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Abstract — Start-ups are companies that focus on problem solving through innovation. Mergers and 

acquisitions (M&A) are one of the development methods used to achieve growth. People who work in start-ups 

do so because they want to be part of a business that is entrepreneurial. When this is acquired, it may conflict 

with the preferences held. The purpose of this article is to assess the efficacy of start-up acquisition as a 

strategy, the relationship between psychological ownership and employee retention, and the human resource 

model for the integration stage in the context of M&A transactions. This systematic review demonstrates that 

each chosen recruitment strategy has its own set of challenges, requiring each organization to assess its own 

strengths and weaknesses. Psychological ownership is positively related to employee retention in the company 

which is obtained through direct and mediating effects of employee commitment and involvement. The 

integration stage as the most complex stage and determines the success of mergers and acquisitions needs 

attention for organizations engaged in the start-up sector. 

 
Keywords — employee retention, integration stage, mergers and acquisitions, psychological ownership, 
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I. INTRODUCTION 

Organization keeps on changing to be able to compete in a dynamic environment. The attitude of a firm 

toward changes and positioning is a critical determinant in its progress and success. In this setting, mergers, and 

acquisitions (M&A) have emerged as one of the most essential techniques for achieving business growth, with 

benefits such as increased market share, synergy, and innovation (Lupina-Wegener, 2013). M&A success 

remains a challenge for companies (Gomes et al. 2013; Weber, Tarba, & Öberg, 2014). M&A often signal 

higher turnover rate, especially from the acquired company (Ahammad et al., 2012; Hambrick & Cannella, 

1993; Krug & Aguilera, 2005; Zhang et al., 2015). According to Kim (2010) in the first year of a company 

acquisition, 33 percent of acquired workers will leave the company.  

The term start-up has recently emerged in the business realm. Start-ups are businesses that focus on solving 

problems through innovation. That explains why start-ups generally consist of highly creative people who can 

adapt to a fast-paced work rhythm and in small teams (Robehmed, 2013). This business model has an impact, 

start-ups often get funding through significant investments from crowdfunding, venture capitalists, and angel 

investors (Kedia, 2019) resulting in changes to the ownership structure. People working in start-ups join for a 

reason, the most important of which is the desire to be in an organization that is very entrepreneurial. But when 

acquired by a large company, it is in direct conflict with the preferences they have.  

Previous studies have explored how companies can profit by hiring and retaining human capital (Castanias & 

Helfat, 1991; Hatch & Dyer, 2004; Campbell, Coff, & Kryscynski, 2012). Most focus on recruiting individuals 

from the labor market. An alternative to bringing in a new workforce is to acquire another company that has an 

experienced workforce. Commonly known as acqui-hiring, this practice is very common among start-ups 

because the most valuable and often only asset is human resources (Selby & Mayer 2013; Chatterji & Patro 

2014). However, there is a limited understanding of how the two recruitment methods, namely acqui-hiring and 

traditional hiring, retain new employees. The decision to hire individuals or acquire teams is a strategic choice 

for companies with complex uncertainties coupled with human assets. This is unlike other assets such as 

physical capital; talent cannot be owned directly because individuals can voluntarily leave the company (Coff, 

1997). 

mailto:yustisia.kristiana@uph.edu


INTERNATIONAL JOURNAL OF SOCIOLOGY, POLICY AND LAW (IJOSPL)  
   Volume: 02 Issue: 04                           August  2021                                    E-ISSN: 2774-2245 

 

 

45 

 

Furthermore, when it comes to M&A, most companies focus on legal or formal ownership, forgetting the 

psychological aspects of exercising control and making critical decisions like keeping acquired firm workers, 

increasing total value creation, and boosting performance (Degbey, 2015; Degbey & Ellis, 2017, 2019; Degbey 

& Hassett, 2016; Gomes et al., 2011; Krug & Shill, 2008). Employee psychological ownership is a valuable 

asset of the acquired company that has the potential to affect employee commitment and involvement. 

M&A experience has taught the corporation that strategy should be assessed in three stages: planning, 

integration, and implementation (Neira Fontela & Castro Casal, 1994). The most difficult stage is integration, 

which decides whether a merger or acquisition will succeed. Up to 80% of M&As that fail to appropriately 

manage this stage will fail to meet their profitability targets (Charman, 1999). This is because M&A has 

traditionally been viewed as a process that ends when the agreement is signed, with the remaining stages being 

ignored. According to Datta (1991), an effective integration plan does not happen by itself, and creating synergy 

is dependent on how management is led. Within three years of signing the agreement, poorly planned or 

managed integration processes can result in diminished productivity or employee satisfaction (Anon, 2000). 

Because of an insufficient understanding of the psychological reasons that cause turnover in M&A, M&A 

performance suffers as a result of high turnover. While technology capabilities and knowledge-based start-ups 

are valuable sources of human capital, it is uncertain whether recruiting is a cost-effective method of talent 

acquisition. Several issues arise because of this explanation: are start-up acquisitions beneficial as a relative 

approach in recruiting when compared to traditional hiring? Is there a link between psychological ownership and 

employee retention when it comes to mergers and acquisitions? What is the human resource model for the M&A 

integration stage? 

 

 

II. LITERATURE REVIEW 

A. Hiring Strategy  

Today, effective recruitment is critical. This is due to a significant shift in which the phenomenon of a labour 

shortage has emerged in response to the company's requirements. In the past, as technology has advanced, there 

has been a greater demand for highly qualified individuals than there has been supply. This pattern is expected 

to persist. According to Alan Guarino, Vice Chairman, CEO, and Board Services, Korn Ferry, companies 

require people with creativity, emotional intelligence, diplomacy, and negotiating abilities to navigate the 

modern workplace (Alan Guarino, 2018), thus the correct recruiting strategy is required Depending on the sort 

of employment, certain hiring procedures are scored higher than others. Furthermore, the breadth of the problem 

area and recruitment rules will determine the success of recruitment (Dessler, 2011). In general, there are two 

methods for attracting talent: (1) recruiting individuals from the traditional labor market, and (2) acquiring 

teams (Selby & Mayer 2013; Chatterji & Patro 2014). 

Acqui-hiring is a relatively new phenomenon in the technology industry in which a company's purchasing 

strategy focuses on recruiting and acquiring employees, while the company's purchased products become 

secondary goals and may even be discontinued post-acquisition because the product is not as successful as 

expected, the acquisition motivated not by the product itself but by target assets or R&D efforts, or the 

elimination of potential competitive threats (Gautier & Lamesch, 2020). The main difference between 

acquisition and acqui-hiring is that in a traditional acquisition, the main purpose is to get ownership of the 

company's assets, whether tangible (e.g., property, plant, and equipment) or intangible (e.g., intellectual 

property) (e.g., intellectual property, client lists, and goodwill). The acquiring firm, on the other hand, places 

little or no value on the target firm's assets in an acqui-hire transaction. The acquirer, on the other hand, is 

primarily interested in hiring some or all the target company's employees (Venkatesh, 2019). Acqui-hiring is a 

smart talent acquisition technique since it saves time and money. This is a quick and easy way to find the top 

talent in huge numbers (Awate, 2018). In the five years between 2015 and 2017, Google, Amazon, Facebook, 

Apple, and Microsoft (GAFAM) purchased 175 companies (Gautier & Lamesch, 2020). 

The key advantage of acqui-recruiting over traditional hiring is the opportunity to hire a full team in one 

transaction. For a variety of reasons, team-based hiring is advantageous. For starters, the acquirer can take 

advantage of the complementarity of the teams that have been pooled through time. When a team disbands, this 

team-specific complementarity may be lost (Jaravel, Petkova, & Bell, 2018; Choi et al., 2019). Second, 

acquiring employees had no trouble inferring individual contributions to group outcomes. Given the difficulties 

in identifying and locating the top personnel, startup acquisitions can improve hiring efficiency by bringing in 

the complete team. By acquiring, the company gains a team of highly experienced individuals with a good 

working relationship, while employees who have been doing the same job for several years gain valuable 

exposure and the opportunity to start working for a new company. Big businesses might benefit from having a 

well-established workforce, which saves time (Fantasia, 2016). 
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Furthermore, hiring a full team has the advantage of allowing the acquiring firm to boost employee retention 

by providing stronger employment contracts following the purchase. Employment contracts used in start-up 

acquisitions typically include stock incentives with a three- to four-year vesting timeline, as well as restrictive 

clauses such as non-compete agreements. Other benefits of acquisitions include the ability to access new 

markets and the ability for new personnel to come up with fresh ideas that might be very beneficial to the firm.  

Acquihire can also be viewed as an investment that boosts a company's productivity and turnover. For huge 

corporations, most acquisitions are not expensive (Dev, 2021). 

The acquisition procedure is outside the scope of the acquired employee in the acquisition of an important 

feature. Unlike ordinary employees who choose to work for a new company on their own, acquired employees 

have no say in who owns their company. This is because multiple major stakeholders, usually the founders and 

other board members, decide whether the target company should be acquired. Non-founding personnel, in other 

words, are often excluded from pre-acquisition discussions, regardless of their willingness to work for the 

purported acquirer. 

Organizational mismatch is highly common in startup acquisitions because the target and acquirer are 

essentially different sorts of companies. Organizational incompatibility typically emerges when these two types 

of organizations are united through acquisitions, as evidenced by organizational structure (Hannan and Freeman 

1984; Sorensen 2007), as well as norms and routines (Stuart & Sorenson 2003; Turco 2016). Both factors 

prompted Daniel Kim (Kim, 2020) to conduct research to determine whether acquired workers have a higher 

turnover rate than regular employees who voluntarily join the same acquiring company, and whether 

organizational mismatch causes higher turnover among employees, but not among regular workers. 

 

B. Psychological Ownership  

When an object has a close link with the individual, psychological ownership reflects the individual's 

relationship with the thing (material or immaterial) (Furby, 1978). Psychological ownership, in accordance with 

Pierce, Kostova, and Dirks (2002), is a complex state with cognitive and affective components. Although 

possessiveness implies not only a sense of belonging (Pierce et al., 1991, 2001), but also concern and a sense of 

cognizance for a specific goal, including a company or corporation (O'Reilly, 2002; Parker et al., 1997), 

possessiveness underpins the conceptual core of psychological ownership. Psychological ownership, according 

to Avey et al. (2009), is the feeling of employees who have the obligation to make long-term decisions. 

Psychological ownership refers to a person's awareness, thoughts, and beliefs concerning firm ownership. 

As a result, psychological ownership provides an answer to the question of what someone considers to be his 

or her own. Psychological ownership describes the relation in the midst of the individual and the target (e.g., 

material, and immaterial items), that the target is perceived as possessing an imminent relationship with the 

individual (Furby, 1978; Litwinski, 1942) and becomes a portion of the expanded self (Belk, 1988). 

Psychological ownership, according to Pierce et al. (2003), is a multidimensional condition with cognitive and 

emotive foundations. Individuals' awareness, attitudes, and thoughts concerning the target of ownership are 

reflected cognitively. Feelings of belonging are thought to bring joy to people on an emotional level (Beggan, 

1992; Furby, 1978; Porteous, 1976).  

The feeling of possession or ownership is inherently human, according to Pierce et al. (2001), (2) the feeling 

of belonging can arise both to material and immaterial objects, (3) the feeling of having a significant emotional 

influence, and the effect of attitudes and behavior on individuals who experience ownership. Controlling the 

objective, growing to be familiar with the target well, along with engaging oneself in the target are the three 

primary characteristics of psychological ownership that have been recognized as procedures in the concept of 

psychological ownership builds up (Pierce et al., 2001). Psychological ownership can be called as a 

comparatively recent concept of organizational behavior in organizational and management study (Pierce et al., 

2001; 2003; Van Dyne & Pierce, 2004). As a result, a lot of conversations regarding psychological ownership in 

businesses have been written, but there aren't a lot of empirical investigations (Avey et al., 2009; Pierce et al., 

2004; Van Dyne & Pierce, 2004) person awareness, attitudes, and beliefs about the company's ownership.  

 

C. Employee Retention  

One of the most essential factors in retaining a company's best personnel is employee retention. Employee 

retention, according to Sumarni (2011), refers to a company's ability to keep potential employees loyal to the 

company. According to Zineldin (2000), retention is defined as the obligation to do business or exchange 

information with a specific company on a regular basis. Employees that are pleased and content with their 

employment are more dedicated to their work, according to Denton (2000), and always endeavor to improve 

customer satisfaction in their firm. 

Fitz-enz (1990) claims that employee engagement and retention are influenced after a few factors rather than 

a single issue. Prior research has identified several parameters linked to employee retention (Brown et al., 2002). 
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Compensations and rewards for completed labor, determination of challenging job, promotion and cultivation 

opportunities, interesting organizational environment, connections with coworkers, work-life stability, 

communications (Walker, 2001), as well as control and surveillance are all factors that are frequently mentioned 

(Naqvi & Bashir, 2015). Compensation and benefits, training opportunities, equitable and commensurate 

treatment, and corporate culture are all included as retention variables by Ghapanchi and Aurum (2011). On the 

other hand, Allen and Shanock (2013) place a stronger focus on socializing connections with employees. 

Management and leadership styles, according to Andrews and Wan (2009), can help organizations retain 

employees (Andrews & Wan, 2009). According to a group of researchers led by Loan-Clarke et al. (2010), 

autonomy, work schedule flexibility, also community services or welfare works assist companies maintain their 

workers for a great period of time. George (2015) highlights eight retention variables: management, friendly 

atmosphere, social support and development opportunities, autonomy, compensation, created workload, and 

work-life balance. According to Jamrog (2004), the best people aren't driven or remain for the money. They can 

survive because they are interested and pushed by work that improves their skills, and they want to work for 

more than simply a paycheck. 

 

D. HR in the Integration Phase  

A merger, according to Hitt (2001), is a business strategy in which two organizations agree to combine their 

operational activities on a generally balanced basis because they have the resources and competencies to 

produce a bigger competitive advantage when they work together. Consolidation is the process of merging two 

or more organizations to produce a new corporation with assets, liabilities, debts, and business operations 

(Godbole, 2013). The process through which the acquiring company obtains a controlling interest in the 

acquired company's share capital is known as acquisition. The purchased company's management changes 

because of the acquisition, but the two companies retain their respective legal identities (Godbole, 2013).  

Organizational integration occurs after the M&A is announced, the deal is signed, and the amount of 

interaction and coordination between the two organizations involved in the M&A is specified (Schuler & 

Jackson, 2001). The use of strategic interdependencies across enterprises is enabled by the integration and 

coordination of people (Haspeslagh & Jemison, 1993). There are four themes to consider when analyzing 

integration: leadership (Schuler and Jackson, 2001) and team integration (Weber & Tarba, 2010); change (Lin et 

al., 2006) and restructuring processes (Ashkenas et al., 1998); personnel resistance (Lupina-Wegener, 2013); 

and retention of valuable personnel (Siegenthaler, 2011). 

 

 

III.  METHOD 

Before conducting a review, identification of the topic to be selected is carried out. Then formulate research 

questions and identify keywords that will be used in the reference search. A systematic approach through article 

review was carried out to determine the effectiveness of start-up acquisition as a relative strategy in recruitment 

compared to traditional hiring, the relationship of psychological ownership with employee retention, and the 

human resource model for the integration stage in the context of companies conducting M&A. The article 

inclusion criteria were publications published between 2018 and 2020 on the topics of mergers and acquisitions 

and employee retention, with the exclusion criteria being research articles that could not be fully accessed. 

Articles that satisfied the requirements for inclusion were gathered and evaluated in detail. Three items were 

identified to meet the inclusion and exclusion criteria throughout the search process. 
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IV.  RESULT AND DISCUSSION  

A. Result 

After reviewing the study's quality, the three papers can be classified as good, and data extraction can begin. 

The data is extracted by analyzing it based on the author, title, journal, purpose, study technique, and outcomes. 

The article's summary may be found in Table 1. 

TABLE I 

SUMMARY OF THE ARTICLES 

No. Author and Year Title Journal Purpose Method Result 

1 Kim, J. Daniel 

(2020)  

 

 

Startup 

Acquisitions as a 

Hiring Strategy: 

Worker Choice and 

Turnover 

SSRN To investigate the 

effectiveness of start-

up acquisition as a 

recruitment strategy 

Quantitative Acquired employees 

are significantly less 

likely to be retained 

than employees with 

traditional methods, 

even after accounting 

for employee and 

company-specific 

traits that may affect 

retention outcomes. 

2 Rodríguez-

Sánchez, J-L., 

Ortiz-de-Urbina-

Criado, M., & 

Mora-Valentín, E-

M. (2019) 

Thinking about 

people in mergers 

and acquisitions 

processes 

International 

Journal of 

Manpower 

Propose a human 

resource management 

model for the 

integration phase of a 

merger and acquisition 

Qualitative The findings 

highlight the 

significance of 

human resource 

management in a 

successful M&A.  

Identified the most 

important human 

resource initiatives 

that contributed to 

the M&A process' 

success. 

3 Degbey, W. Y., 

Rodgers, P., 

Kromah, M. D., & 

Weber, Y. (2020)  

 

The impact of 

psychological 

ownership on 

employee retention 

in mergers and 

acquisitions 

Human Resource 

Management 

Review 

To construct a 

psychological model 

of employee 

ownership of the 

acquired company vs 

employee retention 

through mediation of 

employee commitment 

and involvement in 

M&A transactions 

Quantitative Employee retention 

in the organization is 

positively related to 

psychological 

ownership, which is 

achieved through 

direct and indirect 

impacts of employee 

dedication and 

involvement. 

 

B. Discussion 

1. Effectiveness of Startup Acquisitions as a Hiring Strategy  

Because employees are one of the most essential variables that determine an organization's ability, strategic 

execution, and competitive advantage, acquiring the proper talent will serve as the basis for organizational 

success. There are also significant costs associated with recruiting, such as direct hiring fees and company costs 

associated with poor hiring selections. Employee expenditures account for nearly 35 percent of the entire cash 

burn rate for some of the leading start-up companies, according to industry analysts (Basu & Sengupta, 2016). 

Startups must evaluate and design their own hiring strategy, considering their strengths and weaknesses. 

According to existing research, talent acquisition encompasses more than just standard recruiting and involves 

strategic factors. Nowadays, start-ups are hiring not just for open positions, but also for positions that will open 

soon to support their business plans and objectives (Kaushik & Girotra, 2017). This is something that companies 

like Facebook do. "Facebook never bought a startup for the company itself," Mark Zuckerberg claimed in 2010, 

when Facebook acquired Instagram. We buy businesses to hire outstanding people." (Hindman, et al., 2010). 

Acquihire makes buying a bright and skilled group of people to manage their business simple and stress-free. 

With solid brands, decent intentions, and staff talents, this is a wonderful method for mass talent acquisition 

(Mahapatro, 2020). 

The top five motivations for acquihire, according to Venkatesh (2019), are reducing time for innovation, 

enabling the acquirer to quickly acquire new competencies, being easier to integrate into the acquiring 

organization, being a pre-emptive strategy against competitors, and being a low-cost means of innovation. So, 

the successes of the five things above can be used to determine the effectiveness of acquihire. 

According to Daniel Kim's research, acquired workers are significantly more likely than regular employees to 

leave the acquirer company in the first three years, even after controlling for important employee traits like 

income and age, but differences in retention between these groups will be much smaller over time. Employees 
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with higher salaries are less likely to depart. This is in line with prior research, which has found a link between 

higher compensation and increased exit risk, owing to higher opportunity costs (Coff, 1997; Zenger, 1992; 

Campbell, Coff, & Kry, 2012). High-income employees, on the other hand, have a higher proclivity to depart, 

which appears to be costly to the acquiring organization. While organizational mismatch is the primary cause of 

increased employee turnover, according to Daniel Kim's research, acquired workers who suffer organizational 

dissonance are significantly more likely to depart the company, this is not the case for regular employees. 

Despite the obvious advantages of hiring entire teams rather than individuals, these findings demonstrate the 

difficulties and limitations of startup acquisition as a hiring strategy. Companies, on the other hand, appear to be 

able to improve their talents in acquiring start-ups (Cohen & Levinthal, 1990). According to research on serial 

acquirers, prior experience in acquiring start-up companies enables the acquirer to effectively address 

organizational mismatch issues, allowing the acquired team to remain together. There are two forms of learning 

that can be done. Dynamic capabilities are defined as a company's ability to (1) sense and (2) seize new 

possibilities, according to Teece (2007). First, the acquirer can learn to "sense" and avoid purchasing a startup 

that will result in a mismatch in organizational structure. Second, the acquirer can improve its ability to "catch" 

and retain the acquired personnel. As a result, the human resources department must be ready to lead and 

manage the human aspect of the merger or acquisition integration on a proactive basis. 

 

2. The Psychological Ownership-Employee Retention Relationship in Mergers and Acquisitions 

Psychological ownership benefits organizations because it makes employees feel responsible for the 

organization's goals and demonstrates commitment. This can assist enterprises in retaining talent and 

influencing competent individuals' intentions to stay with their companies. Employee behavior can be 

influenced by ownership, according to Buchko (1993), primarily through the effect on employees' intentions to 

stay with the company. Organizations must evaluate how to keep their top employees, especially considering the 

significant expenses involved when key people leave. When employees leave an organization, they frequently 

take with them the valuable knowledge and skills they've gained through their work (Olckers & Plessis, 2012). 

Psychological ownership possesses a strong and absolute bond with affective responsibility to the company 

(Van Dyne & Pierce, 2004; Pierce et al., 1991; Vandewalle et al., 1995). To illustrate it, Van Dyne & Pierce 

(2004) revealed a high connection among psychological ownership and organizational affective commitment. 

Hereinafter, subsequent to enumerating the demographic factors which conclude age, education level, gender, 

and years of service, it was shown that psychological ownership can predict the variance explained in 

organizational commitment. O'Driscoll et al. (2006) later discovered, psychological ownership of labor and 

organization was associated to workplace structure (e.g., autonomy, participatory decision-making) and many 

employees job-related behaviors, including organizational commitment, in a separate study. According to 

O'Driscoll et al. (2006), workers who work in surroundings that allow for greater autonomy and participatory 

decision-making exert increased individual control, have a better grasp of the job and the organization, and are 

more inclined to invest fully in their work. 

In the context of mergers and acquisitions, several studies have discovered a link in the midst of the 

organizational commitment and employee retention (e.g., Ahammad et al., 2012; Hassett, 2012; Cartwright et 

al., 2007; Amiot et al., 2007). On the other side, recent research has begun to focus on the central of the 

psychological phenomena that may influence M&A results (e.g., Reus, 2015; Kusstatscher & Cooper, 2005; 

Sinkovics et al., 2011). Given M&A's continually contradictory and counterintuitive impacts, it's clear that more 

attention should be paid to how psychological and human resource concerns influence M&A. With a growing 

focal point on the human resource party, M&A highlights the benefits of employee interaction, participation, 

and dedication. Human resources play an important part in the efficacious execution of M&A in this situation, 

authorizing workers to feel entitled and in charge, and thus having an absolute impact on employee behavior 

(Vasilaki et al., 2016). 

Keeping important workers from the acquired firm is critical, and one method to do so is to let them in early 

within the M&A process (Krug & Nigh, 1998; Schuler et al., 2004). Employee involvement enables a better 

familiarization with the company and to contribute in the employee commitment during the post-acquisition 

stage, according to Bartels et al. (2006). Patchen (1970) suggested that engagement (i.e., feelings of solidarity 

and belonging) might lead to commitment, meaning that employee engagement and commitment are linked. 

Teerikangas (2012) discovered that, contrary to most M&A research, there were more positive comments from 

employees during the merger and acquisition process. Six of the eight purchases elicited inspiration rather than 

apprehension from employees, who saw the acquisition as an opportunity rather than a threat. According to the 

study, the level of corporate executive participation attained during the pre-deal stage had the greatest predictive 

influence on employee sentiments.  

When M&A is viewed as a chance or opportunity in lieu of a danger, the acquired company's leadership 

takes proactive steps to complete the transaction. As a result, acquiring a company leader may be a clear 

incentive to ensure that peers in the acquired firm are actively involved and interested in the purchase. The 
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M&A procedure can be utilized to acquire enough talent to win the market in the context of start-ups. This is 

because start-ups are made up of creative teams with unique skills. As a result, it is critical for businesses to pay 

attention to psychological ownership to achieve employee retention. 

 

3. Model for the Integration Stage of Mergers and Acquisitions  

The following factors are considered by the model produced for the integration step. The leadership and 

integration team are the first. Leadership's purpose is to help the restructuring process go more smoothly and 

gain the trust of both firms' human resources (Antila, 2006). Employees will be driven to implement the 

integration process if the leader has sufficient autonomy and employees perceive that the leader has control over 

the decisions made (Weber & Tarba, 2010). In the integration process, the leader is crucial. Employees must 

understand that integration helps the entire company to maintain and improve a solid market position. Team 

leaders are highly trained individuals with managerial and decision-making authority over work groups. In the 

context of the organization's welfare and development processes, each team leader tries to clarify needs. Team 

integration is essential for the growth of the integration process (Marks & Mirvis, 2000). This team must avoid 

issues like disagreements with HR due to ambiguous responsibilities (Rizvi, 2011) and lessen tensions by 

implementing adaption exercises (Zhou et al., 2008). Selecting various leaders from the target companies to 

carry out the integration process is a crucial decision. Employee participation in integration activities can help to 

create team integration unity and consistency. 

Second, there is the process of transition and restructuring. The responsibility of managing the 

transformation process is difficult for leaders and their teams (Aguilera & Dencker, 2004). Decisions on new 

structures, functions, and relationships with employees should be proclaimed, realized, and implemented as soon 

as possible after the agreement is signed (Lin et al., 2006). Leaders deliberately and explicitly plan the transition 

process. The operation of the new structure and the compatibility of human resources were the outcome of a 

successful study. This strategy is emphasized to avoid market knowledge leakage, which might result in 

competitive or union action, a rise in operating prices, and employee insecurity. The degree of restructuring and 

modification necessary is determined by the sort of merger and acquisition, and human resource management 

must also be altered (Bower, 2001). Quick restructuring is essential to reduce uncertainty. 

Personnel resistance is the third factor to consider. Personnel resistance to change is one of the challenges in 

the restructuring process. This opposition can be overt (voluntary turnover) or covert (absence or disobedience) 

(Lucenko, 2000). Because of the misalignment of the two companies' employees' expectations for the future in 

the new structure, the M&A process creates stress (Hambrick & Cannella, 1993; Lupina-Wegener, 2013). As a 

result, it is critical for leaders to demonstrate flexibility when it comes to team integration. Individual 

(psychological) or group (political) resistance can be studied (organizational culture). The target company must 

be able to adapt to the parent company's cultural features. 

The fourth point to consider is employee retention. To accomplish the intended results, it is critical to retain 

great individuals; however, many firms do not know how to do it in practice (Habeck et al., 2000). To decide 

who is required in the current conditions and place them in the most appropriate employment positions, human 

resource attributes and capacities must be analyzed (Kay & Shelton, 2000). The parent business must remove 

personnel with remarkable skills and abilities from the target company to generate long-term competitiveness 

and synergies (Weber & Tarba, 2010). It is recommended that two-way communication be developed for M&A 

to be successful. Employees can thus ask inquiries and share their feelings (Castro Casal & Neira Fontela, 

2002). For this, a satisfaction survey, workshop, or group presentation is recommended (Bastida, 2007). To 

establish synergies for stronger value generation, firms in the start-up sector should consider this integration 

stage. 

 

V. CONCLUSION   

When compared to regular employees, acquired personnel are much more likely to leave the acquiring 

organization. Employees with higher salaries are less likely to depart. Employees experiencing organizational 

dissonance are considerably more likely to leave the company among acquired workers, but this is not the case 

for regular employees, according to organizational mismatch as the key mechanism underlying the increase in 

turnover rate among workers obtained through acquihire. Additionally, psychological ownership is linked to 

employee retention in the workplace, which is achieved through the direct and indirect effects of employee 

dedication and involvement. The most challenging step of the merger and acquisition, the integration stage, 

should focus on leadership and team integration, change and restructuring procedures, employee resistance, and 

the retention of valued personnel. 

The three articles' limitations are that the first, the underlying data, does not capture each other's work within 

the company. To overcome this limitation, it is necessary to describe the nature of the work that has been 

assigned to individuals. Second, the offered moderation mediation model is still insufficient. Variables such as 
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cultural fit and contextual ambidexterity can be added in future research. The third is a study carried out during 

the integration stage. Further research can be conducted for the merger and acquisition process's planning and 

implementation stages, with the goal of presenting a complementary model of HR management in the merger 

and acquisition process. 
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