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Introduction

The report focuses on the Mergers and Acquisitions within the banking industry. In today’s world of globalisation banking organisations have increasingly expanded the scope of their offerings and have to face frequently changing and complex regulatory landscape.

The research report highlights certain factors that affect the success and failure of a Merger and Acquisition exercise in banking sector. It takes through the factors that are driven by growth, innovation, globalisation and competition.
The research report also takes you through the prominent people management issues and the contemporary factors that lead to these issues faced by the organisations run into while going through a Merger and Acquisition. In turn it also highlights the people management strategies that were implemented in order to ensure Merger and Acquisition to be a success.
The report also take through some of the theories, principles, guidelines and tools that draw upon concepts related to people management.
Finally it share some of the conclusions derived from key findings, translating them to recommendations that are justified and also covers implementation plan for recommended changes.

What is Merger?
A deal forming a new company after uniting two existing companies is called Merger. There are numerous reasons why mergers take place and several forms in which this process gets executed. Most commonly to expand the company's horizon, get into new domains or segments and to gain market share organisations take the route of Merger and Acquisitions.(Ishwarya J, 2019)


What is Acquisition?
A corporate action wherein the buying company acquires more than 50% of the target company’s ownership stakes and gain control over it. Having greater ownership enables the acquiring company to take decisions pertaining the assets acquired without needing to take the shareholder approvals from the target company.(Ishwarya J, 2019)

The financial and banking sector is exposed to multiple structural changes every now and then. Bank consolidation and process concentration has triggered a lot of discussion around the efficiency of mergers that might get impacted by factors like globalisation, competition, growth of economies in the research communities.(Novickytė and Pedroja 2015)


Understanding Merger and Acquisition in the Banking Industry
The process of consolidation in the banking sector is leading to growing concentration of banks in the Market. The merger and acquisitions between market players leads to consolidation. Most of the times it is observed that such merger and acquisitions are driven by keen competition, growth and innovation and globalisation.

An ambition to gain higher weights in the banking space internationally, identifying the profitable areas of business and minimising the competition, to receive from the shareholders some added financial benefits, to efficiently manage the available resources and to increase the portfolio of services offered usually drive the merger and acquisition and related decisions in the banking industry.(Novickytė and Pedroja 2015)
The financial system of the concerned country or region is surely affected by the decision. 

The reason for the concern regarding the stability of the banking system is due to the unique role that banks have in the economy and financial system. Over the past few decades, the distinction between traditional banking and other financial brokerage activities has become increasingly blurred as banks have expanded into securities, fund management, and insurance. Furthermore, the significant growth of global banks' assets has amplified their role both nationally and globally. In the context of globalization, the success of banking operations depends on banks' ability to choose a sound business strategy and model, capitalize on their market advantages, and reinforce their market position. Given the banking sector's importance to the economy, it is pertinent to explore the consolidation processes within the industry and their effects on the financial system.

There are various factors that can lead to mergers and acquisitions, including:
1. Synergies: Companies may merge or acquire other companies to realize synergies, which can include cost savings, increased efficiency, and enhanced competitiveness.
2. Diversification: Companies may acquire other companies to diversify their operations, products, and services, which can help them reduce risk and increase growth opportunities.
3. Expansion: Companies may merge or acquire other companies to expand their geographic reach, customer base, or product line.
4. Competitive pressures: Companies may engage in mergers or acquisitions to respond to competitive pressures or to gain a competitive advantage.
5. Financial benefits: Companies may merge or acquire other companies to gain access to additional capital, funding, or other financial resources.
6. Technology: Companies may merge or acquire other companies to gain access to new technologies, products, or services.
7. Talent acquisition: Companies may acquire other companies to gain access to talented employees, executives, or management teams.
8. Regulatory factors: Changes in regulatory requirements, industry consolidation, or other regulatory factors may lead to mergers and acquisitions.







Factors Influencing the Success and Failure of M&A in the Banking Sector

Literature Review

Authors (Novickytė and Pedroja 2015) analysed the impact of mergers and acquisitions (M&A) in the banking sector on the development of a sustainable domestic financial system. They further mentioned that Mergers and acquisitions (M&A) in banking are motivated by tangible and intangible synergies, economic benefits, and the promise of financial stability. M&A can create financial conglomerates that impact the stability of the financial system, but they can be an appropriate instrument for ensuring sustainable domestic financial system development. However, M&A should be carefully regulated to promote efficiency, competition, financial stability, and consumer protection.

(Antoniadis et al. 2014) explores the factors affecting mergers and acquisitions (M&A) in the Greek banking sector through an event study of a proposal. The results suggest that factors such as the size and profitability of the banks, the presence of foreign ownership, and the country's economic and political environment significantly influence the announcement of M&A proposals. Additionally, the study finds that M&A activity in the Greek banking sector is driven by the pursuit of economies of scale, market power, and strategic positioning.

The authors (Reddy 2015) analyses the state of the case study approach in mergers and acquisitions (M&A) literature through a bibliometric analysis. The study highlights various factors affecting M&A, including strategic motives, organizational factors, economic conditions, regulatory environment, and cultural differences. The article also emphasizes the need for a more diverse and rigorous approach to case study research in M&A.

The author (Vazirani [no date]) in this paper has explored the evaluation of mergers and acquisitions (M&A) performance in the Asia-Pacific region, which has witnessed a significant increase in deal volume and value. The article examines the literature on M&A performance evaluation and identifies the neglect of the HR function as a leading cause of merger failure. The assumption behind M&A is that the combined company will be worth more than the two separate companies. The author examines various perspectives, including financial, strategic, and organizational research, to assess the impact of a merger. The financial perspective analyzes the ultimate effect of a merger on the acquiring and target companies' shareholders, market share, productivity, profits, and price-cost margins. The author cites studies indicating that M&A have not resulted in the expected benefits.

The study conducted by (Christofi M et al. [2019]) shows that the positive impact of cross-border M&As on technological innovation is greater for companies from emerging economies than for those from developed economies. This is because emerging economy firms tend to have fewer resources and capabilities and are more likely to face institutional barriers that limit their access to technology and knowledge.

The author (Sharma [no date]) mentioned that the M&As in Nepal's banking sector were driven by the need to meet regulatory requirements and to enhance competitiveness in the market. The author also notes that the M&As were characterized by significant changes in management and organizational structure, which may have had an impact on service quality and customer satisfaction. The study also found that the impact of M&A on customer satisfaction was greater for customers of the acquiring bank than for customers of the target bank. This suggests that the acquiring bank was able to leverage its existing resources and capabilities to improve service quality and service innovation, and thereby enhance customer satisfaction.

The article by (Iankova [2013])examines the success and failure factors of mergers and acquisitions (M&A) performance in Bulgaria. The study analyzes a sample of 52 M&A deals and uses statistical analysis to identify key factors that affect M&A performance. The findings suggest that successful M&As are characterized by factors such as strategic fit, good due diligence, effective integration planning, and strong leadership. On the other hand, factors that contribute to M&A failure include cultural differences, lack of communication, poor integration execution, and overpayment for the target company. The study concludes that careful planning and execution are crucial for M&A success. Factor and regression analysis is used to determine the main factors of success and failure, which include the good financial condition of the acquired company, the creation of a common corporate culture, and the transfer of resources to the acquiring company. The study highlights the importance of leadership qualities, resource synergy, and fast post-merger integration for successful M&A performance.

Authors have (Yang et al. 2022) delves deeper into the societal implications of corruption on M&A transactions, concentrating on shareholder wealth creation and the correlation between political corruption and corporate acquisition performance. The authors posit that corruption is inefficient and imposes a "deadweight" loss or tax on economic activity, as corrupt officials request bribes and coerce businesses via regulatory threats and targeted taxation. The investigation examines the probability and performance of M&A deals in regions with varying degrees of corruption, and establishes a negative relationship between corruption level and acquirer district's profitability. The paper also includes statistical tables of political corruption and acquirer cumulative abnormal returns (CARs) for private and State-Owned Enterprise (SOE) deals.

This study conducted by (Ghannam et al. 2019) analysed the impact of non-executive Chair power on mergers and acquisitions (M&As) in Australia between 2004 and 2014. The results showed that firms with a powerful non-executive Chair offered lower bid premiums and were less likely to revise their bid, but had better M&A outcomes in the long run. The study also found that the market responded positively to acquisition announcements when firms had a powerful Chair.

The study conducted by (Mamun et al. 2021) investigates the impact of regulatory bank mergers on operating performance using a sample of 46 regulatory mergers between 1994 and 2004. The authors find that regulatory bank mergers do not improve operating performance in the short term, as there is no significant improvement in operating efficiency, profitability, or net interest margin after the merger. However, the results suggest that regulatory bank mergers may lead to long-term improvement in operating efficiency and profitability, as the post-merger improvements in these variables are statistically significant three years after the merger. Overall, the study finds that regulatory bank mergers may have long-term positive effects on operating performance, but the short-term effects are not significant.

This study conducted by (Carletti et al. 2021) examines the effects of stringent merger legislation on banking related mergers and acquisitions (M&A) in terms of Too-Big-To-Fail (TBTF) and competition. The authors use data on US bank M&As from 1980 to 2014 and find that stricter merger regulation leads to a decrease in the likelihood of a TBTF acquiring bank, while increasing the likelihood of a TBTF target bank. Additionally, stricter merger regulation leads to a decrease in the likelihood of a merger between two TBTF banks. The authors also find that stricter merger regulation leads to an increase in the likelihood of a merger between two non-TBTF banks, indicating a positive effect on competition. These findings suggest that stricter merger regulation can have both positive and negative impacts on TBTF and competition in bank M&As.

The paper (Zahoor et al. 2022) argues that emotions play a significant role in the failure or success of cross-border M&A. The authors review research from a variety of fields, including psychology, management, and international business, to explore the impact of emotions on various stages of the M&A process. They find that emotions can influence decision-making, communication, cultural integration, and employee reactions.

Summary of various factors affecting the success or failure of M&A
The Merger and acquisition (M&A) and the causes for its failure or success in the banking sector can be influenced by a variety of factors, including:

· Strategic fit: The degree of compatibility and synergy between the acquirer and target companies' business models, products, services, and market positions.
· Cultural differences: Differences in culture and management style between the two organizations can lead to conflicts and affect the integration process.
· Integration challenges: The integration of systems, processes, and personnel can be complex and challenging, particularly if the two organizations have different technologies, organizational structures, or regulatory environments.
· Financial performance: The financial performance of the two organizations prior to the merger can impact the success of the M&A. If one or both organizations have a history of poor financial performance, this may affect the financial health of the merged entity.
· Regulatory approval: The regulatory environment in which the merger takes place can have a significant impact on the success or failure of the M&A. The merger may be subject to review by various regulatory bodies, and the approval process can be lengthy and uncertain. The regulatory framework and legal requirements that govern the M&A process, such as antitrust laws, tax regulations, intellectual property rights, and labour laws.
· Customer impact: The M&A can have an impact on customer satisfaction, particularly if there are changes to products or services, or if there is disruption to existing customer relationships.
· Integration timeline: The timeline for integration can also be a factor in the success or failure of the M&A. If the integration process is rushed or poorly managed, it can result in errors, delays, or disruptions to operations.
· Cultural fit: The cultural fit between the two organizations is important in ensuring the success of the M&A. If there are significant differences in values, priorities, or management styles, it can impact the ability of the merged entity to work effectively together. The cultural and social norms and values that influence the behaviour and expectations of the employees, customers, suppliers, and other stakeholders of the acquirer and target companies.
· Political factors: The political environment, including government regulations, policies, and incentives, that can impact the M&A deal's feasibility and success.
· Management and human factors: The ability of the acquirer to manage and integrate the target company's operations, culture, and people, including the retention and motivation of key personnel.
· Market and industry factors: The competitive dynamics and trends in the market and industry that affect the strategic options and risks of the acquirer and target companies.
· Timing and context: The timing and context of the M&A deal, including the macroeconomic conditions, geopolitical risks, and industry cycles, which may affect the availability of financing, the valuation, and the strategic fit of the deal.

The success or failure of an M&A in the banking sector is influenced by a variety of factors, and requires careful planning, communication, and execution. Successful integration involves addressing these factors and ensuring that the merged entity is able to operate effectively and efficiently.

Role of Professional Acquisition Organisation (PAO)
The author (Grant M 2018) mentions that most of the research has centred on decision-makers and overlooked the crucial role of the PAO in acquisition decision-making. Nonetheless, the PAO's responsibility in gathering and evaluating information about the target company and generating information that decision-makers rely on to make their decisions is critical. This delegation of tasks enables the PAO to amplify or diminish the perceived advantages of an acquisition, which can result in distortions and unfavourable outcomes. The study's results indicate that both the PAO and decision-makers must be considered in acquisition decision-making research, and emphasize the need for the PAO and decision-makers' objectives to be aligned.

Consulting organizations play a crucial role in mergers and acquisitions (M&A) by providing expert advice and guidance to companies that are considering M&A transactions. Here are some of the ways consulting organizations can help:
1. Strategic planning: Consulting organizations can help companies develop a clear M&A strategy that aligns with their overall business objectives. This includes assessing the company's strengths and weaknesses, identifying potential targets, and developing an acquisition plan.
2. Due diligence: Consulting organizations can help companies perform thorough due diligence on potential acquisition targets. This includes assessing the target company's financial health, operations, and potential risks.
3. Valuation: Consulting organizations can help companies determine the value of potential acquisition targets. This includes analysing financial statements, assessing the market environment, and comparing the target to other similar companies.
4. Negotiation: Consulting organizations can help companies negotiate the terms of an M&A transaction. This includes developing a negotiation strategy, conducting negotiations, and finalizing the terms of the deal.
5. Integration: Consulting organizations can help companies integrate the acquired company into their existing operations. This includes developing an integration plan, coordinating the integration process, and ensuring a smooth transition.
Consulting organizations play a critical role in M&A transactions by providing expert advice and guidance at every stage of the process. By leveraging their expertise, companies can increase the likelihood of a successful M&A transaction and achieve their strategic objectives.

Performance Evaluation in Merger & Acquisition

Literature reviews on this topic generally point out that performance evaluation of mergers and acquisitions is a complex and challenging task. Authors often highlight the importance of using multiple methods to evaluate performance, such as financial measures like return on investment (ROI) and non-financial measures like customer satisfaction and employee retention. They also discuss the need to evaluate performance over a longer-term period, rather than just in the short-term after the deal is completed.
In addition, literature reviews often discuss the importance of considering both pre- and post-merger/acquisition factors when evaluating performance. This includes factors like the strategic fit of the companies involved, the cultural fit between the organizations, and the effectiveness of the integration process.
Authors in literature reviews on the topic of performance evaluation of mergers and acquisitions emphasize the importance of taking a comprehensive and multi-dimensional approach to evaluating performance, in order to fully capture the impact of the merger or acquisition on the involved companies. Here we will be further deep dive in the people management aspect of Merger and Acquisitions.Top of Form
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Contemporary Factors or Issues in the field of People Management that arise during M&A

The authors (Tarba et al. 2020) discusses the role of post-acquisition integration in the success of mergers and acquisitions (M&A) and the importance of leadership, cultural differences, emotions, and trust in this process. The article reviews several studies on these topics, including the impact of slow and fast task integration on employee resistance, the role of distributed leadership and autonomy, the importance of leadership in talent retention and employee psychological safety, and the role of social support in coping with work pressure. The article also discusses the debated construct of national cultural distance and its impact on post-acquisition performance. Finally, the article emphasizes the importance of a better understanding of emotions and trust in the M&A process.

This study conducted (Lin and Pursiainen 2023) by examines cultural trust and its role in mergers and acquisitions (M&A) in the US. And the results suggest that social trust distance between firms has significant implications for M&A, with deals between firms with a large social trust distance being less likely to be pursued and taking longer to complete. Surprisingly, a larger social trust distance in domestic M&A is associated with higher synergy gains, in contrast to cross-border M&A where cultural distance decreases combined announcement returns. The authors argues that social trust distance can create challenges in M&A by leading to communication difficulties, cultural clashes, and a lack of cooperation between employees.

This study conducted by (Tampakoudis et al. 2022) explores how board size impacts shareholder value in M&A deals in the US banking sector. The research reveals that there is an inverse relationship between board size and excess returns for acquiring banks, and the optimal board size is less than nine members. However, if the CEO and chairman roles are merged, larger boards have a positive relationship with acquiring returns, suggesting the importance of effective collaboration between the board and CEO. The findings challenge the "one-size-fits-all" approach to board composition and highlight the need to consider a firm's unique requirements and characteristics when determining board size. Limitations include the focus solely on the banking industry and the absence of control for board expertise in M&A.

The authors (Cooke et al. 2021) argue that human resource management (HRM) plays a critical role in facilitating the success of mergers and acquisitions (M&A) by building a resilient workforce. They identify four key roles for HRM in M&A:
1. Strategic role: HRM should be involved in the strategic planning and decision-making process of M&A, including identifying key personnel and cultural compatibility between the two organizations.
2. Operational role: HRM should be involved in managing the day-to-day HR activities during the M&A process, such as staffing, compensation, and benefits.
3. Change management role: HRM should be involved in managing the change process during M&A, including communicating changes to employees, managing resistance, and facilitating the integration of the two organizations.
4. Employee relations role: HRM should be involved in managing employee relations during M&A, including addressing concerns and issues that arise, ensuring fairness and equity, and providing support and training to employees as needed.
Overall, the authors argue that HRM plays a critical role in ensuring a successful M&A by building a resilient workforce that is able to adapt to change and thrive in the new organization.


During a merger and acquisition (M&A), people management issues can arise due to changes in the organizational structure, culture, and job roles. Some of the common people management issues that have been identified most commonly during M&A are as follows:

1. Integration of employees: The integration of employees from both organizations can be challenging, particularly if there are cultural differences between the two organizations. It is important to ensure that employees are treated fairly and equitably during the integration process.
2. Redundancies and job losses: M&A can result in redundancies and job losses as the new organization looks to streamline operations and eliminate duplication. This can create anxiety and uncertainty among employees, and it is important to communicate clearly and transparently throughout the process.
3. Retention of key talent: It is important to retain key talent during the integration process to ensure continuity of operations and maintain the value of the merged organization. This may involve offering retention bonuses or other incentives to encourage employees to stay.
4. Changes in job roles and responsibilities: M&A can result in changes in job roles and responsibilities as the new organization looks to optimize operations and eliminate duplication. It is important to communicate these changes clearly and provide support and training to employees as needed.
5. Cultural differences: Cultural differences between the two organizations can create tension and conflict, particularly if there are differences in management style, values, or priorities. It is important to address these differences early in the integration process and work to create a shared vision and culture for the merged organization.
6. Communication: Effective communication is critical during M&A, particularly in terms of keeping employees informed and engaged throughout the integration process. It is important to provide regular updates, listen to feedback, and address concerns and issues as they arise.
7. Leadership and management: The M&A process can disrupt the leadership and management structures of both companies, leading to uncertainty and a lack of direction. Clear communication and effective leadership are essential to maintain morale and productivity.
8. Legal and regulatory issues: M&A deals can involve complex legal and regulatory issues, such as employment contracts, benefits, and pensions. Effective management of these issues is essential to ensure compliance and avoid legal disputes.
9. Change management: The M&A process can involve significant changes to the organization's structure, systems, and processes, which can be disruptive to employees. Effective change management strategies are essential to ensure that employees understand the changes and are supported through the transition.

Overall, effective people management is critical to the success of M&A, and requires careful planning, communication, and execution. By addressing these issues proactively and treating employees fairly and equitably, organizations can create a successful and sustainable merged entity.




People Management Strategies during Merger and Acquisitions

The article by (Liu et al. 2021) discusses people management strategies for cross-cultural mergers and acquisitions. Key strategies include cultural sensitivity training, leveraging bi-cultural identity, clear communication, talent retention and development, and integration planning. These strategies help organizations navigate cultural differences, retain key talent, and create a supportive work environment. By implementing these strategies, organizations can successfully integrate people and cultures and ensure a smooth transition during mergers and acquisitions. The author has shared a conceptual framework that examines the impact of bi-cultural individuals on the temporal process of cross-cultural mergers and acquisitions as shown below.

Fig 1: Framework shared by author explaining the process of  merger and acquisitions(Liu et al. 2021)

The model discussed by authors (Kristiana et al. [no date]) the integration phase of mergers and acquisitions involves considering various factors to facilitate a smoother restructuring process and earn the trust of both companies' personnel. The model focuses primarily on the leadership and integration team, the transition and restructuring process, personnel resistance, and employee retention. Leaders play a critical role in the integration process, and it is important for employees to perceive that the leader has control over the decisions made. The integration team leaders must avoid issues like disagreements with HR due to ambiguous responsibilities and reduce tension by implementing adaptation exercises. Personnel resistance to change is one of the challenges faced during the restructuring process, and this opposition can be either overt or covert. The M&A process creates stress due to the misalignment of the expectations of the two companies' employees regarding the future structure. Employee retention is crucial, and it is necessary to analyse human resource attributes and capacities to determine who is needed under current conditions and to place them in the most suitable employment positions. For successful M&A, it is recommended to develop two-way communication, allowing employees to ask questions and express their feelings. Finally, start-up firms should consider this integration stage to establish synergies for more robust value generation.
There are several models that support people management strategies during mergers and acquisitions (M&A).
1. The ADKAR model: The ADKAR model, developed by (Prosci n.d.), is a change management model that can be applied to M&A deals. The model focuses on five stages of change: awareness, desire, knowledge, ability, and reinforcement. By addressing each of these stages, organizations can help employees to understand and embrace the changes that come with the M&A deal. The model helps to pinpoint any areas where employees may lack understanding or acceptance of change, and provides a framework for addressing these gaps.
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Fig 2: The conventional view of ADKAR model  (Prosci n.d.)

2. The Lewin's Change Management Model: Lewin's Change Management Model (Lewin 1951) is a three-stage model that focuses on unfreezing the current state, making the necessary changes, and then refreezing the new state. By following this model, organizations can help employees to adjust to the changes that come with the M&A deal and create a new, integrated organization.



Fig 3: Lewin’s change management model

3. The 5C model: The 5C model, developed by KPMG, focuses on five key areas of M&A integration: customers, culture, capability, capacity, and cash. By addressing each of these areas, organizations can develop a comprehensive strategy for integrating people, processes, and systems during the M&A deal. (KPMG 2019)
Increasing workforce effectiveness and relevance
· Aligning workforce profile to strategy with Strategic Workforce Planning
· Mobility planning & management
· Performance management
Better talent management
· Sourcing & Recruitment
· Talent risk assessment and diversity
· High potential identification & evidence-based succession planning
The 5C Model

Fig 4: 5C model by KPMG

4. The Kotter's 8-step Change Model: The Change Model proposed by  (Kotter 1996)  presents a framework that is designed to facilitate change management in M&A deals. It comprises eight key steps, which entail creating a sense of urgency, forming a robust coalition, crafting a vision and strategy, effectively communicating the change vision, enabling others to act on the vision, achieving quick wins, consolidating gains and effecting further change, and firmly embedding new approaches into the company's culture.

These models provide a framework for organizations to plan and execute people management strategies during M&A deals. By following a structured approach, organizations can help to ensure a successful transition and build a strong, integrated organization.Top of Form
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Some of the key strategies that help navigate and remediate people management issues during Merger & Acquisitions:

1. Cultural sensitivity training: This involves training employees on the cultural differences and similarities between the two companies involved in the merger or acquisition. This can help employees better understand and appreciate the perspectives and values of their colleagues from different cultural backgrounds.
2. Bi-cultural identity management: This involves identifying and leveraging employees who have a bi-cultural identity, i.e., those who have experience and knowledge of both the acquiring and acquired cultures. These employees can help bridge cultural gaps and facilitate communication and collaboration between teams from different cultural backgrounds.
3. Clear communication: It is important to establish clear communication channels and protocols to ensure that all employees are informed and engaged throughout the merger or acquisition process. This includes communicating key decisions, timelines, and expectations, as well as providing regular updates on progress and changes.
4. Talent retention and development: It is essential to identify and retain key talent from both companies and develop them for future leadership roles. This involves offering opportunities for training, development, and career growth, as well as creating a supportive and inclusive work environment.
5. Integration planning: This involves creating a comprehensive integration plan that addresses key areas such as culture, leadership, communication, and talent management. The plan should be designed to minimize disruption to the business and ensure a smooth transition for all employees.
Overall, these people management strategies can help organizations navigate the challenges of cross-cultural mergers and acquisitions and ensure a successful integration of people and cultures.

Recommendations

The authors (Christofi et al. [2019]) suggest that policymakers can encourage cross-border M&As by improving the regulatory environment, reducing trade barriers, and promoting collaboration between universities, research institutions, and businesses. Such policies can help firms to access new technologies and knowledge, and to develop the resources and capabilities needed to innovate and compete in global markets.

The authors (Lin and Pursiainen 2023) suggest that building social trust between the two companies can aid in overcoming these challenges and enhance the likelihood of success. The authors also provide suggestions for how companies can work to build social trust, such as through cross-cultural training and communication strategies.

The importance of HRM in determining the success of M&As, with a focus on socio-cultural factors, communication, management competence, organizational identity, fairness and justice, employee commitment, turnover, leadership, and employee voice. HR challenges arise during the M&A process, and appropriate HR interventions can enhance integration capabilities and increase the likelihood of success. Developing good relationships and employee competencies is essential to fostering trust, commitment, mutual respect, and other positive psychological conditions critical to M&A success.

The regulators should focus on strengthening the regulatory framework to address the TBTF issue, while also promoting competition by allowing smaller banks to merge with larger ones under certain conditions.

The strategy around employee retention in mergers and acquisitions involves three main components:
· Pre-merger communication: This involves transparent communication with employees before the merger or acquisition takes place, outlining the goals and objectives of the merger, as well as the potential impact on employees. This can help alleviate fears and uncertainty, and increase employee buy-in and commitment.
· Post-merger integration planning: A comprehensive integration plan should be developed that addresses key areas such as culture, leadership, communication, and talent management. The plan should be designed to minimize disruption to the business and ensure a smooth transition for all employees.
· Talent management: A proactive talent management strategy should be implemented to identify and retain key talent from both companies, and provide opportunities for training, development, and career growth. This includes creating a supportive and inclusive work environment, offering competitive compensation and benefits, and providing opportunities for employees to contribute to the new organization.
By implementing these three components, organizations can effectively manage employee retention during mergers and acquisitions, and retain key talent critical to the success of the new organization

Conclusion Summary
· The M&A process can have a significant impact on people management within an organization.
· Key contemporary factors and issues that arise during the M&A process include cultural integration, leadership and management, employee retention, communication, legal and regulatory issues, and change management.
· Effective cultural integration strategies are essential to ensure that employees from both companies feel valued and supported.
· Clear communication and effective leadership are essential to maintain morale and productivity.
· Effective retention strategies are essential to ensure that key talent is retained and motivated.
· Clear and transparent communication is essential during the M&A process to minimize uncertainty and anxiety among employees.
· Effective management of legal and regulatory issues is essential to ensure compliance and avoid legal disputes.
· Effective change management strategies are essential to ensure that employees understand the changes and are supported through the transition.
Overall, effective people management is essential during the M&A process to ensure that employees from both companies feel valued and supported, and the integration process is successful.

Suggested Implementation Plan
Making sure that both companies are valued and supported, increases the chances of success. Based on the recommendations provided, below is an implementation plan that can be considered:

1. Improving the regulatory environment and reducing trade barriers:
· Engage with policymakers and relevant government agencies to discuss ways to improve the regulatory environment and reduce trade barriers.
· Conduct research to identify specific regulations or trade barriers that are hindering cross-border M&As.
· Develop a policy proposal and present it to policymakers, highlighting the benefits of cross-border M&As and the proposed policy changes.

2. Promoting collaboration between universities, research institutions, and businesses:
· Establish partnerships with universities and research institutions to promote collaboration between businesses.
· Organize workshops and seminars to facilitate knowledge sharing and networking among businesses and academics.
· Create a platform for businesses to showcase their research and development activities and to identify potential partners.

3. Building social trust between the two companies:
· Conduct a cultural assessment to identify potential cultural differences and areas of potential conflict.
· Develop a cross-cultural training program for employees to help them understand and appreciate each other's cultures.
· Develop communication strategies that promote open and transparent communication between the two companies.

4. Strengthening the regulatory framework to address TBTF issue:
· Conduct a review of the current regulatory framework to identify any gaps or weaknesses that could lead to TBTF issues.
· Propose changes to the regulatory framework to address the identified gaps and weaknesses.
· Work with regulators to ensure that the proposed changes are implemented effectively.

5. Pre-merger communication:
· Develop a communication plan that outlines the goals and objectives of the merger or acquisition and the potential impact on employees.
· Conduct town hall meetings or other forms of employee engagement to communicate the plan and address any concerns.

6. Post-merger integration planning:
· Develop a comprehensive integration plan that addresses key areas such as culture, leadership, communication, and talent management.
· Identify specific actions and timelines for each area of the integration plan.
· Establish a cross-functional integration team to oversee the implementation of the integration plan.

7. Talent management:
· Conduct a talent assessment to identify key talent from both companies.
· Develop a retention plan that includes a competitive compensation and benefits package, career development opportunities, and a supportive and inclusive work environment.
· Provide opportunities for training and development to help employees develop new skills and adapt to the new organization.

8. Legal and regulatory compliance:
· Develop a legal and regulatory compliance plan that includes a review of all relevant laws and regulations.
· Establish a compliance team to oversee the implementation of the compliance plan.
· Develop a process for identifying and addressing any legal or regulatory issues that arise during the merger or acquisition process.

9. Change management:
· Develop a change management plan that includes strategies for managing resistance to change and addressing employee concerns.
· Communicate the change management plan to all employees and provide training on how to manage change effectively.
· Monitor the implementation of the change management plan and make adjustments as needed.
The implementation plan should be tailored to the specific needs and circumstances of the organization undergoing the merger or acquisition. It is important to engage with employees throughout the process and to seek feedback to ensure that the implementation plan is effective and responsive to their needs.
Kn8v7nb8km
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Ability


Reinforcement



Unfreeze
Preparing for the desired change


Change
Implementing the desired change


Refreeze
Solidifying the desired change
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Develop ways to sustain the change


Celebrate success


Plan the changes


Implement the changes


Help employees to learn new concept or points of view


Changes are reinforced and stabilized


Determine what needs to change
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Manage and understand the doubts and concerns
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Planning
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During-M&A
Integration
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Assessment & Stabilisation
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Exploring potential partners
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Creating and executing team designs


Establishing new structures, strategies, and leadership


Retaining critical employees
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Overseeing the change process


Communicating and informing stakeholders


Determining HR policies and practices.


Evaluating the effectiveness of new strategies and structures
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Evaluating the new HR policies and practices
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Gaining insights from the process.
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