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Week 5 Assignment: Organizational Structure

Over the past decade, HR practices have evolved significantly in preparing for mergers.

Ten years ago, HR practices focused more on administrative tasks and compliance. By 4–6 years

ago, there was a shift towards strategic HRM, emphasizing talent management and cultural

integration. Presently, HR practices are heavily influenced by data analytics and technology,

allowing for more precise decision-making and employee engagement strategies. For example,

the use of HR analytics tools has enabled companies to identify potential cultural clashes early

and address them proactively.

The recent merger between Company A and Company B was driven by several key social

and economic events. The economic downturn led to decreased revenues for both companies,

making consolidation a strategic move to combine resources and reduce costs. Additionally,

changing consumer preferences and technological advancements required both companies to

innovate and adapt quickly, which was more feasible through a merger. This merger aimed to

create a more competitive and resilient organization capable of navigating the rapidly changing

market landscape.

Post-merger, the HRM group would need to redefine its role to focus on employee

integration and cultural alignment. One major change would be the implementation of

comprehensive onboarding programs to help employees from both companies understand the

new organizational culture and expectations. Another change would involve developing

continuous communication strategies to keep employees informed and engaged throughout the

transition. For instance, regular town hall meetings and feedback sessions can help address

employee concerns and foster a sense of inclusion.
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Two theories applicable to this merger scenario are Lewin's Change Management Model

and the Resource-Based View (RBV) of the firm. Lewin's model, with its

unfreeze-change-refreeze steps, provides a structured approach to managing change and ensuring

employee buy-in. The RBV emphasizes the strategic importance of human capital and how

leveraging unique employee skills can create competitive advantages. While Lewin's model

offers a clear framework for implementing change, its linear approach might be too rigid for

complex mergers. On the other hand, the RBV highlights the value of employees but may not

provide specific steps for managing the merger process.

Lewin's Change Management Model focuses on the process of change and assumes that

organizations move through distinct stages. It is particularly useful in managing the human side

of mergers by providing a clear pathway for change. In contrast, the Resource-Based View

(RBV) of the firm emphasizes the importance of internal resources, particularly human capital,

as a source of competitive advantage. RBV assumes that unique employee capabilities can drive

organizational success. While Lewin's model is more process-oriented, RBV is more strategic,

focusing on leveraging employee strengths. Both theories are valuable but must be adapted to the

specific context of the merger.


