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Mergers and acquisitions
Rodríguez-Sánchez, J.L., Mora-Valentín, E.M. and Ortiz-de-Urbina-Criado, M., 2019. Human resource management in merger and acquisition planning. Journal of Organizational Change Management, 33(1), pp.16-28.

The authors present the stance that the vitality of effective planning in making decisions about mergers and acquisitions cannot be undermined. The involvement of HR team in the M&A planning phase facilitates cultural compatibility within the teams, identification of talent gaps that may posit threats in the future and development of strategic actions to streamline all the facets of integration of the businesses in either merger or acquisition form. I agree to the author’s stance and believe that HR team aids in successful transition of the businesses or teams. HR teams are not only well versed in promoting the change, but also make proactive strategies to avoid or control cultural clash, integration issues and employee motivation helping the companies to develop effective retention strategies. HR planning also recognizes that both companies are familiar with their strengths and have the capacity to capitalize on them and hence contribute to developing a cohesive working environment. 

Sarala, R.M., Vaara, E. and Junni, P., 2019. Beyond merger syndrome and cultural differences: New avenues for research on the “human side” of global mergers and acquisitions (M&As). Journal of World Business, 54(4), pp.307-321.

The article primarily encourages the businesses to think beyond the merger syndrome, diversify their perspective of acquisition and take into consideration the human side of the process. The authors also iterate that emotions, power dynamics and social integration of play are very crucial factors during the merger and acquisition phase. 
In my opinion, yes, these human sides of M&A are very important for successful transition. The HR team help the employees accept the transitional mechanism. Meanwhile, they address their queries and aid in creating an inclusive work culture. 

Canterino, F., Guerci, M., Cirella, S. and Shani, A.B.R., 2022. The intertwined effect of HRM practices and transformational leadership on employees’ attitudes in an M&A context: Evidence from a collaborative and mixed-methods study. European Management Journal.

The article discusses how transformation leadership supported by the HR team of businesses helps the management develop the positive attitude of employees towards mergers and acquisitions. The authors argue that HR teams communicate with the employees and introduce employee-friendly practices that promote commitment, positivity, embracing attitude towards change and enhanced job satisfaction. 
In my opinion, transformation leaders do play an important role in motivating, directing and guiding the employees through their personality traits, to accept the transition, by creating an urgency for the change, ensuring the involvement of all employees in the process and answering their queries and concerns. 


Manuti, A., Giancaspro, M.L., Molino, M., Ingusci, E., Russo, V., Signore, F., Zito, M. and Cortese, C.G., 2020. “Everything will be fine”: a study on the relationship between employees’ perception of sustainable HRM practices and positive organizational behavior during COVID19. Sustainability, 12(23), p.10216.

The article presents the notion that the dynamic working environment in the current era leaves no choice for businesses, but to opt for sustainable human resource management practices. This stance further stresses the need for the businesses to acknowledge the contributions of each employee while leveraging their true potential to the best possible level. Given that the pandemic of Covid19 completely transformed the operational paradigms for businesses promoting smart work practices which have a positive influence on employee well-being. In my opinion, the author has adopted a descriptive approach to determining the relationship between sustainable practices and employee well-being. There is a need to further delve into the topic by taking a critical approach to understand the actual psychological and physical disruptions the pandemic brought in hampering the sustainable HR practices. 

Segura, S., 2021. Local government use of seniority list-based layoffs and Title VII disparate impact: Challenges in implementing reductions in force (RIFs) policies that do not adversely impact protected classes (Doctoral dissertation, California State University, Northridge).

This article broadens the scope of RIF highlighting multiple issues related to transparency, accountability and discrimination accusations that local governments face as a response to any changes in the RIF laws. The authors also suggest taking into account the opinions, attitudes and views of general public prior to making any changes. However, I disagree to this notion because any changes in RIF laws certainly have a strong reasoning or backing support which should be communicated to the public to increase the level of embracement. Within the organizations, HR teams can play a pivotal role in engaging the employees and communicating with them the reasons, impact and aftereffects of the changes, where cost effectiveness may be a justified reason. 

Kao, C.L. and Chen, M.Y., 2020. Employee downsizing, financial constraints, and production efficiency of firms. International Review of Economics & Finance, 68, pp.59-73.

The authors, in this article highlight RIF as an unavoidable result of financial constraints the company may be undergoing; however, the extent of its impact on the operational efficacy and production mechanism depends on the situational factors and overall financial health of the business. The authors further argue that HR team adopts a proactive planning approach as a preparatory step for employees to be ready for RIF. I agree with this stance because HR is always involved in evaluating the skills of employees to identify the employees who add maximum value to the business. This proactive planning eases the decisions related to RIF in challenging times. However, HR should also look to providing emotional support to the laid off employees along with guiding them about the future opportunities. 

Reduction in Force
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