
     

 

 

How talent integration plays a major role during 
mergers 

While mergers and acquisitions may be integral to a company’s growth strategy, they can 
only prove useful when employee integration is successful. 

S Sunder, Joint MD, Shriram Transport Finance CompanyBy S Sunder 

As we embark on a landmark initiative to merge Shriram Transport Finance Company Ltd 
(STFC) and Shriram City Union Finance Ltd (SCUF), to form India’s Largest Retail NBFC 
– Shriram Finance Ltd, we have put in place a robust framework to ensure success. 

At the board level, we have prioritized employees — through purpose, culture, leadership 
and connections — and have deployed technology and automation as tools to support their 
capabilities. We believe through the steps taken, the true human potential for agility, 
creativity and innovation can soar, and the integration can realize its full impact. And thus, 
the new entity Shriram Finance as an organization can achieve the synergy targets designed 
to chart a new course for growth. 
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While mergers and acquisitions may be integral to a company’s growth strategy, they can 
only prove useful when employee integration is successful. The merger will prove 
worthwhile only when the talent of both organisations is absorbed successfully. Binding the 
workforce together in a unified whole is perhaps one of the most significant challenges of 
the merger process. 

A robust people management strategy is critical for the successful amalgamation of 
employees. A haphazard talent integration exercise would impede the success of the 
merger and result in underachievement by the merged entity. 

How then does the Human Resources function crack the code of talent integration during a 
merger? Here are five steps we have taken to align and optimise our people: 

Analysis of the corporate archetype 

When two people are never the same, can two corporates be? When two companies come 
together, they signify the coming together of two cultures. People are generally resistant to 
change and would be naturally anxious about adapting to a new culture. Again, the 
employees on both sides may not want to move out of their comfort zone in terms of work 
groups, etc. The HR team has to analyse the merger archetype and come up with a formula 
to create a fresh culture that includes the best of both worlds. It will prevent the employees 
from feeling alienated. They will feel comfortable stepping into a new work ecosystem. 
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Allaying anxiety 

When two organisations merge, there will naturally be anxiety in the minds of employees. 
Employees will have many questions, ranging from the technology used henceforth to the 
kind of processes that they will have to work with. The leaders of the new entity will have to 
lead the way and address the concerns of the employees. When they exude confidence, it 
will permeate through the organisation. 

Designing a talent integration strategy 

The HR team has to create a talent integration strategy to ensure that the employees from 
the two companies come together to form a unified team. Apart from training, the 
employees have to be engaged in team-building and acclimatising exercises. Apart from 
morale-boosting campaigns, the HR team has to conduct employee orientation 
programmes. These programmes should deal with welfare schemes, compensations, 
benefits, and company policies, etc. Wherever possible, establish open communication 
channels between the employees and the management. 

The talent integration strategy will have to include a blueprint for software adoption and 
process integration. It should include vital aspects such as training and upskilling if needed. 
If the two organisations are at different levels of digital adoption, the employees of the 
company at the lower level would need training and the ones at the higher level would need 
to learn to show patience. 
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Identify or appoint change managers 

Wherever possible, identify people in the organisation that would act as the change 
facilitators. These individuals or groups will be the chief driving force behind the talent 
integration process. They will execute initiatives, frame the communication and address the 
employees’ queries. They will ensure that the thought process behind the merger is clearly 
understood by the employees. 

Implement and monitor the execution 

Offer financial and functional incentives to the employees to motivate them to make that 
extra effort to blend into the new system. Monitor the execution of the talent integration 
strategy to ensure that it achieves the desired goals. The change management team may 
have to watch out for red flags such as employee attrition patterns, dissonance in certain 
functions, underperformance in some departments, etc. 

Finally, it’s essential to ensure that acquisitions are aligned with longer-term talent 
strategies—including building the new capabilities that can drive growth; unlock new 
adjacencies; and support diversity, equity, and inclusion efforts. Cocreate with your people a 
clear, compelling vision for the combined company. 

The author, S Sunder, is Joint MD at Shriram Transport Finance Company. 

DISCLAIMER: The views expressed are solely of the author and ETHRWorld does not 
necessarily subscribe to it. ETHRWorld will not be responsible for any damage caused to any 
person or organisation directly or indirectly. 

 


