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Executive Summary:

The report focuses on the Vodafone Idea (V1) merger, one of the largest in the Indian telecom
sector, and explores the concepts of organizational change and change management. It analyses
the drivers of change that influenced the merger, followed by a SWOT analysis and a PESTLE
analysis to understand the external factors impacting VI. The report also discusses two
prominent change management models, Lewin's Change Model and Kotter's 8-Step Change
Model, and their application to the VI merger.

To identify and deal with resistance factors to change during the merger, the report proposes
ten crucial steps. These include conducting stakeholder analysis, assessing organizational
culture, listening to employee feedback, evaluating past resistance patterns, and monitoring
resistance indicators. Furthermore, it recommends addressing misinformation, considering
employee concerns, and engaging change champions to foster a smooth integration process.

To assess the effectiveness of the change program, the report suggests employing clear
objectives, monitoring progress, gathering employee feedback, engaging stakeholders, and
tracking key performance indicators. It emphasizes aligning achieved outcomes with initial
objectives and evaluating cultural integration and achieved synergies.

Building on the works of Mullins, the report provides practical recommendations to support
the successful implementation of the VI merger. These include developing an effective
communication strategy, empowering change champions, focusing on cultural integration,
conducting change readiness assessments, addressing resistance, monitoring and evaluating
progress, and ensuring leadership support and alignment. Lastly, the report highlights the
significance of continuous learning and improvement for future change initiatives.

By combining theoretical insights with practical applications, this report provides a
comprehensive framework for successfully managing the VVodafone Idea merger. Emphasizing
the importance of communication, cultural integration, and employee engagement, the report
guides VI in overcoming challenges and leveraging opportunities in India's dynamic telecom
market. By adopting a people-centric approach and embracing change as routine, VI can
navigate through the complexities of the merger and emerge as a robust and competitive player
in the industry.
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Introduction:

What is Organisational Change?

Organizational change is a complex and ongoing process of transformation within an
organization. It involves shifts in structure, operations, and practices, resulting from the
interplay between knowledge, action, and rationality. Rather than being a linear, deterministic
progression from one state to another, change is best understood as an incomplete and a-centred
phenomenon. Accounting, as both a practice and a tool, plays a crucial role in shaping and
interpreting change across organizational spaces and times. (Quattrone and Hopper, 2001)

What is Change Management?

Change management is the ongoing process of proactively and reactively renewing an
organization's direction, structure, and capabilities to meet the evolving needs of internal and
external stakeholders. It involves identifying necessary changes and strategically managing
their implementation to ensure the organization's survival and success in a rapidly changing
business environment. Despite its critical importance, change initiatives often face challenges
and a high failure rate. Successful change management requires a valid framework that
accommodates the various shapes, forms, and sizes of organizational change. Organizations
must embrace continuous change as a routine to adapt effectively to internal and environmental
conditions. (Todnem, 2019)

Introduction to Organisation:

Vodafone Idea Limited (V1) is the result of one of the largest mergers in the Indian telecom
sector, bringing together Vodafone India and Idea Cellular is a prominent mobile network
operator in India, headquartered in Mumbai and Gandhinagar. As an all-India integrated GSM
operator, it offers a wide range of services, including 2G, 3G, 4G, LTE Advanced, Voice Over
LTE, and VoWiFi. The company was born on 31 August 2018 through the merger of VVodafone
India and Idea Cellular, giving rise to a new entity named VVodafone Idea Limited to compete
against rivals like Reliance Jio and Airtel. (Wikipedia, 2020)

With a combined subscriber base of over 394.8 million, VI holds a dominant 31% market share
in India, making it the largest mobile telecommunications network in the country and the third-
largest globally. Facing challenges from aggressive competition and regulatory hurdles, the
success of the merger hinges on resolving these issues effectively. Despite the merger's
potential benefits for stakeholders, integrating the companies' cultures, dealing with regulatory
compliance, and handling overlapping operations present challenges. VI's leadership, led by
Kumar Mangalam Birla as Chairman and Mr. Balesh Sharma as CEO, must strategically
navigate these obstacles, and focus on providing innovative services to retain customers in a
fiercely competitive market. The telecom giant aims to defend its market share, improve
profitability, and establish itself as a game-changer in India's dynamic telecom sector. Only
time will reveal the true impact of this significant merger on the destiny of the Indian telecom
industry. (Raghuvanshi, 2019)






What is Merger?

Labov, Crystal, and Martinet describe a merger as a phonological phenomenon in language
where two distinct phonemes merge into a single phoneme, resulting in the loss of phonemic
contrast. This process occurs when certain speech sounds become indistinguishable, leading
to a reduction in the total number of phonemes in a language. Mergers are common in
language evolution and can influence regional dialects and accents. (Maguire, 2008)

Merger of Vodafone India and Idea cellular

The merger between Vodafone India and Idea Cellular, creating the entity Vodafone Idea Ltd., has
been a significant event in the Indian telecom industry. The past decade has seen rapid growth in this
sector, driven by increasing consumer demand and favorable government policies, including the
deregulation of Foreign Direct Investment. The telecom sector is expected to generate millions of jobs
and contribute significantly to India's GDP. (The Economic Times, 2018)

Vodafone, a global telecommunications provider with operations in over 30 countries, and Idea
Cellular, a major Indian telecommunication provider, joined forces to combat the disruptive influence
of Reliance Jio. The entry of Jio with its aggressive pricing and innovative offers had shaken the
industry, leading to a consolidation trend. (The Economic Times, 2018)

The merger resulted in India's largest telecom network with 408 million subscribers and approximately
41% share of industry revenue. Vodafone Idea Ltd. boasts the largest voice network, covering around
92% of the Indian population. The merged entity aimed to strengthen its position in the highly
competitive market and face the challenges posed by Jio and other players. (Raju and Madhuri, 2020)

The merger deal structure involved a share swap ratio of 1:1, making both Vodafone and Idea equal
partners in the newly formed company. Vodafone held a dominant stake of 45.1%, while Aditya Birla
Group owned 26% stake, and the remaining shares were held by Idea's existing shareholders. (Raju
and Madhuri, 2020)

Despite the merger's potential advantages, the telecom industry remains dynamic and fiercely
competitive. Vodafone Idea Ltd. faces challenges in retaining its subscriber base, addressing
technological advancements, and navigating regulatory and operational complexities. The success of
this merger depends on the effective integration of both companies' resources and strategies,
enabling them to remain a major player in the ever-evolving Indian telecom landscape. (Raju and
Madhuri, 2020)



Drivers of Change:

The merger of Vodafone and Idea was driven by numerous factors that bring about significant shifts
and transformations in the Indian telecom industry. Some key drivers of change that influenced the
merger include:

1. Technological Advancements: Rapid advancements in technology, such as Al, automation,
blockchain, and loT, had disrupted industries, creating new business models and changing how people
live and work. Vodafone Idea aimed to leverage these technologies to offer innovative services and
stay competitive. (Coccia, 2012)

2. Demographic Shifts: India's large and diverse population led to a surge in demand for mobile
services. The merger aimed to capitalize on this growing consumer base and cater to the diverse needs
of the population. (Amcoff and Westholm, 2007)

3. Globalization: Vodafone Idea emerged as a significant player, representing the integration of a
global provider (Vodafone) and a domestic player (Idea Cellular). The merger showcased the
significance of global players expanding their operations in India's telecom market. (McMillan and
Rodrik, 2011)

4. Environmental Concerns: While the merger itself may not directly address environmental concerns,
the combined entity's efficiencies and optimization efforts could lead to reduced energy consumption
and environmental impact. (Bulleri and Chapman, 2010)

5. Social and Cultural Changes: The merger aimed to provide enhanced services and experiences to
cater to the changing preferences and lifestyle of consumers, as societal values evolve, with a higher
emphasis on digital connectivity and communication. (Alvesson and Sveningsson, 2015)

6. Regulatory and Policy Changes: Government policies and regulations played a crucial role in
approving and facilitating the merger, showcasing how regulatory frameworks impact the telecom
industry landscape. (Hughes, Pincetl and Boone, 2013)

7. Economic Factors: Intense competition, driven by disruptive pricing strategies of Reliance lJio,
compelled Vodafone and Idea to merge for cost optimization and sustainability. (Van Neuss, 2018)

8. Disruptive Innovations: The rise of Reliance Jio and its rapid acquisition of subscribers through
disruptive pricing necessitated the consolidation of Vodafone and Idea to create a stronger
competitive force. (Si and Chen, 2020)



9. Geopolitical Developments: While not directly influencing the merger, broader geopolitical shifts
can impact the telecom industry's international collaborations and investments. (Goodsite et al., 2015)

10. Public Health Crises: The pandemic highlighted the critical role of telecom services in enabling
remote work, education, and healthcare, making the consolidation of telecom infrastructure even
more crucial. (Irfan, 2010)

11. Changing Consumer Behaviour: Evolving consumer preferences and increasing reliance on digital
connectivity influenced the decision to merge and deliver personalized, customer-centric experiences.
(Sundaram, Ziade and Quinn, 2020)

12. Workforce Transformation: The merger had implications for the workforce, requiring adjustments
and realighments to accommodate the organizational changes and achieve synergy. (Selimovi¢, 2021)

In summary, understanding and responding to these drivers of change were crucial for Vodafone Idea
to position itself as a strong and competitive player in India's dynamic telecom market, meeting the
evolving needs of consumers and businesses. (Philipose, 2017)

SWOT Analysis:

SWOT analysis is a strategic planning technique used to assess a company's internal strengths
and weaknesses and external opportunities and threats. It helps develop a fact-based, data-
driven understanding of the organization's competitive position and potential for future growth.
(Kenton, 2023)

Strength Weakness
* Enhanced Market Position * Heavy Debt Burden
* Diverse Service Portfolio * Network Integration Challenges
* Extensive Infrastructure * Intense Competition
* Cost Synergies
SWOT

Analysis:
Opportunity Threats
* 5G Rollout * Disruptive Competitors
* Digital Transformation * Regulatory Challenges
* Rural Market Penetration * Economic Instability

Technological Disruptions

Fig: 1 SWOT Analysis of VI - (Panigrahi, 2019)



PESTLE Analysis:

PESTLE analysis is a tool used to assess the macro-environmental factors that can impact a business
or a merger like Vodafone Idea (VI). It stands for Political, Economic, Social, Technological, Legal, and
Environmental factors. (CIPD, 2021)

Overall, the PESTLE analysis of the Vodafone Idea merger shows that various macro-environmental
factors played a crucial role in shaping the merger's strategy, execution, and success in the highly
competitive Indian telecom market. (thekeepitsimple, 2021)

Political Factors: The telecom industry is
heavily influenced by government policies,
regulations, and licensing agreements. The

merger of Vodafone and Idea required
approval from regulatory authorities and
compliance with antitrust laws. Political
stability and government support for the
telecom sector also played a role in shaping
the merger.

Social Factors: Changing consumer
preferences, lifestyle trends, and cultural
factors influence the demand for telecom
services, Vodafone Idea aimed to address

the evolving needs of consumers and
provide better customer experiences
through the merger.

Legal Factors: The merger of two major
telecom players required adherence to
complex legal procedures and compliance
with competition laws. The companies
needed to address any potential legal
challenges or issues during the merger

process.

Fig: 2 PESTLE Analysis of VI - (thekeepitsimple, 2021)

Economic Factors: The economic conditions
of the country, including GDP growth,
inflation rates, and exchange rates, can
significantly impact the telecom industry's
performance. The merger aimed to create
cost efficiencies and synergies to navigate
the competitive and cost-intensive market,
especially with the disruptive pricing
strategies introduced by Reliance Jio.

Technological Factors: The telecom industry
is highly influenced by technological
advancements, such as 5G, Al, and loT. The
merger aimed to leverage the combined
technological expertise of Vodafone and
Idea to improve network capabilities and
offer innovative services to customers.

Environmental Factors: While the merger
itself may not have a direct environmental
impact, the combined entity's efforts to
optimize resources and infrastructure could
lead to more efficient and environmentally
friendly operations in the long run.




Change Management Models:

Lewin's Change Model serves as a widely recognized structure for effectively managing
organizational change, and its application to the Vodafone Idea (VI) merger can be seen as follows:

Firstly, the "Unfreeze" phase involved preparing all stakeholders for the imminent changes. The
leadership team at VI communicated the reasoning behind the merger, its expected benefits, and
potential challenges to employees and others. This communication aimed to reduce resistance to the
forthcoming changes associated with the merger.

Secondly, the "Change" phase was the actual implementation of the merger, integrating Vodafone
India and Idea Cellular into a unified entity, VI. This stage encompassed various activities, such as
consolidating the organizational structure, integrating processes and systems, harmonizing policies,
and procedures, and aligning the organizational culture of both entities.

Lastly, the "Refreeze" phase marked the establishment of the new state of the organization. In the
context of the VI merger, this entailed solidifying the new culture and operational methods
throughout the organization. This included communicating the new vision and values, providing
training on the updated policies and procedures, and establishing new performance metrics and
reward systems. The objective was to make the newly adopted practices and culture the new standard
for employees.

In conclusion, Lewin's Change Model proved to be a valuable framework for effectively managing the
organizational change brought about by the VI merger. By emphasizing preparation, effective
implementation, and successful embedding of the changes, it contributed to the merger's long-term
success and ensured a smooth transition for all involved stakeholders. (Kaminski, 2011)

Fig 3: Lewin’s Change Model



Kotter's 8-Step Change Model is a widely recognized framework for effectively managing
organizational change, and its application to the Vodafone Idea (VI) merger can be summarized as
follows:

1. Create a sense of urgency: The leadership team of VI needed to communicate the imperative need
for the merger, its benefits, and the potential risks of not changing. This aimed to instil a sense of
urgency among employees and stakeholders.

2. Form a powerful coalition: The second step involved assembling a strong and influential group of
key stakeholders, including the leadership team and department heads, who possessed the skills and
authority to lead the change effort.

3. Create a vision for change: The third step entailed crafting a compelling vision for the new
organization, encompassing its goals, objectives, and operational principles.

4. Communicate the vision: The fourth step emphasized widespread and frequent communication of
the vision, utilizing various channels to ensure everyone in the organization understood its importance
and advantages.

5. Empower others to act on the vision: The fifth step required removing obstacles to change,
providing necessary resources, and delegating authority to key stakeholders, enabling them to take
ownership of the change process.

6. Create short-term wins: The sixth step focused on achieving quick wins to demonstrate progress
toward the vision, celebrating these accomplishments to foster enthusiasm and support.

7. Consolidate gains and produce more change: The seventh step involved solidifying the gains made
and building upon them, embedding new practices across the organization, aligning the culture, and
reinforcing the new vision and values.

8. Anchor new and innovative approaches in the organization's culture: The ultimate step centred on
integrating the innovative approaches, processes, and systems into the organizational fabric, making
them the new normal.

Kotter's 8-Step Change Model proves to be a valuable framework for managing organizational change,
such as the VI merger. It highlights the significance of creating a clear vision, forming a strong coalition,
empowering stakeholders, and embedding new practices across the organization to ensure sustained
success. (TANG, 2019)






Implementing &
change
enabling the

Creating the
st for 3. Createa vision forchange
change
2. Form a powerful coalition

Fig 4: Kotter’s 8 step Change Model

How to identify the resisting factors of change:

Identifying the resisting factors of change during the Vodafone Idea (VI) merger is critical for effective
management of the transition. To do this, follow these steps:

1. Conduct a thorough stakeholder analysis involving employees, customers, suppliers, investors, and
regulators. Engage in open discussions to understand their concerns and expectations.

2. Analyse the existing cultures of Vodafone India and Idea Cellular to identify potential cultural
differences that may lead to resistance.

3. Encourage employees to provide feedback through surveys, focus groups, and town hall meetings,
actively listening to their grievances.

4. Review past change initiatives in both organizations to identify recurring patterns of resistance.

5. Evaluate the effectiveness of existing communication channels to ensure accurate and timely
information dissemination.

6. Assess the overall readiness of the organization and employees to embrace the merger, considering
the experience and expertise of the leadership team and HR department in change management.



7. Address specific employee concerns, such as job security, role changes, cultural integration, and
potential layoffs.

8. Monitor early warning signs of resistance, like absenteeism and negative rumours, and address
them promptly.

9. Correct any misinformation circulating among employees and stakeholders by consistently sharing
accurate information.

10. Engage change champions within both organizations who can positively influence their peers and
colleagues.

By following these steps and actively engaging with employees and stakeholders, VI can gain valuable
insights into potential resistance factors and proactively address them to ensure a successful and
smooth merger. (Managing the cycle of change: Resisting change is normal, but it is problematic for
organizations looking to make changes or implement new technologies., 2007) (Haynes, M. 2007)

How to deal with the resisting factors of change during the merger:

1. Maintain open and transparent communication, clearly explaining the rationale and expected
benefits of the merger and addressing concerns honestly and promptly.

2. Involve employees in decision-making to increase their sense of ownership and commitment to the
merger.

3. Provide support and training to help employees adapt to the changes, focusing on developing skills
for the post-merger environment.

4. Address job security concerns by providing clarity on the impact of the merger and offering support
and assistance to affected employees.

5. Recognize and celebrate successes achieved during the merger to boost employee morale and
motivation.

6. Empower change agents within the organization to advocate for the merger and address concerns.



7. Foster a positive organizational culture that encourages adaptability and innovation.

8. Continuously monitor the progress and effectiveness of the change plan and be prepared to adjust
as needed.

9. Facilitate cultural integration by promoting collaboration and open dialogue between employees
from both organizations.

10. Consider seeking external support from change management consultants with experience in
managing complex mergers to enhance the success of the change initiative.

By implementing these strategies, VI can effectively manage resistance to change during the merger
process, creating a positive and supportive environment for the integration of Vodafone India and
Idea Cellular into Vodafone Idea. (Ouseley, 1990) (Mullins, L. 1990)

Assessing effectiveness of Change is essential to gauge the success of the initiative and
identify areas for improvement. According to Haynes, several key steps can be taken to determine the
completion and effectiveness of the change program during the Vodafone Idea (VI) merger. (Haynes,
2008)

1. Clearly Defined Objectives: The first step is to have clearly defined objectives for the change
program. These objectives should be specific, measurable, achievable, relevant, and time-bound
(SMART). By having well-defined goals, it becomes easier to assess whether they have been met at
the end of the program.

2. Monitoring Progress: Throughout the change program, regular monitoring of progress is crucial.
This involves tracking the implementation of various initiatives, measuring key performance indicators
(KPIs), and analysing data to assess the program's impact on different aspects of the organization.

3. Employee Feedback: Gathering feedback from employees is a valuable tool in assessing the
effectiveness of the change program. Conducting surveys, focus groups, or one-on-one interviews can
help understand employees' perceptions, concerns, and levels of satisfaction regarding the changes
brought about by the merger.

4. Stakeholder Engagement: Engaging with stakeholders, such as customers, suppliers, investors, and
regulators, provides insights into how the change program has affected external parties. Their



feedback and responses can indicate whether the change program has achieved the desired outcomes
for all stakeholders.

5. Key Performance Indicators (KPIs): Identifying and tracking relevant KPIs related to financial
performance, customer satisfaction, employee engagement, productivity, and other crucial areas will
provide measurable data to assess the effectiveness of the change program.

6. Alignment with Objectives: At the end of the change program, it is essential to evaluate whether
the achieved outcomes align with the initially set objectives. Any deviations or gaps can indicate areas
that may need further attention.

7. Cultural Integration: Assessing the level of cultural integration is critical, as a successful change
program should result in a cohesive and unified organizational culture. This can be done through
surveys or assessments to gauge employees' perceptions of the merged culture.

8. Achievement of Synergies and Benefits: If the merger was expected to create synergies and specific
benefits, evaluating whether these were achieved is crucial. This assessment can involve comparing
pre-merger and post-merger data to identify tangible improvements.

9. Reviewing Success Indicators: Identifying key success indicators at the outset and reviewing them
at the end of the change program can provide a clear picture of its effectiveness. Success indicators
could include increased revenue, improved customer loyalty, or enhanced market share.

10. Continuous Improvement: Finally, a continuous improvement approach should be adopted. The
organization should analyse the results of the assessment and learn from successes and challenges to
enhance future change initiatives.

By following these steps and aligning them with Haynes' approach, VI can confidently determine the
completion and effectiveness of the change program. This comprehensive evaluation process will not
only validate the success of the merger but also provide valuable insights to drive continuous
improvement in the organization's change management practices. (Haynes and Solis, 2014)



Recommendation:

Building on the work undertaken for the presentation and linking theory with practice, the following
recommendations are drawn from Mullins' research to support the successful implementation of the
Vodafone Idea (VI) merger:

1. Effective Communication Strategy: Mullins emphasizes the importance of open and transparent
communication during times of change. VI should develop a robust communication strategy to keep
all stakeholders informed about the merger process, its objectives, and potential impacts. Regular
updates, town hall meetings, and interactive forums should be used to address concerns and create a
sense of involvement among employees and other stakeholders.

2. Change Champions and Employee Engagement: Mullins highlights the significance of change
champions within the organization. VI should identify and empower influential employees who can
act as advocates for the merger and help address concerns at the grassroots level. Employee
engagement initiatives should be implemented to involve employees in decision-making, fostering a
sense of ownership and commitment to the merger's success.

3. Cultural Integration: Mullins stresses the importance of cultural integration in a merger. VI must
conduct a thorough cultural assessment of both organizations to identify similarities and differences.
Efforts should be made to bridge cultural gaps and promote a unified organizational culture that
embraces diversity and encourages collaboration.

4. Change Readiness Assessment: Mullins suggests conducting a change readiness assessment to
gauge the organization's preparedness for the merger. This assessment can identify areas that may
require additional attention, such as change management training for leaders and employees or
enhancing the organization's change management capabilities.

5. Addressing Resistance to Change: Mullins discusses the common resistance to change and the need
for effective strategies to address it. VI should proactively anticipate resistance factors and develop
mitigation plans to address employee concerns, such as job security, potential role changes, and
uncertainty during the transition.

6. Monitoring and Evaluation: Mullins emphasizes the importance of continuous monitoring and
evaluation of the merger process. VI should establish key performance indicators (KPIs) to track the
progress of the integration and assess its impact on various aspects of the organization, such as
financial performance, customer satisfaction, and employee morale.



7. Leadership Support and Alignment: Mullins highlights the crucial role of leadership in change
management. VI's leadership team must be fully aligned with the merger's objectives and actively
support the change initiatives. Leaders should lead by example, demonstrating their commitment to
the merger's success.

8. Learning and Improvement: Mullins advocates a learning and improvement approach in change
management. VI should view the merger as an opportunity for continuous improvement and
organizational growth. Lessons learned from the merger process should be applied to future change
initiatives, creating a culture of adaptability and resilience.

By integrating Mullins' recommendations with the practical context of the VI merger, the organization
can enhance its change management efforts, minimize potential risks, and optimize the merger's
outcomes. Taking a people-centric approach and fostering a culture of collaboration and
communication will contribute to a successful and sustainable integration process for Vodafone Idea.
(Mullins, D., 1999) (Mullins, D, 2016)



Reference List:

1.

Alvesson, M. and Sveningsson, S. (2015). Changing Organizational Culture: Cultural
Change Work in Progress. [online] Google Books. Routledge. Available at:
https://books.google.co.uk/books?hl=en&Ir=&id=1jeDCgAAQBAJ&oi=fnd&pg=PP1
&dg=key+drivers+of+change+social+and+cultural+change&ots=9GyArwY dDF&sig
=f8jVriCml wAGAGRYOesmk-2zqo&redir_esc=y#v=onepage&q&f=false

Amcoff, J. and Westholm, E. (2007). Understanding rural change—demography as a

key to the future. Futures, 39(4), pp.363-379.
doi:https://doi.org/10.1016/j.futures.2006.08.009.

Bulleri, F. and Chapman, M.G. (2010). The introduction of coastal infrastructure as a

driver of change in marine environments. Journal of Applied Ecology, 47(1), pp.26—
35. doi:https://doi.org/10.1111/].1365-2664.2009.01751.X.

C, K, J,C.and W, P. (2011). Drivers of change: a contemporary model. [online]
Available at:
https://www.emerald.com/insight/content/doi/10.1108/02756661111109734/full/html
?casa_token=roon7mvMNDUAAAAA:eCmPj_x4sovDoVuiJMPuhNMY FkpgJgg8Ff

4cLLgXJz036BwB56DcNzAQUBtvINVICzr5IT2I150dHPYXA _usuxQUXKEzNKke8gc6
063fiXcGPTKBQSYO Journal of Business Strategy, 32(2), pp.13-20.

CIPD (2021). CIPD | PESTLE Analysis. [online] CIPD. Available at:
https://www.cipd.org/uk/knowledge/factsheets/pestle-analysis-
factsheet/#:~:text=A%20PESTL E%?20analysis%20studies%20the.

Coccia, M. (2012). Driving forces of technological change in medicine: Radical

innovations induced by side effects and their impact on society and healthcare.
Technology in Society, 34(4), pp.271-283.
doi:https://doi.org/10.1016/j.techsoc.2012.06.002.

Goodsite, M.E., Bertelsen, R.G., Cassotta Pertoldi-Bianchi, S., Ren, J., van der Watt,
L.-M. and Johannsson, H. (2015). The role of science diplomacy: a historical
development and international legal framework of arctic research stations under
conditions of climate change, post-cold war geopolitics and globalization/power
transition. Journal of Environmental Studies and Sciences, 6(4), pp.645-661.
doi:https://doi.org/10.1007/s13412-015-0329-6.

Haynes, M. and Solis, M. (2014). The Effects of Team-Based Learning on Social
Studies Knowledge Acquisition in High School. Journal of Research on Educational
Effectiveness, 7(2), pp.183-204. doi:https://doi.org/10.1080/19345747.2013.836765.


https://books.google.co.uk/books?hl=en&lr=&id=IjeDCgAAQBAJ&oi=fnd&pg=PP1&dq=key+drivers+of+change+social+and+cultural+change&ots=9GyArwYdDF&sig=f8jVrICm1_wAGAGRYOesmk-2zqo&redir_esc=y#v=onepage&q&f=false
https://books.google.co.uk/books?hl=en&lr=&id=IjeDCgAAQBAJ&oi=fnd&pg=PP1&dq=key+drivers+of+change+social+and+cultural+change&ots=9GyArwYdDF&sig=f8jVrICm1_wAGAGRYOesmk-2zqo&redir_esc=y#v=onepage&q&f=false
https://books.google.co.uk/books?hl=en&lr=&id=IjeDCgAAQBAJ&oi=fnd&pg=PP1&dq=key+drivers+of+change+social+and+cultural+change&ots=9GyArwYdDF&sig=f8jVrICm1_wAGAGRYOesmk-2zqo&redir_esc=y#v=onepage&q&f=false
https://www.emerald.com/insight/content/doi/10.1108/02756661111109734/full/html?casa_token=roon7mvMNDUAAAAA:eCmPj_x4sovDoVuiJMPuhNMYFkpqJgq8Ff-4cLLgXJzo36BwB56DcNzA0U8tv1Nv9Czr5IT2l50dHPvxA_usuxQUxKEzNke8gc6O63fiXcGPTkBQSY0
https://www.emerald.com/insight/content/doi/10.1108/02756661111109734/full/html?casa_token=roon7mvMNDUAAAAA:eCmPj_x4sovDoVuiJMPuhNMYFkpqJgq8Ff-4cLLgXJzo36BwB56DcNzA0U8tv1Nv9Czr5IT2l50dHPvxA_usuxQUxKEzNke8gc6O63fiXcGPTkBQSY0
https://www.emerald.com/insight/content/doi/10.1108/02756661111109734/full/html?casa_token=roon7mvMNDUAAAAA:eCmPj_x4sovDoVuiJMPuhNMYFkpqJgq8Ff-4cLLgXJzo36BwB56DcNzA0U8tv1Nv9Czr5IT2l50dHPvxA_usuxQUxKEzNke8gc6O63fiXcGPTkBQSY0
https://www.emerald.com/insight/content/doi/10.1108/02756661111109734/full/html?casa_token=roon7mvMNDUAAAAA:eCmPj_x4sovDoVuiJMPuhNMYFkpqJgq8Ff-4cLLgXJzo36BwB56DcNzA0U8tv1Nv9Czr5IT2l50dHPvxA_usuxQUxKEzNke8gc6O63fiXcGPTkBQSY0
https://www.emerald.com/insight/content/doi/10.1108/02756661111109734/full/html?casa_token=roon7mvMNDUAAAAA:eCmPj_x4sovDoVuiJMPuhNMYFkpqJgq8Ff-4cLLgXJzo36BwB56DcNzA0U8tv1Nv9Czr5IT2l50dHPvxA_usuxQUxKEzNke8gc6O63fiXcGPTkBQSY0
https://www.cipd.org/uk/knowledge/factsheets/pestle-analysis-factsheet/#:~:text=A%20PESTLE%20analysis%20studies%20the
https://www.cipd.org/uk/knowledge/factsheets/pestle-analysis-factsheet/#:~:text=A%20PESTLE%20analysis%20studies%20the

10.

11.

12.

13.

14.

15.

16.

17.

18.

Haynes, M. (2007). Managing the Cycle of Change: Resisting Change is Normal, but
It Is Problematic for Organizations Looking to Make Changes or Implement New
Technologies.

Hughes, S., Pincetl, S. and Boone, C. (2013). Triple exposure: Regulatory, climatic,
and political drivers of water management changes in the city of Los Angeles. Cities,
32, pp.51-59. doi:https://doi.org/10.1016/j.cities.2013.02.007.

Irfan, Z.B. (2010). Environmental pollution and public health: The socio-economic
analysis of the global drivers of change. Recent Advances in Space Technology
Services and Climate Change 2010 (RSTS & CC-2010).
doi:https://doi.org/10.1109/rstscc.2010.5712791.

Kaminski, J. (2011). Theory applied to informatics-Lewin’s change theory. [online]
Available at: http://www.cjni.net/Journal_original/Winter2011/cjni.net-

Theory applied to informatics %96 Lewin%92s Change Theory  CJNI Journa

|_.pdf Canadian Journal of Nursing Informatics, 6(1).

Kenton, W. (2023). SWOT Analysis: How to with Table and Example. [online]
Investopedia. Available at: https://www.investopedia.com/terms/s/swot.asp.

LM, D, T.L,H., RH.,S.and R.P, P. (2008). Individual differences in achievement
goals: A longitudinal study of cognitive, emotional, and achievement outcomes.

Contemporary Educational Psychology, 33(4), pp.584-608. [online] psycnet.apa.org.
Available at: https://psycnet.apa.org/record/2008-17775-003.

Maguire, W.N. (2008). What is a merger, and can it be reversed? : the origin, status
and reversal of the ‘NURSE-NORTH merger’ in Tyneside English. [online]
theses.ncl.ac.uk. Available at: https://theses.ncl.ac.uk/jspui/handle/10443/493

Managing the cycle of change: Resisting change is normal, but it is problematic for
organizations looking to make changes or implement new technologies. (2007).
Information Management Journal, [online] 41(5), pp.44-49. Available at:
https://go.gale.com/ps/i.do?id=GALE%7CA184480653&sid=googleScholar&v=2.1&
it=r&linkaccess=abs&issn=15352897 &p=AONE&sw=w&userGroupName=anon%7
Ea46e9629&aty=open+web+entry

McMillan, M.S. and Rodrik, D. (2011). Globalization, Structural Change and
Productivity Growth. [online] www.nber.org. Available at:

https://www.nber.orag/papers/w17143.

Mullins, L. (1990). Management and Organisational Behaviour. Pearson Education.


http://www.cjni.net/Journal_original/Winter2011/cjni.net-_Theory_applied_to_informatics_%96_Lewin%92s_Change_Theory___CJNI_Journal_.pdf
http://www.cjni.net/Journal_original/Winter2011/cjni.net-_Theory_applied_to_informatics_%96_Lewin%92s_Change_Theory___CJNI_Journal_.pdf
http://www.cjni.net/Journal_original/Winter2011/cjni.net-_Theory_applied_to_informatics_%96_Lewin%92s_Change_Theory___CJNI_Journal_.pdf
https://www.investopedia.com/terms/s/swot.asp
https://psycnet.apa.org/record/2008-17775-003
https://theses.ncl.ac.uk/jspui/handle/10443/493
https://go.gale.com/ps/i.do?id=GALE%7CA184480653&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15352897&p=AONE&sw=w&userGroupName=anon%7Ea46e9629&aty=open+web+entry
https://go.gale.com/ps/i.do?id=GALE%7CA184480653&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15352897&p=AONE&sw=w&userGroupName=anon%7Ea46e9629&aty=open+web+entry
https://go.gale.com/ps/i.do?id=GALE%7CA184480653&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15352897&p=AONE&sw=w&userGroupName=anon%7Ea46e9629&aty=open+web+entry
https://www.nber.org/papers/w17143

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

Mullins, D (2016). MERGERS: A LEGAL GOOD PRACTICE GUIDE. [online]
Available at: https://sp.ukdataservice.ac.uk/doc/4689/mrdoc/pdf/g4689uguide.pdf.
Mullins, D. (1999). Thinking about Merger. [online] Available at:
https://www.ivar.org.uk/wp-content/uploads/2016/07/Thinking_About_Merger.pdf.
Ouseley, H. (1990). Resisting Institutional Change. doi:https://doi.org/10.1007/978-1-
349-21028-2_8.

Panigrahi, Cma. ) A. (2019). A Post-Merger Analysis of Vodafone-Idea Ltd. [online]

papers.ssrn.com. Available at:

https://papers.ssrn.com/sol3/papers.cfim?abstract i1d=3496463.

Philipose, M. (2017). The rationale behind Idea-Vodafone merger in five charts.
[online] mint. Available at:

https://www.livemint.com/Companies/liVpiwdNALGfOgccAplesK/The-rationale-

behind-ldeaVVodafone-merger-in-five-charts.html.

Quattrone, P. and Hopper, T. (2001). What does organizational change mean?
Speculations on a taken for granted category. Management Accounting Research,
12(4), pp.403-435. doi:https://doi.org/10.1006/mare.2001.0176.

Raghuvanshi, S. (2019). Vodafone-idea merger: An overview - ProQuest. [online]

www.proquest.com. Available at:

https://www.proguest.com/docview/26181741647?pa-

origsite=gscholar&fromopenview=true IAHRW International Journal of Social
Sciences Review, 7(5-111), pp.1654-1658.

Raju, R. and Madhuri, G. (2020). Vodafone and Idea Merger: A Shareholder’s
Dilemma. Global Business Review, p.097215092093425.
doi:https://doi.org/10.1177/0972150920934256.

Selimovi¢, J. (2021). Digital workplace transformation in the financial service sector:

Investigating the relationship between employees’ expectations and intentions.
Technology in Society, [online] 66, p.101640.
doi:https://doi.org/10.1016/j.techsoc.2021.101640.

Si, S. and Chen, H. (2020). A literature review of disruptive innovation: What it is,
how it works and where it goes. Journal of Engineering and Technology
Management, 56(56), p.101568.
doi:https://doi.org/10.1016/j.jengtecman.2020.101568.

Sundaram, R., Ziade, D.J. and Quinn, D.E. (2020). Drivers of Change: An

Examination of Factors That Prompt Managers to Enforce Changes in Business.


https://sp.ukdataservice.ac.uk/doc/4689/mrdoc/pdf/q4689uguide.pdf
https://www.ivar.org.uk/wp-content/uploads/2016/07/Thinking_About_Merger.pdf
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3496463
https://www.livemint.com/Companies/liVpiwdNALGfOgccApI6sK/The-rationale-behind-IdeaVodafone-merger-in-five-charts.html
https://www.livemint.com/Companies/liVpiwdNALGfOgccApI6sK/The-rationale-behind-IdeaVodafone-merger-in-five-charts.html
https://www.proquest.com/docview/2618174164?pq-origsite=gscholar&fromopenview=true
https://www.proquest.com/docview/2618174164?pq-origsite=gscholar&fromopenview=true

30.

31.

32.

33.

34.

35.

[online] papers.ssrn.com. Available at:
https://papers.ssrn.com/sol3/papers.cfm?abstract _id=3628966.

TANG, K.N. (2019). Change Management. Leadership and Change Management,
1(1), pp.47-55. doi:https://doi.org/10.1007/978-981-13-8902-3 5.

The Economic Times (2018). Idea VVodafone Merger: Idea-Vodafone say merger

complete, now India’s largest telco with 408 million active users. The Economic
Times. [online] Available at:

https://economictimes.indiatimes.com/industry/telecom/telecom-news/idea-vodafone-

say-merger-complete-now-indias-largest-telco-with-408-million-active-

users/articleshow/65619297.cms?from=mdr.

thekeepitsimple. (2021). Vodafone Case Study Of Vodafone & Idea Merger-
Reasons, Analyses. [online] Available at: https://www.thekeepitsimple.com/vodafone-
case-study/.

Todnem, R. (2019). Organisational change management: A critical review. Journal of
Change Management, 5(4), pp.369-380.

van Neuss, L. (2018). THE DRIVERS OF STRUCTURAL CHANGE. Journal of
Economic Surveys, 33(1), pp.309-349. doi:https://doi.org/10.1111/joes.12266.
Wikipedia. (2020). Vodafone Idea. [online] Available at:
https://en.wikipedia.org/wiki/\/odafone_Idea.



https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3628966
https://economictimes.indiatimes.com/industry/telecom/telecom-news/idea-vodafone-say-merger-complete-now-indias-largest-telco-with-408-million-active-users/articleshow/65619297.cms?from=mdr
https://economictimes.indiatimes.com/industry/telecom/telecom-news/idea-vodafone-say-merger-complete-now-indias-largest-telco-with-408-million-active-users/articleshow/65619297.cms?from=mdr
https://economictimes.indiatimes.com/industry/telecom/telecom-news/idea-vodafone-say-merger-complete-now-indias-largest-telco-with-408-million-active-users/articleshow/65619297.cms?from=mdr
https://www.thekeepitsimple.com/vodafone-case-study/
https://www.thekeepitsimple.com/vodafone-case-study/
https://en.wikipedia.org/wiki/Vodafone_Idea

Appendix:

Detailed SWOT analysis of the Vodafone Idea (VI) merger:

Strengths:

1. Enhanced Market Position: The merger created India's largest telecom operator with a combined
subscriber base of over 408 million, giving Vodafone Idea a significant market share and a stronger
competitive position.

2. Diverse Service Portfolio: VI offers a wide range of services, including 2G, 3G, and 4G, as well as
Voice over LTE and VoWiFi, catering to the diverse needs of consumers in the Indian telecom market.

3. Extensive Infrastructure: The merger brought together Vodafone's and Idea's existing telecom
infrastructure, combining over 200,000 GSM communication sites, providing broad network coverage
to approximately 92% of India's population.

4. Cost Synergies: By merging operations, VI aimed to achieve cost synergies by eliminating
duplications, streamlining operations, and optimizing resources, leading to potential cost savings and
improved efficiency.

Weaknesses:

1. Heavy Debt Burden: The merger also resulted in a substantial debt burden for VI, as both Vodafone
and Idea had significant debts before the merger. The high debt levels could strain the company's
financial stability.

2. Network Integration Challenges: Merging two extensive networks can lead to technical challenges,
service disruptions, and customer dissatisfaction, potentially impacting the quality of services during
the integration process.

3. Intense Competition: The Indian telecom market is highly competitive, with Reliance Jio offering
disruptive pricing and innovative services. VI faces intense competition, which could put pressure on
pricing and profit margins.



Opportunities:

1. 5G Rollout: VI has the opportunity to capitalize on the 5G rollout in India, offering faster and more
advanced services to consumers and businesses, potentially attracting new customers and revenue
streams.

2. Digital Transformation: As digitalization continues to grow in India, VI can invest in digital
technologies and services to meet the changing needs of consumers and businesses, driving revenue
growth.

3. Rural Market Penetration: India's rural areas offer untapped potential for telecom services. VI can
expand its presence in rural markets, leveraging its extensive infrastructure to reach new customers.

Threats:

1. Disruptive Competitors: The presence of disruptive competitors, such as Reliance Jio, could
continue to put pressure on Vl's market share, pricing, and profitability.

2. Regulatory Challenges: Changes in government policies, regulations, and taxation can impact the
telecom industry's dynamics and profitability, posing challenges for VI's operations.

3. Economic Instability: Fluctuations in the Indian economy could affect consumer spending and
investment decisions, potentially impacting VI's revenue and growth prospects.

4. Technological Disruptions: Rapid advancements in technology can lead to the emergence of new
competitors or alternative communication methods, posing a threat to VI's traditional telecom
services.

In conclusion, the Vodafone Idea merger brought together strengths such as market leadership, a
diverse service portfolio, and extensive infrastructure. However, it also faces challenges, including
heavy debt, network integration, and intense competition. By capitalizing on opportunities like the 5G
rollout and digital transformation, and addressing threats such as disruptive competitors and
regulatory challenges, VI can position itself for sustainable growth in India's dynamic telecom industry.



