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Abstract
The failure rate of mergers is high, with the greatest effects being felt by the employees.
Company mergers result in managers burdened with extra responsibilities that often
result in poor people integration management of employees. A gap in literature exists
regarding people integration resources available to managers during mergers. The
purpose of this phenomenological, descriptive study was to explore resources managers
perceive to have available to assist with managing employees through a merger.
Greenleaf’s servant leadership and Herzberg’s 2 factor theories were used as the study’s
conceptual foundation. The research questions explored managers’ perceptions of the
range of resources available to assist with managing employees during a merger. The
snowball sampling method was used to select a sample of 14 participants for individual
semi structured interviews. The target population was managers who directly managed
employees during a merger while working for a North American company. The
qualitative data were collected, coded, and then analyzed for themes. The key findings
were that while managers perceived they were not provided resources, managers’
personal experiences along with resources such as human resource personnel and other
managers’ expertise were used as great resources. Open communication and information
exchange were critical between the manager and the employees during the merger.
Managers should focus on their soft skills when they engage with the employees.
Implications for positive social change include employee satisfaction and engagement,
employee retention, customer satisfaction, along with business growth and development

in the global market.
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Chapter 1: Introduction to the Study

Business mergers or acquisitions are happening more frequently because of how
the technological advancements have opened the doors to the global market (Tavor,
2013). Technology has advanced to allow companies to join the global playing field for
supply, employee, and customer resources. The global market is putting a greater strain
on corporations to stay competitive and remain solvent. According to Tavor (2013),
technological advancement has become the center of many economic activities, resulting
in mergers and acquisitions. Through mergers and acquisitions, companies share
resources and costs so they can remain globally competitive.

With the ability to globally resource employees, companies are seeing a greater
employee turnover rate. Employees have the ability to work for corporations across the
globe, therefore opening up their opportunities for personal choices and advancements
without leaving their country. Losing employees is a continuous cost to corporations
(Campbell & Alleyne, 2002). Mergers and acquisitions are also increasing the cost to
companies because employees often feel lost during a merger or acquisition, which
results in a high employee turnover rate. While managers are responsible for managing
the employees' day-to-day activities, they are also often assigned the task of working the
merger/acquisition details. This places increased stress on the managers, often leading
them to ignore employee concerns. While there are many studies on mergers and their
effects on employees, there are very few studies focused on understanding what resources

are available to managers to help them effectively manage employees through mergers.
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In this study, I focused on understanding what resources are available to managers to help
the employees through the merger integration.

The general topic of the study was the effective resources that can help managers
successfully retain employees through the merger process. In this chapter, I discuss the
study’s background, present the problem statement, purpose statement, and research
questions. Next, I discuss the conceptual framework, and the nature of the study. I
summarize the chapter with the definitions, assumptions, scope and delimitations,
limitations, the significance of the study, the implications for social change and the
chapter summary.

Background of the Study

Mergers take a toll on all levels of an organization. Hinescu (2014) noted that the
effects of mergers go beyond the stakeholders, creditors, and third parties. Managers and
employees are affected directly by a merger announcement. Rafferty (2007) discussed
how employees of acquired companies often have both positive and negative reactions
because they do not know what role they will play in the new organization. There are
many changes happening throughout a merger process, and employees can feel lost in the
mix. Taylor, Austin, and Caputo (1992) found that employees feel a loss of family
atmosphere once a merger is announced. Other losses can range from personal freedom,
communication within the company, and the availability of the managers. Komornicka
(2015) found that many employees also lose health, medical, and pension benefits once a

merger is announced.



Hinescu (2014) noted that there are both legal and psychological impacts of
mergers on employees. Merger announcements often cause extra stress as employees’
fear of job loss increases (Hinescu, 2014; Giessner, Ullrich, & van Dick, 2011; van Dick,
Ullrich, & Tissington, 2006). Merger announcements come as a surprise for most
employees, resulting in uncertainty about their future. The employees are unsure about
how they will fit within the new organization, the future of their job, and the future of the
organization that once was family to them. Hinescu explained that employees’ rights
need to be understood and explained to them to help with the merger process.

Podgorski and Sherwood (2015) and Giessner, Ullrich, and van Dick (2011)
discussed the roles of human resources and organizational development departments in
helping reduce the impact on employees during a merger. Human resources departments
play a key role during times of change and can help organizations through a merger by
providing help with “(a) target identification and strategy formulation, (b) due diligence,
(c) integration planning, (d) integration implementation and management, (e) integration
evaluation” (Podgorski & Sherwood, 2015, p.45). Giessner, Ullrich, and van Dick found
that employees’ well-being is one of the areas of least concern during the merger.
Employees often deal with pre- and post-merger organizations (Giessner, Ullrich, and
van Dick, 2011). Pre-merger organizations view the merging company as enemies
creating conflict, competition, and discrimination (Buono & Bowditch, 1990; Giessner,
2009; Haunschild, Moreland, & Murell, 1994; Terry, 2001). Post-merger has employees
comparing themselves to those in the other company (Giessner, Ullrich, and van Dick,

2011).



Managers continue to manage the employees through the merger; however, they
are often busy trying to understand the merger and what is expected of them. Marks and
Mirvis (2001) stated that three out of four mergers fail to achieve their strategic
objectives once a merger is announced. According to Rafferty (2007), mid-managers feel
caught between the expectations of their managers and the employees reporting to them.

Managers are responsible for ensuring the employees are retained while the
merger is taking place. According to Zhang et al. (2015), managing employee talent is
one of the core issues during a merger process. In their discussion of Greenleaf's servant
leadership theory, Parris and Peachey (2013) contended that servant leadership is not just
a management style but the way of life. A manager needs to have the skills and tools to
manage the employees through a merger. According to Kelly, Cook, and Spitzer (1999),
failure rates of mergers are fairly high, and successful mergers include active manager
involvement. It is also important the managers have soft skills to resolving cultural
issues, ensure effective communication, and look after the people.

Over the course of my literature review, I found a wide variety of factors that
result from a merger announcement. Many researchers have discussed the effects of
mergers on employees, and others have discussed how managers can help with the
success of the merger. The gap in the literature is in the understanding of what resources
are available to managers to help effectively manage the employees through mergers.
This study was needed to identity available resources managers can use, once a merger is

announced, to successfully retain employees through the merger process.



Problem Statement

The failure rate of mergers is between 30-80% (Kelly, Cook, & Spitzer, 1999;
Marks & Mirvis, 2001), with the greatest effects being felt by the employees because the
people integration is poorly managed (Podgorski, & Sherwood, 2015). One of the
challenges, according to Komornicka (2015), is once the merger is announced, what
happens to employees is not included in the focus of the merger. Hinescu (2014) found
employees’ morale decreases as a direct result of a merger announcement. Managers are
given the responsibility of ensuring workers are managed throughout the merging of
companies. The general problem is that when organizations go through mergers, the
managers lack the knowledge and resources to manage employees through the merger
integration. The specific problem is that the scope of resources available to managers to
help them manage employees through the merger process is unknown. There is a lack of
studies on the resources available to assist managers with managing employees during
mergers resulting in a critical gap in management literature.

Purpose of the Study

The purpose of this phenomenological descriptive study was to understand the
resources available to managers to manage employees during mergers. Mergers take
place between companies on a regular basis. While a merger can be planned between
managers, there are often many aspects of a merger which go unnoticed. During mergers,
managers are not only responsible for ensuring that business performance, motivation,
and job satisfaction go on as usual, but also that the well-being of their employees does

not go unnoticed, which is often an area of less concern for upper management (Giessner,
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Ullrich, & van Dick, 2011). For this study, I defined management resources as programs,
training, manpower, departmental support, and communication methods.
Research Questions

For this study, I developed one central research question with several sub-
questions. The primary research question was: What is the scope of resources available
from a manager’s perception, to manage employees through a merger? I conducted
interviews using open-ended questions for 14 managers of previously merged companies.
To achieve a deeper understanding of the phenomenon under study, I developed the
following additional research questions:

1. What type of special resources or skills were you provided to help manage the
employees through a merger? How did you utilize the resources?

2. Explain any events or situations that might have occurred resulting in you
utilizing the resources or skills to improve the situation? What effects did it
have on the employees?

3. What were the benefits for the employees when a manager was provided
resources/skills to manage employees through a merger? What are the benefits
for the managers? What are the benefits for the organization?

Conceptual Framework
For this study’s conceptual framework, I combined elements from Greenleaf’s
servant leadership theory (1977) and Herzberg’s two factor theory (1968). Greenleaf
introduced servant leadership after years of studying the roles of leaders and their

relationships within organizations. Greenleaf’s theory is based on the premise that the



role of leaders in organization is to lead and demonstrate their complete commitment to
serving others (Greenleaf, 1977; Parris & Peachey, 2013). As the name indicates,
Herzberg’s (1968) two factor theory involves two factors: motivation and hygiene. These
are intrinsic (motivation) and extrinsic (hygiene) factors that contribute to employees’ job
satisfaction or dissatisfaction. The factors that contribute to how employees feel about
their jobs include company policies, relationships, manager’s supervision, employee
achievement, recognition, employee growth, and responsibility (Herzberg, 1968).

Employees enter organizations with their education and previous experience.
Employees want to be successful and eventually gain enough knowledge to advance
within an organization. They rely heavily on their managers to manage and guide them to
succeed in meeting the company’s goals and achieving personal growth. Personal
achievement is high on employees’ agendas when entering organizations. Employees can
fulfill personal achievement by feeling rewarded for work, having their needs met,
feeling valued, and feeling like part of a team. If the employees feel their needs are met,
they are more likely to have job satisfaction and feel valued. This may lead to employees
maintaining performance and remaining productive, supporting the need for employee’s
needs to be met in order for them to give back to a company.

Managers play a large role in the success of their employees. Managers are
responsible for setting goals and implementing development plans for their employees.
Interaction and communication with employees on a regular basis helps to build a
trusting relationship. According to Greenleaf (1977), a trusting relationship is needed

between leaders and employees in order to have positive employee responses. Employees
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rely on managers to help succeed by having the managers put their needs first. According
to Greenleaf (1977), employees see leaders as servants first.

Herzberg’s (1968) two factor theory holds that there are two factors that
contribute to employees’ job satisfaction: motivation and hygiene. These are intrinsic
(motivation) and extrinsic (hygiene) factors that contribute to employees having job
satisfaction or dissatisfaction. The motivators that contribute to the employees having job
satisfaction include employee achievement, recognition, employee growth, and
responsibility (Herzberg, 1968). The hygiene factors that result in job dissatisfaction are
company policies, working conditions, working relationships, and manager’s supervision
(Herzberg, 1968). This theory is useful for understanding the importance of managers’
supervision for employees’ job satisfaction or dissatisfaction Employees are exposed to
many company policies, procedures, and challenges that can contribute to employee’s job
satisfaction or dissatisfaction. When employees do not have job satisfaction, they will
eventually seek other sources of employment. Herzberg’s two factor theory stresses the
importance of both factors—motivation and hygiene. Managers have an impact on how
both factors affect the employees.

Employees are exposed to many company policies and procedures, including
challenges that can contribute to employee’s job satisfaction. When employees do not
have job satisfaction, they will eventually seek other sources of employment. Herzberg’s
two factor theory stresses the importance of both factors motivation and hygiene.

Managers have an impact on how both factors affect the employees.



Managers who recognize the importance of both factors for employee
development can maintain job satisfaction and security for employees through a change.
Mergers create an atmosphere of uncertainty. Herzberg’s two factor theory and
Greenleaf’s servant leadership theory become more important in times of change. The
employees heavily rely on their managers to help guide them through the merger process
and to give them needed information. The employees want to know their managers are
looking out for their best interest. According to Greenleaf (1977), employees will not
respond to all people in authority; rather, they respond to the leaders or managers who
have earned their trust. Greenleaf’s servant leadership and Herzberg’s two factor theory
support my study to understand the importance for managers to manage the employees
through a merger process.

I chose Greenleaf’s servant leadership and Herzberg’s two factor theories as the
foundation for this study because when mergers are announced, employees rely on their
managers for regular communication and guidance. Managers have the responsibility for
managing the employees through the merger process. Herzberg’s two factor theory
supports the importance of the role of a manager and their management style during a
merger. The employees rely on the managers to guide them through the process and help
them be successful. Employees who do not trust their managers will have a challenging
time once a merger is announced. Many factors can affect how a manager manages the
employees through the merger process.

In Chapter 2, I offer a more detailed explanation of other studies that have used

Greenleaf’s servant leadership and Herzberg’s theory to compare management styles and
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factors that affect employees once a change is announced. In this study, I focused on
what resources are available to managers to manage employees during a merger. The
study was concentrated on answering the three supporting research questions that will
ultimately answer the overall central question for the study: What is the scope of
resources available from a manager’s perceptions to manage employees through a
merger? Interviews were conducted using the developed questions and analyzed through
the QSR Nvivo 11 program uncover themes, or resources, that managers can utilize when
managing employees through a merger process.

Nature of the Study

This qualitative research included gathering data from interviews. Qualitative
research is focused on understanding some aspects of social life (McCusker & Gunaydin,
2015). My research questions were focused on obtaining a better understanding what
resources are available to managers to help them manage employees through a merger.
The questions helped me explore the resources used by managers to manage employees
through mergers.

I used a phenomenological descriptive study design. Englander (2016) stated that
using phenomenological research is best suited for understanding issues in human
science. According to Sousa (2014), researchers conduct descriptive-based
phenomenological studies to describe, understand, and clarify human experiences. In this
study, I interviewed 14 manager participants who had lived through a merger and could
share their experiences. A phenomenological study was appropriate for this study because

I was interested in collecting data from the experiences of the participants (Smith, 2014).
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I conducted the study by bracketing, analyzing, intuiting, and describing to
produce an understanding of the phenomenon being researched (Colaizzi, 1978; Giorgi,
1970; Swanson-Kauffman & Schonwald, 1988). This research required me to collect raw
data, sort the information into significant patterns, and then summarize the data into
themes. There are many companies going through mergers, therefore the
phenomenological study I conduct can be conveyed as an overall manager’s experience
while working through mergers.

Definitions
This study contains seven terms. The terms included are found throughout the research
study. I have provided the following definitions for clarity and ease of understanding.

Acquisition: When an organization legally and financially obtains another
organization; (Rau & Stouraitis, 2011).

Corporate culture: The integral component of how organizations influence
employee behaviors, employee performance, and organizational performance (George,
Sleeth, & Siders, 1999; Kotter & Heskett, 1992).

Integration: The interactive process in which employees from companies
involved in a merger learn to work together to handover each company’s plans (Alaranta,
& Parvinen, 2004).

Leadership: A role within an organization that has traits, characteristics, and
behaviors to help others focus on a clear vision and collaborate (Avolio, Gardner,

Walumbwa, Luthans, & May, 2004).
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Merger: For the purpose of this study, a merger and acquisition are
interchangeable. Both activities involve company transactions where employees and
managers will be involved in change. In a merger, two or more companies are combining
(Aktas, De Bodt, & Roll, 2013).

Merger waves: “Industry-specific shocks will occasionally destabilize the existing
market structure, and mergers and acquisitions will then be one of the main instruments
through which a new equilibrium is achieved; often, a succession of mergers” (Andrade,
Mitchell, & Stafford, 2001; Andrade & Stafford, 2004, Mitchell & Mulherin, 1996).

Phenomenology: “A framework that can be used to provide language and
concepts about how to bridge differing worldviews” (Duckham & Schreiber, 2016, p.57).

Assumptions

I made three assumptions in this study. (a) interchangeability of terms, (b)
managing/supervising people and (c) research participants. The first assumption was
related to the definition and use of the words merger and acquisition. Both activities
involve company transactions where employees and managers will be involved in
change. Mergers combine companies, while in acquisitions one company acquires
another. For the purpose of this study, I treated the two processes identically because they
have largely the same effect on employees and managers. The second assumption
involved managers and supervisors who I interviewed for the study. Since managers or
supervisors both manage the employees through the merger process, I included both
managers and supervisors as participants. For the purpose of this study, managers and

supervisors were treated as having equal responsibilities of managing employees during
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the merger process. The third assumption was related to the research participants. The
purpose of the study was to provide an understanding of resources available during
merger integration. To achieve this goal, I assumed that participants understood the intent
of the research and were truthful when answering the interview questions. Further, I
assumed that the study participants had experienced direct management of employees
through the merger process.

All three assumptions are necessary to consider when conducting this study. The
assumptions focus on the concept supervisors and managers both manage the day to day
interaction of activities of an employee. The employees will feel similar effects from a
merger or acquisition of the company. Therefore, the study will consider both as equal
when choosing participants for the interviews. It was also important to assume the
participants interviewed for the study understood the purpose of the research and were
truthful in answering the questions during the interview, to help contribute to the study.

Scope and Delimitations

The scope will identify what is to be considered within the study, and the
delimitation is topics not considered as part of the study. The scope will include the
personal experiences and perceptions of the study participants while managing employees
through a merger.

Scope

The scope of this study included managers in organizations that had already gone

through the merger process. Mergers have increased over the last few decades. Therefore,

there were multiple organizations available from which to draw participants. Most
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mergers focus on the financial aspect for one or both companies (Marks & Mirvis, 2001),
and the employees are often left out of the overall merger process. Managers are expected
to continue business as usual; however, they are often left to manage employees who feel
disconnected to the company. According to Hinescu (2014), employees experience many
feelings during a merger. Managers want to manage their employees through a merger,
but often do not have the skills or resources to ensure employees’ needs are met.
Companies have resources available to help managers manage employees through a
merger; however, managers often do not know what resources are available. In this study,
I focused on understanding the resources available to managers to manage employees
during a merger.
Delimitations

I delimited the study to participants from North American based companies who
had managed employees through the merger process. Mergers take place with all sizes of
companies, and employees feel the effects no matter the size of their company. The study
had three delimitations (a) demographic topics (b) managers and (c) attributes that are the
results of merger integration. When recruiting participants, I did not consider several
demographic characteristics including (a) ethnic background, (b) religious affiliation, (c)
financial status, (d) sexual orientation, and (e) physical location because these topics
would not add value to the results. Further, the manager participants were required to
have been directly involved in managing or supporting employees while the merger

process was taking place.
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The third delimitation was the attributes that are affected during a merger process.
These factors constituted the framework of the lived experiences of the managers through
the merger process. I focused on their personal experiences of working with their
employees once the merger was announced. Given these delimitations, my findings can
be used by future managers working through mergers, and can be generalized for future
studies on mergers.

Limitations

All studies have limitations. There were five limitations to this study associated
with (a) sample size, (b) resources, (c) participants, (d) qualitative data analysis, and (e)
researcher bias. The first limitation was that I used a sample of fewer than 20
participants. The second limitation was the resources available to participants. While
there may be many resources available to managers to help them manage employees
through a merger process, not all managers have access to all resources. Companies may
provide managers with limited or no resources. Third, the participants I interviewed may
have had access to limited resources to assist them in managing the employees through a
merger. The fourth limitation was the qualitative data analysis. I used the QSR NVivo 11
program and an Excel spreadsheet, analyzed the information I entered into both systems,
and identified themes as they appeared through the research. The fifth limitation was
researcher bias, which is possible with all research. I have had experience with mergers;
however, I did not discuss my experience with any of the study participants. It is
important for a researcher to maintain an open mind and not let personal experience get

in the way of the data collected. I addressed all limitations so that they did not interfere
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with the research study. The study results can be used by future researchers to expand on
the merger issues that affect employees.
Significance of the Study

This study may help managers understand what resources are available to assist
managers in managing employees through a merger. Managers can have a profound
impact on employees’ attitudes regarding their job performance and motivation while
going through a company merger. This research may help future organizational leaders
better understand what resources are available to managers to ensure the success of
managing employees through a merger.

Insights on this topic could help future managers approaching a merger with
information how to work with employees so employees can stay committed, motivated,
and continue to maintain job performance through the merger process. Mergers are taking
place on a regular basis; therefore, it is important for managers to have an understanding
what resources are available to help them successfully manage employees through a
merger. This study may increase managers’ awareness of available resources and increase
the rate of employee retention through a merger process.

Positive Social Change

The results of this study may contribute to positive social change for individuals,
community and the society. Merger failures have multiple negative consequences
(Himmelsbach & Saat, 2014) that may affect the stakeholders, managers, employees, and
the families of these individuals (Angwin & Meadows, 2015). Understanding what

resources are available will allow managers to be more effective in managing employees
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through a merger. The improvement of employee retention will assist with greater
organizational stability by increasing employee job satisfaction and decreasing employee
turnover. Lower turnover rates can help reduce the financial impacts on organizations by
not having to hire and train new employees so often.

As aresult of this study, the larger management community will have greater
knowledge of how to contribute to the success of an organizational merger through
improving employee management. Employees who feel their needs are met will continue
to be loyal to their managers and contribute to the success of the merger. Happy
employees contribute to the success of the organization by ensuring customers are
satisfied and return for future service. Understanding the resources available to managers
to manage employees through mergers can increase the knowledge in the community of
merger success.

Resources are available to help managers manage their employees through the
merger process; however, managers may not be fully aware of the availability of the
resources. Understanding the available resources will allow the managers to manage their
employees successfully through a merger and have a positive impact on the greater
management, business, and consumer community.

Summary and Transition

Chapter 1 included a detailed introduction to this phenomenological descriptive

study and included discussions of the (a) background, (b) problem statement, (c) purpose

statement, (d) research questions, () conceptual framework, (f) nature of the study, (g)
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definitions, (h) assumptions, (i) scope and delimitations, (j) limitations, (k) significance
of the study, and (1) implications for social change.

I reviewed the background to set the stage on merger history and the impacts on
employees once a merger is announced. Managers are expected to manage employees
through the merger with the resources the company provides to them. In my problem
statement I identified that the scope of resources available to managers to help manage
employees through a merger successfully is unknown. My focused purpose statement was
to understand the resources available to management to manage employees during
mergers through the phenomenological descriptive study. I identified resources as
programs, training, manpower, departmental support, and communication methods.

My three core open-ended research questions were used to conduct the interviews
with the selected participants. I outlined the conceptual framework of Greenleaf’s Servant
Leadership (1977) and Herzberg’s two factor (1968) theories on which the study was
based. I discussed the reasons why the phenomenological descriptive method was chosen
to conduct the study, the number of participants that were interviewed for the study, in
my nature of the study section. In my definitions section, I discussed common terms
found through the study and the assumptions section identified three assumptions present
while conducting the study.

The three assumptions were (a) interchangeable of terms, (b)
managing/supervising people, and (c) research participants. In my scope and
delimitations section I identified what is within the boundary of the study and the items

that would not have an effect on the study. The three delimitations were (a) demographic
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topics, (b) managers, and (c) attributes as a result of a merger. The limitations were
identified being present while conducting the study; (a) sample size, (b) resources, (c)
managers, (d) qualitative data analysis, and (e) researcher bias. Through the significance
of the study section I identified the value of the study to managers in managing
employees through a merger and maintaining employee retention. The implications of
social change apply to employees and the greater management, business and consumer
communities.

In Chapter 2 I provide a comprehensive literature review with the focus on how
past researchers have identified the effects of mergers on employees and organizations.
The beginning of the chapter focuses on the following topics; definition of a merger,
classifications of mergers, the history of mergers, why do mergers take place and the
success and risks associated with mergers. The effects on the organization are further
broken down into; Financial impacts, business development, the governance structure of
management, decision making, production and goals, technology, training and retraining
and system and management systems. I continue the chapter with a discussion on
company culture and employee retention.

Once a merger is announced, the employees are affected in many different ways.
In chapter 2 I discuss the following effects on employees when a merger is taking place at
their place of work; commitment, trust, communication, attitudes and stress, engagement
and motivation, morale, and performance and production. I then summarize by discussing
the role of human resources when a merger is announced and the comparison of five

management styles in managing employees through a transition. The five management



20

styles being compared are; transformational leader, transactional leader, authentic leader,

situational leader and servant leadership.
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Chapter 2: Literature Review

All employees are affected by mergers and acquisitions to some degree.
Employee morale decreases as a direct result of the announcement of a merger (Hinescu,
2014). According to Komornicka (2015), once an organization announces a merger,
employees and their benefits tend to be pushed out of focus. Kelly, Cook, and Spitzer
(1999), and Marks and Mirvis (2001) have found that the failure rate of mergers range
from 30%-80%. Unfortunately, poor management of the personnel integration process
can negatively affect employees (Podgorski & Sherwood, 2015). There is little
information on the resources available to help managers manage employees through a
merger.

Leaders are given the responsibility of ensuring workers are managed and
retained throughout the merger. The problem I studied was that many managers are
unaware of the resources available to them to help manage employees through the merger
process. The lack of studies on the resources available to help maintain employees during
mergers marks a significant gap in management literature.

Mergers take place on a regular basis. While a merger can be planned between
managers from each company, there are often many aspects of a merger that go
unnoticed. Managers are not only responsible for ensuring that business performance,
motivation, and job satisfaction go on as usual, but also that the well-being of their
employees does not go unnoticed, which is often an area of least concern (Podgorski, &
Sherwood, 2015). The purpose of this phenomenological descriptive study was to

understand the resources available to managers to manage employees during mergers. In
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this research, I defined resources as programs, training, manpower, departmental support,
and communication methods.

In this study, I explored the resources available to managers to help them manage
the employees through the process once a merger is announced. I examined patterns and
themes from the lived experiences of managers who managed employees from the
introduction of a merger until the completion of the merger process. Chapter 2 opens with
the literature search strategy and a summary of why Greenleaf’s servant leadership theory
and Herzberg’s two factor theory were best suited for this research. It also includes a
review of similar studies that have been based on servant leadership theory.

The remainder of the literature review serves as an overview of merger history
and the effects of mergers on both organizations and people. The review of mergers is
further broken down as follows: (a) what a merger is, (b) classifications of mergers, (c)
history of mergers, (d) why mergers happen, (d) merger success, and (e) risks associated
with mergers. The impacts on organizations are broken down as follows: (a) financial
impact, (b) business development, (c¢) governance structure, (d) management structure,
(e) decision making, (f) production and goals, (g) technology, (h) training and retraining,
(1) systems and processes, (j) management systems