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Abstract: Mergers and acquisitions (M&A) are transformative corporate strategies aimed at enhancing 
competitive advantage, market share, and operational efficiency. However, the success of M&A ventures 
often hinges not solely on financial and strategic alignment but also on the effective integration of 
human resource management (HRM) practices. This paper explores the critical HRM challenges 
encountered during M&A processes, including cultural integration, talent retention, post-M&A rewards 
and integration, uncertainty leading to turnover, and communication management. Drawing on and 
employing an integrative review to examine current theories related to mergers and acquisitions (M&A) 
as well as pertinent human resource management that contribute to successful mergers. A 
comprehensive review of both secondary and primary data sources, including articles, publications, and 
other relevant documents, was conducted using various research methodologies. Findings revealed 
strategies to mitigate these challenges, such as fostering employee engagement, regular updates from 
management regarding the M&A process, and considerations for retaining top talent and addressing 
compensation issues. Additionally, enhancing employee well-being and leveraging digitalization are 
considered critical factors in overcoming the challenges linked to M&A from an HRM perspective. By 
emphasizing the human element, this study underscores how a well-orchestrated HRM strategy can 
drive successful integration regarding M&A. 
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1. Introduction  

In the current business landscape, mergers and acquisitions (M&A) have emerged as a prevalent 
strategy for organisations seeking growth, diversification, or consolidation. However, the integration of 
two distinct organisations presents various challenges, particularly in human resource management 
during the transition phase. This study focuses on identifying effective strategies for managing 
employees throughout M&A processes. Mergers and acquisitions encompass the integration of 
organisations through various financial transactions, including mergers, acquisitions, consolidations, 
and other acquisition practices. The objectives of these strategies are to facilitate integration, enhance 
market competitiveness, expand business operations, or penetrate new markets. The process involves 
combining the assets, resources, and operations of two separate entities to create a unified organisation 
or to merge with an existing entity. While the M&A process offers potential efficiencies and 
profitability, it also introduces considerable challenges, especially concerning human resource 
management [1]. Considering the preceding assertion this study aims to navigate HRM challenges 
associated with M&A and then provide insight for the successful integration. 
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2. Literature Review  
2.1. Mergers and Acquisitions 

Mergers and acquisitions (M&A) represent a strategic approach employed by companies to facilitate 
organisational restructuring and drive financial growth. This process involves the consolidation of two 
or more previously independent entities into a single organisation. Specifically, a merger refers to the 
combination of two companies into one, whereas an acquisition involves one company taking control of 
another. M&A activities encompass all facets of the involved businesses, including products, assets, and 
liabilities. The objective of this integration is to enhance operational efficiency, broaden the scope of 
business, and foster synergies among the affiliated organisations [2]. Mergers and acquisitions (M&A)  
significantly influences the business landscape, particularly for large enterprises. Over the past four 
years, there have been a total of 195,981 M&A transactions, which have collectively generated a 
financial impact of €10.936 trillion [3]. This statistic underscores the vital role of M&A activity in 
facilitating business development, fostering growth, and enhancing overall performance. 
 
2.2. Reasons for Mergers and Acquisitions 

According to Ray [4] mergers and acquisitions (M&A) have traditionally been utilized as strategic 
tools for organisations seeking growth, market expansion, and competitive advantage. Recent research 
conducted from 2020 to 2024 indicates that M&A activity has been shaped by various factors, including 
globalisation, technological advancements, and the necessity to adapt to the economic conditions post-
pandemic Potynska [5] and Liu, et al. [6]. Hossain [7] noted that organizations engage in M&A to 
achieve economies of scale, expand market share, and access new geographic regions. Additionally, Dhir, 
et al. [8] highlighted that the integration of resources and capabilities enables firms to compete more 
effectively in a rapidly evolving global marketplace. 

According to Tu and He [9] digital transformation is a significant driver of recent mergers and 
acquisitions (M&A). Many organisations have pursued M&A to acquire advanced technology and 

innovative capabilities, as noted by Savović and Babić [10]. Amankwah-Amoah, et al. [11] contended 
that the accelerated pace of digitalisation following the COVID-19 pandemic has necessitated 
investments in technology to improve operational efficiency and enhance customer experience. Likewise, 
Li, et al. [12] emphasised that M&A serves as a strategic approach to acquiring these capabilities, 
effectively circumventing the extensive time and resources that would be required for in-house 
development. 

Furthermore, Elia, et al. [13] propose that diversification is a key driver of mergers and 
acquisitions (M&A). Organisations seek to mitigate risks associated with market dependency by 
acquiring businesses across various industries or sectors Nuruzzaman, et al. [14]. Popovic [15] 
highlighted that this trend has been particularly pronounced in industries that experienced significant 
volatility during the pandemic, such as retail and hospitality. Additionally, M&A has been employed to 
address supply chain disruptions through the vertical integration of suppliers and distributors, as noted 
by Alnaqbi, et al. [16]. 

Furthermore, Battisti, et al. [17] indicated that regulatory pressures and evolving consumer 
preferences have played a significant role in the increase of mergers and acquisitions (M&A) activity. 
Organisations are consolidating to adhere to more stringent environmental, social, and governance 
(ESG) standards, while also responding to consumer demand for sustainable practices [18]. The need to 
ensure compliance while fostering innovation has led companies to merge with or acquire businesses 
that demonstrate excellence in these domains. 
 
2.3. HRM Challenges in Mergers and Acquisitions (Post-COVID 2020-2024) 

According to Wu and Kao [19] the HRM aspect of mergers and acquisitions (M&A) is a crucial 
factor influencing their success or failure, especially in light of the unique challenges presented in the 
post-COVID environment. One significant challenge is cultural integration. The pandemic has 
accelerated the adoption of remote work practices and changed workplace expectations, complicating 
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efforts for cultural alignment [20]. Furthermore, Singh, et al. [21] noted that employees from merging 
organizations often possess differing values, norms, and work practices, which can result in resistance to 
change and lower morale if not managed appropriately. 

Employee retention has become an increasingly important issue. Research by Kristiana, et al. [22] 
indicates that uncertainty during mergers and acquisitions often leads to elevated turnover rates, 
particularly among high-performing employees. This phenomenon has been further intensified by the 
post-pandemic trend referred to as the "great resignation," during which employees are more motivated 

to seek opportunities that align with their personal and professional goals Artar and Balcıoğlu [23]. 
Chirico, et al. [24] highlighted that the departure of key personnel can disrupt operations and 
negatively impact the value of the merger. 

According to Meglio [25] communication challenges have emerged in the context of mergers and 
acquisitions (M&A). Inadequate communication about the rationale, objectives, and implications of the 

merger can create confusion and undermine trust among employees [26]. Furthermore, Savović and 

Babić [10] suggested that the prevalence of remote work arrangements complicates communication, as 
opportunities for face-to-face interactions and informal exchanges are reduced. Effective communication 
is essential for maintaining transparency and building trust [27]. Aligning compensation, benefits, and 
policies is a significant challenge in human resource management [28]. Merging organizations often 
have different systems for rewards and recognition, which can lead to disparities that may result in 
dissatisfaction and perceptions of inequity among employees [29]. Successfully harmonizing these 
systems necessitates careful planning and consideration of employee concerns. Furthermore, mental 
health and well-being have become increasingly important considerations throughout the mergers and 
acquisitions process [20]. As highlighted by Carter [30] the pandemic underscored the critical need to 
prioritize employee well-being; neglecting this aspect during M&A can result in disengagement and 
reduced productivity. Furthermore, Choflet, et al. [31] emphasize that organizations should focus on 
providing mental health support during times of uncertainty and change. 
 
2.4. Navigating Successful Integration of Organisational Mergers and Acquisitions (Using the HRM Lens) 

According to Tarek [32] effectively managing the integration phase of mergers and acquisitions 
requires a strategic approach to human resource management that emphasizes people management and 
addresses associated challenges. Chakraborty and Biswas [33] highlight that a vital strategy is the 
creation of a comprehensive integration plan that aligns organisational objectives with human resource 
goals. Furthermore, Dao and Bauer [34] state that successful integration starts with a detailed 
assessment of the cultural dynamics of both organisations, which helps to identify potential areas of 
conflict and synergy. This cultural due diligence informs the development of strategies aimed at 
fostering alignment and creating a shared organisational identity. 

Dirani, et al. [35] emphasized the importance of engaging employees throughout the integration 
process as a crucial strategy. Li, et al. [12] highlighted that open and transparent communication is 
vital for building trust and alleviating uncertainty. Recommended best practices include providing 
regular updates on integration progress, holding town hall meetings, and establishing channels for 
employee feedback Ophilia and Hidayat [36]. Groenewald, et al. [37] suggested that involving 
employees in the development of the new organizational culture fosters buy-in and minimizes resistance 
to change. 

According to Tukuboya, et al. [38] retaining top talent is critical for maintaining operational 
continuity and successfully meeting the objectives of mergers and acquisitions (M&A). Organisations 
can implement retention strategies such as stay bonuses, career development opportunities, and clearly 
defined roles to secure essential personnel [39]. Additionally, Kumari, et al. [40] emphasize that 
recognizing and rewarding employee contributions during the transition period can enhance loyalty and 
motivation. 

Anwar and Abdullah [41] emphasize that human resource management (HRM) is essential for 
standardizing compensation, benefits, and policies. Isac, et al. [42] suggest that performing a 
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comparative analysis of existing systems allows organizations to develop fair and competitive packages 
that address the needs of employees from both entities. Furthermore, Holbeche [28] emphasizes the 
significance of involving HR professionals in these decisions to ensure alignment with organizational 
objectives and employee expectations. 

Ho and Kuvaas [43] emphasised that supporting employee well-being is a fundamental aspect of 
effective integration. Organisations should provide access to mental health resources, encourage work-
life balance, and foster supportive environments that prioritize employee needs [44]. Furthermore, 
Laing [45] asserted that offering training and development opportunities empowers employees with the 
skills needed to thrive within the new organisational structure. 

Savovic, et al. [46] illustrated that the effective use of technology can improve the integration 
process. Digital platforms support communication, streamline HR operations, and offer data-driven 
insights to inform decision-making [47]. Additionally, Edwards, et al. [48] explained that employing 
HR analytics enables organizations to track essential metrics, such as employee engagement and 
retention, facilitating prompt interventions when necessary. 

Tarba, et al. [49] have argued that mergers and acquisitions continue to be a crucial strategy for 
fostering growth and innovation; however, their effectiveness is contingent upon the implementation of 
robust human resource management (HRM) practices. Jha, et al. [50] have highlighted that the post-
COVID era has introduced new challenges, including cultural integration, talent retention, and mental 
health considerations. Khan and Yamamoto [51] suggest that by adopting a strategic HRM approach, 
organizations can effectively address these challenges and achieve successful integration, ultimately 
maximising the benefits of their M&A activities. Ongoing research and the application of best practices 
are essential for advancing the field and promoting organisational success. 
 

3. Methods 
This article employs an integrative review to examine current theories related to mergers and 

acquisitions (M&A) as well as pertinent human resource management challenges faced in M&A as well 
issues contributing to a successful merger. A comprehensive investigation of both secondary and 
primary data sources, including articles, publications, and other relevant documents, was conducted 
using various research methodologies. Key search terms utilised in this research included "mergers and 
acquisitions," "rationale for mergers and acquisitions," and "human resource management challenges in 
mergers and acquisitions." Search engines such as Web of Science, Scopus, Emerald, Sabinet, EBSCO, 
and ABI/Inform, along with freely accessible online research tools like Google, Google Scholar, and 
Science Direct, were instrumental in identifying significant studies. This study successfully identified 
several relevant articles that contributed to achieving the research objectives. To ensure the quality and 
relevance of the selected literature, inclusion and exclusion criteria were established. According to the 
inclusion criteria, only documents that address the research aims and pertain to the post-COVID era, 
starting from the year 2020, were considered suitable for the study. Information that did not meet these 
criteria was deemed inappropriate and subsequently excluded from the review. 
 

4. Results and Discussion 
The study investigated scholarly journal articles that navigate HRM challenges associated with 

M&A and then provide insight for the successful integration The findings from the reviewed literature 
offered insights on HRM challenges associated with M&A and then provide insight for the successful 
integration. Findings from the literature review offered and as observed by Hossain [7]  organizations 
pursue mergers and acquisitions (M&A) to realize economies of scale, increase market share, and enter 
new geographic markets. Moreover, Dhir, et al. [8] emphasized that integrating resources and 
capabilities allows companies to enhance their competitive advantage in a dynamic global marketplace. 
The literature review suggested that digital transformation is a crucial factor driving recent M&A 
activities. Many companies have engaged in M&A to acquire advanced technologies and innovative 
capabilities, as highlighted by [10]. Additionally, another important reason for the M&A is contended 
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by  Elia, et al. [13] from the reviewed literature suggesting that diversification serves as a significant 
motivation for M&A, where organisations aim to reduce risks associated with market dependency by 
acquiring businesses across various industries. Furthermore, Battisti, et al. [17] indicated that 
regulatory pressures and changing consumer preferences have substantially contributed to the rise in 
M&A activity. The ongoing discussions regarding the motivations for M&A suggest that these 
transactions may introduce human resource management (HRM) challenges. A critical aspect of these 
challenges is employee retention, which has become increasingly important.  Research by Kristiana, et 
al. [22] found that uncertainty during M&A often results in higher turnover rates, particularly among 
high-performing employees. This trend has been exacerbated by the post-pandemic phenomenon known 
as the "great resignation," where employees are increasingly motivated to pursue opportunities that 
align with their personal and professional aspirations. Furthermore, Meglio [25] pointed out that 
communication barriers during M&A pose challenges for HRM practitioners. Inadequate 
communication regarding the rationale, objectives, and implications of mergers can create confusion and 
erode trust among employees [26]. The literature also highlights that remote work complicates 
communication, limiting opportunities for face-to-face interactions and informal exchanges. Effective 
communication is vital for maintaining transparency and building trust [27]. Additionally, the 
literature review identified that aligning compensation, benefits, and policies presents a significant 
challenge in human resource management [28]. Merging organisations often operate with differing 
reward and recognition systems, which can lead to disparities that may foster employee dissatisfaction 
and perceptions of inequity [29].  To address these HRM challenges, the literature suggests strategies 
that incorporate a human-centred approach. Dao and Bauer [34] emphasise that successful integration 
begins with a comprehensive evaluation of the cultural dynamics of both organizations, helping to 
identify potential areas of conflict and synergy. This cultural due diligence informs the development of 
strategies that promote alignment and create a cohesive organizational identity. Moreover, Groenewald, 
et al. [37] advocated for involving employees in the development of the new organisational culture to 
encourage buy-in and minimise resistance to change. The review further revealed that effective 
employee retention strategies are critical. Organizations can implement measures such as stay bonuses, 
career development opportunities, and clearly defined roles to retain essential personnel [39]. 
Additionally, Kumari, et al. [40] stressed that recognising and rewarding employee contributions 
during the transition phase can enhance loyalty and motivation. The importance of involving HR 
professionals in these processes is highlighted by Holbeche [28] as their participation ensures that 
organizational objectives and employee expectations are aligned. The literature review also emphasised 
the importance of supporting employee mental health, suggesting that organisations provide access to 
mental health resources, promote work-life balance, and foster supportive environments that prioritize 
employee needs during M&A [44].  Training and development were recognized as vital components for 
the successful integration of M&A. Laing [45] asserted that offering training opportunities equips 
employees with the necessary skills to thrive in the new organisational structure.  Recent findings 
indicate that digitalization plays a crucial role in navigating HRM challenges associated with mergers 

and acquisitions. The effective use of technology, as noted by Savović and Babić [10] can enhance the 
integration process by supporting communication, streamlining HR operations, and providing data-
driven insights for informed decision-making. Furthermore, having a robust human resource 
management plan is essential; as articulated by Tarba, et al. [49] the success of M&A as a strategy for 
growth and innovation relies on the implementation of effective HRM practices. Khan and Yamamoto 
[51] propose that adopting a strategic HRM approach enables organisations to effectively tackle these 
challenges and achieve successful integration, ultimately maximising the benefits of their M&A 
endeavours. Ongoing research and the application of best practices are crucial for advancing the field 
and promoting organisational success. 
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5. Conclusion 
The purpose of this study was to examine the challenges encountered in mergers and acquisitions 

(M&A) from a human resource management (HRM) perspective. It provides valuable insights into the 
definition and fundamental concepts of M&A, as well as the reasons organisations typically pursue this 
strategy. The study acknowledges that organisations face several challenges during the M&A process, 
including uncertainty and ineffective communication. Furthermore, post-M&A discrepancies in 
compensation and issues related to employee mental health were identified as significant challenges.  

Despite these difficulties, the study offers recommendations for effectively navigating the challenges 
associated with M&A. It is suggested that HR teams within organisations implement strategic human 
resource management processes during M&A transitions. The study emphasises the importance of 
employee engagement, regular updates from management regarding the M&A process, and 
considerations for retaining top talent and addressing compensation issues. Additionally, enhancing 
employee well-being and leveraging digitalisation are considered critical factors in overcoming the 
challenges linked to M&A from an HRM perspective. 
 

Transparency:  
The authors confirm that the manuscript is an honest, accurate,  and  transparent  account  of  the  
study; that  no  vital  features  of  the  study  have  been  omitted;  and  that  any  discrepancies  from  
the  study  as planned have been explained. This study followed all ethical practices during writing. 
 

Copyright: 
© 2025 by the authors. This open-access article is distributed under the terms and conditions of the 
Creative Commons Attribution (CC BY) license (https://creativecommons.org/licenses/by/4.0/). 
 

References 
[1] M. Asdar, "Strategies for managing employees during mergers and acquisitions," Advances in Human Resource 

Management Research, vol. 1, no. 3, pp. 114-125, 2023.  https://doi.org/10.60079/ahrmr.v1i3.200 
[2] J. Piesse, C. Lee, L. Lin, and H. Kuo, Merger and acquisition: Definitions, motives, and market responses. In: Lee, CF., Lee, 

A.C. (eds) Encyclopedia of finance. Cham: Springer, 2022. 
[3] D. Angwin et al., "Mergers and acquisitions research: Time for a theory rejuvenation of the field," Long Range 

Planning, vol. 56, no. 6, p. 102398, 2023.  https://doi.org/10.1016/j.lrp.2023.102398  
[4] K. G. Ray, Mergers and Acquisitions: Strategy, valuation and integration. New Delhi: PHI Learning Pvt. Ltd, 2022. 
[5] Y. Potynska, "Current trends in processes of mergers and acquisitions in the global business environment," 

Bachelor's Thesis, Lesya Ukrainka Volyn National University, 2024.  
[6] Y. Liu, R. Bebenroth, and Y. Yang, "East-Meets-West: Mergers and Acquisitions challenges and opportunities in and 

out of Asia," Asian Business & Management, vol. 21, no. 5, p. 715, 2022.  
[7] M. S. Hossain, "Merger & Acquisitions (M&As) as an important strategic vehicle in business: Thematic areas, 

research avenues & possible suggestions," Journal of Economics and Business, vol. 116, p. 106004, 2021.  
[8] S. Dhir, V. Ongsakul, Z. U. Ahmed, and R. Rajan, "Integration of knowledge and enhancing competitiveness: A case 

of acquisition of Zain by Bharti Airtel," Journal of Business Research, vol. 119, pp. 674-684, 2020.  
[9] W. Tu and J. He, "Can digital transformation facilitate firms’ M&A: Empirical discovery based on machine learning," 

Emerging Markets Finance and Trade, vol. 59, no. 1, pp. 113-128, 2023.  

[10] S. Savović and V. Babić, "Impact of behaviour factors on acquisition performance: mediating role of speed of post-
acquisition change," Journal of Organizational Change Management, vol. 34, no. 5, pp. 929-956, 2021.  

[11] J. Amankwah-Amoah, Z. Khan, G. Wood, and G. Knight, "COVID-19 and digitalization: The great acceleration," 
Journal of business research, vol. 136, pp. 602-611, 2021.  

[12] Y. Li, K. Redding, and E. Xie, "Organizational characteristics of cross-border mergers and acquisitions: A synthesis 
and classic case examples from around the world," Journal of Organizational Change Management, vol. 34, no. 1, pp. 
223-251, 2021.  

[13] S. Elia, P. Greve, T. Vallone, and D. Castellani, "The micro-foundations of industrial diversification through foreign 
acquisitions: the multifaceted role of CEO experience," Long Range Planning, vol. 54, no. 6, p. 102104, 2021.  

[14] N. Nuruzzaman, D. Singh, and A. S. Gaur, "Institutional support, hazards, and internationalization of emerging 
market firms," Global Strategy Journal, vol. 10, no. 2, pp. 361-385, 2020.  

https://creativecommons.org/licenses/by/4.0/
https://doi.org/10.60079/ahrmr.v1i3.200
https://doi.org/10.1016/j.lrp.2023.102398


564 

 

 

Edelweiss Applied Science and Technology 
ISSN: 2576-8484   

Vol. 9, No. 6: 558-565, 2025 
DOI: 10.55214/25768484.v9i6.7844 
© 2025 by the authors; licensee Learning Gate 

 

[15] L. Popovic, "Diversifying your way out of crisis: Strategic diversification for textile service smes as a response to the 
covid-19 pandemic," Doctoral Dissertation, Wien, 2021.  

[16] A. Alnaqbi, F. Dweiri, and A. Chaabane, "Impact of horizontal mergers on supply chain performance: the case of the 
upstream oil and gas industry," Computers & Chemical Engineering, vol. 159, p. 107659, 2022.  

[17] E. Battisti, N. Nirino, E. Leonidou, A. Thrassou, and D. Vrontis, "Mergers and acquisitions and environmental 
conditions: a systematic literature review to investigate their linkage," Management Research Review, vol. 47, no. 2, pp. 
226-244, 2024.  

[18] N. Netsevych, "CSR (corporate social responsibility) and ESG (environmental social governance) in company law," 
Doctoral Dissertation, Vilniaus Universitetas, 2024.  

[19] A.-C. Wu and D.-D. Kao, "Mapping the sustainable human-resource challenges in southeast Asia’s FinTech sector," 
Journal of Risk and Financial Management, vol. 15, no. 7, p. 307, 2022.  

[20] J. Schmitt, C. Vasquez, and D. Pauknerova, "Guiding through turbulent times: Coaching during merger and 
acquisition," Journal of Change Management, vol. 24, no. 3, pp. 248-273, 2024.  

[21] R. Singh, G. Goel, P. Ghosh, and S. Sinha, "Mergers in Indian public sector banks: can human resource practices 
ensure effective implementation of change?," Management Decision, vol. 60, no. 3, pp. 606-633, 2022.  

[22] Y. Kristiana, A. Panjaitan, V. A. Goeltom, and A. B. Prasetya, "Managing employee retention in mergers and 
acquisitions: A systematic review," International Journal of Social, Policy and Law, vol. 2, no. 4, pp. 44-54, 2021.  

[23] M. Artar and Y. S. Balcıoğlu, "Unraveling the great resignation: A comprehensive literature review on the workforce 
exodus phenomenon," Research Journal of Business and Management, vol. 10, no. 4, pp. 160-165, 2023.  
https://doi.org/10.17261/pressacademia.2023.1793 

[24] F. Chirico, L. R. Gómez-Mejia, K. Hellerstedt, M. Withers, and M. Nordqvist, "To merge, sell, or liquidate? 
Socioemotional wealth, family control, and the choice of business exit," Journal of Management, vol. 46, no. 8, pp. 
1342-1379, 2020.  

[25] O. Meglio, "Reshaping M&A research: Strategies and tactics for a new research agenda," European Management 
Journal, vol. 40, no. 6, pp. 823-831, 2022.  

[26] A. Bansal and D. R. King, "Communicating change following an acquisition," The International Journal of Human 
Resource Management, vol. 33, no. 9, pp. 1886-1915, 2022.  

[27] C. P. Efunniyi, A. O. Abhulimen, A. N. Obiki-Osafiele, O. S. Osundare, E. E. Agu, and I. A. Adeniran, "Strengthening 
corporate governance and financial compliance: Enhancing accountability and transparency," Finance & Accounting 
Research Journal, vol. 6, no. 8, pp. 1597-1616, 2024.  

[28] L. Holbeche, Aligning human resources and business strategy. London: Routledge, 2022. 
[29] E. M. Berman, J. S. Bowman, J. P. West, and M. R. Van Wart, Human resource management in public service: Paradoxes, 

processes, and problems. Cq Press, 2021. 
[30] T. P. Carter, "The human side of mergers and acquisitions (M&A): An exploratory sequential mixed methods inquiry 

into the factors influencing M&A outcomes," Doctoral Dissertation, Case Western Reserve University, 2020.  
[31] A. Choflet, T. Packard, and K. Stashower, "Rethinking organizational change in the COVID-19 era," Journal of 

Hospital Management and Health Policy, vol. 5, 2021.  
[32] A. Tarek, "Mergers and Acquisitions: Analysing antitrust implications and Regulatory compliance," Available at 

SSRN 4518461, 2023.  
[33] D. Chakraborty and W. Biswas, "Articulating the value of human resource planning (HRP) activities in augmenting 

organizational performance toward a sustained competitive firm," Journal of Asia Business Studies, vol. 14, no. 1, pp. 
62-90, 2020.  https://doi.org/10.1108/jabs-01-2019-0025 

[34] M. A. Dao and F. Bauer, "Human integration following M&A: Synthesizing different M&A research streams," Human 
Resource Management Review, vol. 31, no. 3, p. 100746, 2021.  

[35] K. M. Dirani et al., "Leadership competencies and the essential role of human resource development in times of crisis: 
a response to Covid-19 pandemic," Human resource development international, vol. 23, no. 4, pp. 380-394, 2020.  

[36] A. Ophilia and Z. Hidayat, "Leadership communication during organizational change: internal communication 
strategy: a case study in multinational company operating in Indonesia," Academic Journal of Interdisciplinary Studies, 
vol. 10, no. 2, pp. 24-34, 2021.  

[37] C. A. Groenewald, E. Groenewald, F. Uy, O. Kilag, J. Castañares, and C. Peras, "Understanding interpretative 
positions and overcoming resistance in organizational dynamic," International Multidisciplinary Journal of Research for 
Innovation, Sustainability, and Excellence, vol. 1, no. 3, pp. 25-31, 2024.  

[38] F. Tukuboya, M. B. H. Ibrahim, and A. Irawan, "Challenges and Solutions in Managing Human Resources During 
Mergers and Acquisitions," Center of Economic Students Journal, vol. 7, no. 3, pp. 133-148, 2024.  

[39] C. M. Mabaso, M. T. Maja, M. Kavir, L. Lekwape, S. S. Makhasane, and M. T. Khumalo, "Talent retention strategies: 
An exploratory study within the consulting industry in Gauteng province, South Africa," Acta Commercii, vol. 21, no. 
1, pp. 1-14, 2021.  

[40] K. Kumari, S. Barkat Ali, N. Un Nisa Khan, and J. Abbas, "Examining the role of motivation and reward in 
employees’ job performance through mediating effect of job satisfaction: An empirical evidence," International Journal 
of Organizational Leadership, vol. 10, no. 4, pp. 401-420, 2021.  

https://doi.org/10.17261/pressacademia.2023.1793
https://doi.org/10.1108/jabs-01-2019-0025


565 

 

 

Edelweiss Applied Science and Technology 
ISSN: 2576-8484   

Vol. 9, No. 6: 558-565, 2025 
DOI: 10.55214/25768484.v9i6.7844 
© 2025 by the authors; licensee Learning Gate 

 

[41] G. Anwar and N. N. Abdullah, "The impact of human resource management practice on organizational performance," 
International journal of Engineering, Business and Management, vol. 5, 2021.  

[42] N. Isac, C. Dobrin, L. P. Raphalalani, and M. Sonko, "Does organizational culture influence job satisfaction? A 
comparative analysis of two multinational companies," Revista de Management Comparat International, vol. 22, no. 2, pp. 
138-157, 2021.  

[43] H. Ho and B. Kuvaas, "Human resource management systems, employee well‐being, and firm performance from the 

mutual gains and critical perspectives: The well‐being paradox," Human Resource Management, vol. 59, no. 3, pp. 235-
253, 2020.  

[44] S. Fazal, S. Masood, F. Nazir, and M. I. Majoka, "Individual and organizational strategies for promoting work–life 
balance for sustainable workforce: A systematic literature review from Pakistan," Sustainability, vol. 14, no. 18, p. 
11552, 2022.  

[45] I. F. Laing, "The impact of training and development on worker performance and productivity in public sector 
organizations: A case study of Ghana ports and harbours authority," Doctoral Dissertation, 2009.  

[46] S. Savovic, D. Zlatanovic, and J. Nikolic, "Technology acquisitions as a supporting tool for improving 
companies'innovative potential," Ekonomski Horizonti, vol. 23, no. 1, pp. 3-17, 2021.  

[47] P. Dahlbom, N. Siikanen, P. Sajasalo, and M. Jarvenpää, "Big data and HR analytics in the digital era," Baltic Journal 
of Management, vol. 15, no. 1, pp. 120-138, 2020.  https://doi.org/10.1108/bjm-11-2018-0393 

[48] M. R. Edwards, K. Edwards, and D. Jang, Predictive HR analytics: Mastering the HR metric. Chicago: Kogan Page 
Publishers, 2024. 

[49] S. Y. Tarba, F. L. Cooke, Y. Weber, D. Ahlstrom, C. L. Cooper, and D. G. Collings, "Mergers and acquisitions in the 
global context: The role of human resource management,"  vol. 55, ed: Elsevier, 2020, p. 101048. 

[50] S. K. Jha, S. S. Chaudhry, and P. E. Chaudhry, "HRM challenges post COVID-19. In HR 4.0 practices in the post-
COVID-19 scenario." Palm Bay, FL: Apple Academic Press, 2024, pp. 21-46. 

[51] A. Khan and K. Yamamoto, "Cross-border mergers and acquisitions: A comprehensive review of success factors," 
Competitive Research Journal Archive, vol. 1, no. 1, pp. 59-70, 2023.  

 

 

https://doi.org/10.1108/bjm-11-2018-0393

