16. Reduce risks and costs of entering a new industry.
17. Expand capacity at less cost than assembling nelititss, equipment, and/or physical assets.

18. Fulfill the personal ambitions, vision, or some tmalar goal of the acquiring company’s chief

executive.

19. Pursue opportunities to sell stock at a profit bgtsacts as pressing management of the acquirad fir

for improved earnings.

20. Utilize the acquired company’s personnel, skillstechnology in other operations of the acquirjng

company.

TYPES OF MERGERS AND ACQUISITIONS

In most corporate situations, acquisitions are nidedy to occur compared to a merge. The needmerging
firms has become less effective as larger corgmatlecide to acquire other similar operations. &kge or acquisition is
considered to be a long term strategy that is dgesl over an exaggerated period of time befordifed A merge is
when two organizations of the same size unite tmfone larger operation. The most common styles@fgers include
vertical, horizontal, conglomerate, or concent@autwright & Cooper, 1990, p. 65). An acquisitienai situation in which
one acquires or purchases the other. Acquisitioag be considered as takeover, hostile takeoveftiemdly merge.

Before initiating a merge or acquisition, the aciopg firm must determine the best method of apphnoac
Vertical Merge

According to Cartwright and Cooper (1990, 9. 65)gedtical merge is the combination of two organimag from
successive processes within the same industry. ffjpis of merge is used to secure supply of goodb awwid the
disruption of supply chain processes. It also igstsupply to other competitors as the corporatiecomes a larger entity.
This allows for increased market share, revenued, pofits. Overall, cost savings and higher retuane the primary
focus for merging with another firm. An exampleao¥ertical merge would be a clothing provider meggiith a textile

manufacturer. They are part of the same indusetypge manufactures the goods as the other sefis. th
Horizontal Merge

A horizontal merge is the combination of two daniorganizations in the same industry (Cartwri§htooper,
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1990, p. 65). The merge is used to simply combike dperations to create a larger entity of the esamncept. The
benefits of a horizontal merge include minimizingmpetition, increase market share, increase revandeprofits, and
improve economies of scale. An example might beomputer sales company merging with another compsadss

company.
Conglomerate Merge

The conglomerate merge is one that might be thst lekely to occur. The main idea is a firm meggiwith
another firm in a completely separate industry. ®hganizations are in unrelated fields (Cartwrigh€ooper, 1990, p.
65). Conglomerate mergers are initiated to diversgerations in various industries, reducing rigks.example might be

represented by a car merging with a candy manufactu
Concentric Merge

A concentric merge is developed to join firms thatve the same customer base but provide varimakigts or
services. Cartwright and Cooper explain the comazenterge as an action where the organization aedunay be an
unfamiliar but related field allowing the joinedrée to expand. One of the most contributing factdra concentric merge
is to offer more products to the consumer who defsanultiple products in the same category. For gt@na smartphone
manufacturer may initiate a concentric merge witlsraartphone accessories company. Both serve thetpdroae
consumer yet they offer different products. Thisvaé consumers to rely on one single corporatioméet their demands.

This creates more opportunity for growth for thenfs.
MERGER AND ACQUISITION IMPLEMENTATION

Once the decision has been made by corporate éx&xth pursue a merge or acquisition, the follaystep is to
implement the transition. The implementation perigadne of the most important phases of the whgtecultimately
determining whether or not the transition will heesessful. Communication is the key to succesgulsitions in mergers
and acquisitions. If communication lacks it creadesense of uncertainty for both parties. The m®ahould be well
developed assigning tasks and activities to varimpartments. As individuals feel a sense of teatkiteda common goal
they tend to “buy-in” to the process. As implemdiotacomes closer to finalization it is vital tHadth firms recognize the

new identity of the company and its shared vision.
Limitations

The majority of mergers and acquisitions will alg&have limitations while implementing new processtignan
resource limitations are some of the most promiait have become a primary focus for new mergetsaaquisitions.
Little description of actual changes in human reseulepartments are common for both firms (Napi®89, p. 4).
Information is typically passed from individual tedividual, creating misconceptions and mythicalaions. Another
common limitation is the length of time needed itwalize the transition. “A merger or acquisitionnche a lengthy

process; it is often more than a year from intligtussion to consummation” (Napier, 1989, p. 4).
Drucker’s Five Rules

Peter Drucker, a well-known business managemeaareker, teacher, and consultant developed higties for
mergers and acquisitions that help individuals ustdad the purpose of mergers and acquisitionshamdthey should be

implemented successfully. His five rules consisfRdine & Power, 1984, p. 99):
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e Acquire a company with a ‘common core of unitytheir a common technology or markets or in sometdns
production process. Financial ties alone are imsgfit.

*  Think through your firm’s potential contribution$ skills to the acquired company. There must beraridution

and it has to be more than money.
* Respect the products, markets and customers afctigred company. There must be a ‘temperametital fi
»  Within approximately a year you must be able tovjste top management for the acquired company.

e Within the first year of a merger a large numberntdnagers of both companies should receive suatant
promotions from one of the former companies toater.

Drucker’s Rules Should Also be Implemented with thé-ollowing Two Assumptions (Paine & Power, 1984, [1.00):
« Acquiring or merging with another firm can be firéally successful or meet other organizational givededs.
* The actions of managers have a major influencéersticcess of the acquisition.

Considering the rules Drucker developed, along wita regulating assumptions, it can be determired t
mergers and acquisitions should be developed wilernntention than financial gains. These are singplidelines for

corporations to consider while implementing a titms.
Commitment and Consistency

During the implementation process of a merge auaition it is important for everyone to understathe
generalized commitment and process. Once the canentt has begun it is best to keep amendments asnatias
possible. All corporations have their own standezdi concepts of doing various things. Thereforés iimportant for
executives to understand current operations oftligiired firm to realize what changes should beemaitially to form
one common operation. Along with commitment comsisy also plays a major role in successful impleaten. Once
the operational standard is in place a consistem!|lof management and regulation is used to regudaeryday

operations. An organizational structure may nedaktdeveloped in order to inform individuals of tain of command.
Culture

When joining two cultures to form one operation éogpes must be conscious of what culture implicetiare acceptable.
The corporate culture of an organization is oft@en for granted and commonly overlooked as aibatable factor for
success. “Corporate culture is a pervasive inflaenon organizations and can increase or decreasealne of an
organization, no different than other intangibleseds, such as company reputation, customer loyalty analyst
confidence” (Mackenzie & Woods worth, 2013, p. 918)he culture of an operation may include managemsgyles,
communication standards, and quality of work etbmwntime, and much more. Differences in basic af@ns such as
financial and strategic planning, personnel padiciend formality/informality may contribute to alttwal clash (Stehl,
Smith, & Oura, 1990, p. 54). Rather than manipgathe acquired culture to fit the pre-existindtare, managers and

executives should consider a combination of twéuces in order to keep operations consistent wiithr gxpectations.
IMPACT ON EMPLOYEES

It is obvious that mergers and acquisitions haw&gaificant impact on employees of both the acqgirand
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acquired firms. Although not all situations haveyaive impacts, the majority of individuals viewngrge or acquisition
to be a threat and pose potential problems. Thialisinnouncement of a merger or acquisition takitexe often leaves
individuals with a sense of uncertainty mainly feitig on their job availability. If the transitiongleriod is poorly

developed significant impacts on employees wilebilent.
Employee Perception

The way in which employees perceive mergers agdisitions is an essential element to the ovenafidct of the
transition. The general public, the business waaltl] the acquiring firm’s executives all perceifie tction as if only
positive things were to come from a merge or adtims However, for management and employees difi fiois, the idea
of a merge or acquisition is often threatening. pbeential for job loss is one of the main focuaes fears. Employees
may also perceive actions differently dependingmether the action is a merge or acquisition. Wpeariicipating in a
merge firm employees may feel more comfort as terparations are joining together to create a steoraperation.
Mergers often yield in fewer job losses as compdoedcquisitions. Therefore, the perception becomere of a team-
based approach rather than competing with othel@mes to maintain their employment status. In @stt job loss is
typically expected in an acquisition as cuttingtsde improve financial standards is a primary fioxc The employee
perception often becomes negative as job losspead. “The psychological response of employedisemews that their
organization has been taken over or merged witlhandas frequently been compared with the sensessfexperienced
following the bereavement of a close friend ortietd (Cartwright & Cooper, 1990, p. 71)

Employee Response

Employee response to a merge or acquisition imaitéated to the ease of transition. The initiapense of
employees is expected to be negative for a coramiteeperiod of time. According to Cartwright anddper (1990, p. 71),
employee response and reactions to a merge orsitamuimay be identified in various stages. Thetfstage is disbelief
and denial where employees simply do not want tie\e the information they have been given. Thigetcan last for a
lengthy period of time. The second stage is comsilanger through rage and resentment. Employées stiow signs of
temperamental actions as the process continuesollbeing stage is emotional bargaining beginnwigh the anger and
resulting in depression. As employees continuestage of anger the concept of change begins teftnan into a phase of
depression. The final stage is employee acceptante new transition. As time moves on employéeallfy understand
the reality of the transition and begin to accéjat thange is sure to occur. Overall, employeeoresp can vary in many

forms and fashions based on the length and smasghofehe transition.
Morale

Employee morale is a very important aspect to lassiroperations and is often responsible for theréqce of
the consumer. Morale is not always determined basethe wages employees are paid but other cotabbai factors
include communication, willingness to help othé¢hg level of authority individuals are given, andah more. Morale and
engagement are expected to be adversely impacted mbrgers and acquisitions are taking place ifréngsitional period
is not implemented adequately. Cultural effects grmlp orientation often dictate the level of meral a workplace.
Attitudes toward work become contagious and aresqzhd$rom individual to individual. During the tingf a merge or
acquisition this is one of the worst things that bappen. Unless the attitude spreading aroundsiiye and encouraging

the implementation phase may last longer periodsyd and are less effective. More than likely emygpke morale will be
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centered on stress fear of job loss, and competitiomaintain employment. “Employees are likelyoecome concerned
about a multitude of issues following merger orasijon, including job security, reward systenwssd of identity and
autonomy, lack of information, career prospectsy ngorking relationships, ambiguous working enviramts, job
duplications, transfers, etc.; all of which candomsidered to be potential merger stressors” (Caytiv& Cooper, 1990,
p. 71). Stress also shares a relationship with gdaAs individuals become comfortable in a routimece change occurs,
stress is a result for everyone. The most obvioosata influencing characteristics are individudéar of losing their job
and doing everything in their control to be bettean all other employees. This level of survivopsbieates a negative

impact on morale and becomes detrimental when miegsemployee impact resulting from a merger onugsition.
Human Resource’s Role and Employee Benefits

The human resource department of any corporatiaorsiderably one of the most important. Their riolea
merger or acquisition is heavily burdened in maistasions. As two corporations are joining to foome, there will be
many changes for human resources to make. Wickiagtes and Karunaratne (2009) suggest the changedegendent

on the style of merge or acquisition taking place:

The literature suggests that the type of the mergeld influence human resource (HR) practiceganmextension
merger, since the two firms are unrelated in producservice, internal changes to the acquired,fiuhich will remain
relatively autonomous, are likely to be minimaldahere will be few cultural consequences. Thus,itipact on HR and
other practices in an extension merger is likelypbtolow. On the other hand, from an HR perspectbatiaborative
mergers are the most difficult mergers to be img@eted, since the acquiring firm already has exgerith the business
operations and will act to consolidate the two fro avoid redundancy and become more cost-efeediiownsizing and

voluntary layoffs usually recede or immediatelyidal the merger.

The human resource role also goes beyond the angaiftaining adequate number of employees for dipeia
Employees can also expect to see changes in thedfib plans which might include compensation reatient, insurance,
and many others. “The employee benefit aspectstarsaction, such as the form and structure okthployee benefit
plans and the funding status of the employee biepkfins, will be influenced by the type or struetwf the corporate
transaction” (McNeil, 2008, p. 38). The acquiringmpany can decide to purchase the stock and sbhtke employees
and shareholders, allowing employees to maintameati benefit options. Other factors such as the @igemployees
impacted also vary significantly. An older indivaluthat has been employed for a longer periodrmoétmay encounter
significant changes to their retirement plan; thgEst savings and contributions can all change. gaoed to a younger
individual who has been working a short period iofiet, their retirement contributions will be muchsdeand will
experience less of a loss. Paid vacation time whan benefit that may change with a merge or aitipn. New
procedures may make it necessary for new traininigiwis a human resource factor and also affeceswvihdividuals are
allowed to take vacation. As time has changed, nempgloyees now seek to have employment with exzeaitibenefits

and forgo higher wages.
Change in Management Styles

Once the merger or acquisition has been implemeatedoperations continue, it is common for managgeme
styles to vary. Mergers and acquisitions have ffexeof joining management groups of two firms athimay be similar

or drastically different (Datta, 1991, p. 284). Taequiring firm’'s employees will see the fewestmis in management
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styles as their managers are typically the onesaimtain decision making authority. “To minimizendlict acquirers may
be more likely to retain executives who have simifnagement styles” (Krug, Wright, & Kroll, 2014,153). However,
based on the style of merger or acquisition thegekior acquired firms can expect previous managestges to change.
The purpose of management style changes is toatieptidecision making approaches, maintain stylas dre unique to
the firm, and adapt new techniques. Managemergsstylay include operation standards, behavior stdadeeward and
recognition standards, decision making standardd, rmany more. Management style change also diredtgcts the
relationship between executives and firm employ&eslture compatibility, or the ability to assimiinto the culture of
the acquiring company, is a key aspect to consi¢&iehl, Smith, & Omura, 1990, p. 54). As mosirr are becoming
more involved in a culture based operation, morgtesis is placed on building a culture that is digeand collaborates

well. In order to achieve this management stylestrba on the same page throughout the corporation.
Turnover of Employees and Top Executives

For most individuals associated with business djmrs it becomes common knowledge that employemotar
drastically increases after a merger or acquisitiocurs. Without experiencing the situation firalRtd studies and critics
relay information that suggest employees and manageleave a corporation for many various reasdhse.reasons are
typically scenario driven and employees leavindhimithe same corporation may all have differenspectives as to why
they chose to leave. However, the turnover ratetgustified simply by individuals who chose t@le but also includes
those who are forced out.

As Drucker’s fifth rule was previously mentiondtkete is an importance to offering managers prometiand
incentives to stay with the acquiring company. Utipately, this tactic is not often performed. “@werage, target
companies lose an average of about one-quartéieaféxecutives in the first year after acquisiticen turnover rate close
to three times higher than normal. Within five y&eahey lose an average of 60% or more of the dx@supresent at the
time of the acquisition” (Krug, Wright, & Kroll, 21, p. 148). As the common perception of this esddab managers being
forced out by acquiring executives there are mepeets to consider as to why the turnover ratesafegh. Considering
perception is often reality more than likely mosimagers are pushed out due to their position kaupgjcated in the act
of merging or acquiring another corporation. Theigeto improve financial standings, one of the maitiators of
mergers and acquisitions, make it obvious as to pdsjtions are depleted. Post-acquisition perforeds a measure that
firms use to determine the need for managers. ti€ipated results of the implementation are nonpeainet executives
may decide that the acquired managers are natdfittieir desired characteristics resulting in reptaent or depletion of

management.

Not all management turnover is caused by the rigradut decision of executives. Management may also
determine their particular situation is not dedieadnd may chose to leave on their own accounivishgbls may feel as if
current operations are out of their control andahly way for management to fix that feeling is dnnvincing them that
other career opportunities are the right move liem. The environment of working conditions is getigrthe cause for
management to voluntarily leave. Levels of stressitrol, authority, freedom, sense of importan@eer opportunities,
and other factors must be taken into consideratiban determining whether or not to stay. “The tognager may have
less authority, more stringent controls, lessddgtthan he had before the merger. Some peopléezdmwith this change”
(Stehl, Smith, & Omura, 1990, p. 54). Other scegmay have managers staying long enough to coenhlettransitional

period and then find other employment options. nipoyees and management are aware of this apprieaciy
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executives, more than likely, they will decide &avVe before the implementation begins. This issaltef individuals

feeling as if their work is being taken for granted

As for the corporation initiating the merge or aisition it becomes their responsibility to detemmiwhat actions
are best for their desired operational strateggntihe perspective of employees and managementwilbautomatically
interpret a merge or acquisition as job loss. Tlagonity of research reveals few positive things eotm employees and
management of the acquired company. Although {bbs may be transitioned to the new operationéts®to be highly
unlikely. It is possible that individuals are awafeprevious outcomes of mergers and acquisitionisteave the idea their

position will soon be depleted, taking the initigtito leave prematurely, also raising the turnoasss.

The high turnover rates also link to other aspeétbusiness operations. Research has shown thexedirect
correlation between turnover and acquisition penfomce. In the past, high management turnover esbuti poor
performing acquisitions. This represents a contie@t managers bring more value to an operation #mitipated by
executives. As managers are forced out or choseatge the more difficult it becomes for mergers aeduisitions to
perform as planned. The decreased number of emgdogan lead to short-staffed operations and alless qualified
individuals to become managers. The cost associgitadmplementing and training new employees mageed the cost
of maintaining pre-existent employees and managemeginally cut from operating budgets. These @sadorove the
importance of keeping valuable employees and maneagg which also improves the merge or acquisiierformance
(Krug, Wright, & Kroll, 2014, pp. 149-150).

Working Conditions Post Merge or Acquisition

Mergers and acquisitions have significant impactdasiness operations. One of the most importgreas to
consider is the working conditions employees fdter dhe merge or acquisition has taken place.ghificant period of
time is needed to complete the various phases pleimentation. Working conditions ultimately havelieect effect on
employees and their work ethic. Many situations @esidered hostile, stressful, and uncertain. Bygas rarely feel a
sense of security in their work for many yearsdaing implementation. Most employees desire an egipént that
provides security and opportunities for growth adgancement. Both of these aspects are often n@edrwhen a merger

or acquisition takes place, which leads to the lighover rates.
DETERMINING THE OUTCOME

Mergers and acquisitions have a strong reputdtiofailure. When considering the implementatioragds there
are many factors that determine the actual outc&aeh corporation has their own desired goal whéiaiing the act of
merging or acquiring another firm. The level of @ess is more than likely an internal formulatioropkration outcomes
but often depends on more than just numbers. Thigil goal may not involve expanding operatiomsl aeducing cost
but simply join two similar firms to have a largerarket share. However, financial measures and iogscof parties
involved in the implementation determine the outegiNapier, 1989, p. 275). Many firms expect langaricial gains in
the beginning processes; however, many mergersaaqgdisitions prove that to be non-existent. Finalngains are
typically small and directly affect the sharehokland investors but may never be seen by employessagement, or

even executives.

Employees and their work ethic will directly affettte operations and profitability of a corporatiand are

arguably the most important driving force of newplementations. During the time of mergers and agigoins employee

Impact Factor (JCC): 1.5429- This article can be danloaded fromwww.bestjournals.in




38 Adam Long & Dave Hinkes

performance often slumps due to the current sdnati“One estimate is that two hours of productivek time are lost
per employee per day for the duration of the mergdéis loss in work time is primarily from increaséime spent
gossiping about the merger” (Napier, 1989, 275)hHigrnover also leads to unexpected cost, trainingew strategies,
and simple downtime of work morale all directly ued the potential outcome. In order to avoid thgpkyees must be
well informed of the corporation’s intentions anave an understanding of the future. The sense kifawing creates a

chaotic environment.
CONCLUSIONS

In conclusion, the act of business mergers andisitigns is becoming a popular business strategynfany
organizations. The initiating firm may chose thkp&nsion route for many specific reasons. The vargiyles of mergers
and acquisitions and determining your own impleragonh strategy allow for flexible transitioning. wever, it seems
most corporations forget the most important agsst tontain, and that is their people. Executivexoime numbers driven
and seek ways to make a quick buck but underestinie influence their people have on the intendestess. By
understanding the research available, the majofitynerge or acquisition failures are caused by eye# morale and
transitional burdens. The acquiring company mayeiase market share, shareholder value, and smafidial gains; yet
the reduction of talented and experienced emploigeesich more costly. From a business perspedtiigenatural to cut
cost in order to increase profit, as mergers andiaitions take place, individuals expect job Isissply due to duplication
of employment position. The unavoidable is justtti@wever, corporations should consider develogngan to keep
morale high, maintain the most amount of employsessible, train current employees from the acqufied to match
desirable traits, and gain the trust of the empmsyderforming a business operation without thlugnen of employee
perception is dangerous and will ultimately destadyrm. As mergers and acquisitions continue touocexecutives may
soon evaluate recent failures and understand theefavas not due to monetary factors, but the eyg® factors. The
intentions and adequate implementations of mergads acquisitions can be a significant tool for amyporation.
However, understanding how employees are direntjyaicted by the actions involved should be top fyidor business

executives.
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