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ABSTRACT

In the current business environment, transformatiahange is viewed as a competitive
advantage. In response to the ongoing change inoeto conditions, some organisations
have sought to transform their strategies eithereyructuring or by taking on an acquisition
or merger with another organisation. Along with @@, comes the feeling of uncertainty and
insecurity. Understanding the nature of organisati@hange management in South Africa is

crucial to the successful implementation of chamggrams during transformation.

The research study reviewed literature on the ntaics; mergers, acquisitions, change
management and employee engagement. The terms ey acquisitions were defined,
the differences were discussed along with the iffetypes and critical success factors. The
Kotter's (1996) Eight Step Model for Change wasiifeed as suitable for this research to
determine the implementation of change managenrenhe organisations. The extent to
which employees were engaged was explained using Bewitt's (2013) Employee
Engagement Model.

This study revolved around employee engagementcaadge management with specific
reference to change during mergers and acquisitiamalsinvestigated comparisons thereof.
The core objectives of the research were to estabiie employee engagement level in a post
acquired company compared to that of a post aadjtiven merged company and to measure
the degree to which change management was implechehte research study made use of a
quantitative research methodology via a structueéstionnaire and was conducted using
the convenience sampling method drawn from theapgichemical sector in KwaZulu-Natal,
South Africa. The organisation that was selectedl inadergone 2 acquisitions in the last 5

years and the latter entailed a merger of the aeg@ompany.

The statistical tools that were used to analyseddtia were frequency distribution, standard
deviation and measures of central tendency, t#dest Friedman test. The study found
moderate levels of engagement for the engagemécrmes SAY and STRIVE, with neutral
responses for intention to STAY. There were noedédhces found in the three engagement
outcomes between the post acquired organisation taedpost acquired then merged

organisation. The comparison of the implementatibchange management between the post

iv



acquired organisation and the post acquired thengedeorganisation using Kotter's (1996)
eight step change model found no differences initif@ementation of change, except for
step two - “creating a guiding coalition”, whereethost acquired organisation was unaware
of the implementation and the post acquired thergetk organisation remained neutral. A
core finding in the research study was that a mtisbn in change management
implementation could not be found in companies wvgoieg acquisitions compared to

companies undergoing mergers.

The information in this research study will benefiange practitioners, managers and change
leaders and help them understand change managémaetnmentation during acquisitions

and / or mergers.



DEFINITIONS

For the purpose of this dissertation the keywordsdafined:

Acquisition The purchase of a sharesseaof another company.
Merger ; The combination of two oor® companies or divisions within the
company.
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Chapter One: Research Introduction

1.1 Introduction

This research focuses on the role of the employeeg mergers and acquisitions. The

research topic and the motivation for this studyiatroduced in this chapter. The scope and
objectives of the study as well as the layout efdissertation are set out in this chapter. The
research problem is highlighted in relation to itbsues experienced by business in South

Africa and assessing the strategic initiatives meglufor business growth and existence.

Globalisation has changed the way organisationgat@eoday and in response to the
challenging economic conditions, organisations hessorted to change as a tactic for
survival (Ntobonwana, 2009; Somdaka, 2013). One¢hefe strategies in response to the
changing economic condition is by restructuringogrtaking on an acquisition or merging

with another organisation (Bhola, 2010).

Developing and maintaining relationships with enyples have become an important
resource for business and has such seen by maapisajons as a source of competitive
advantage (Macey and Schneider, 2008; Chinomon&afiokeng, 2015). Literature on this

topic further expands this belief, suggesting tlpatsitive outcomes are reported by
organisations with high levels of employee engagenfidarter, Schmidt and Hayes, 2002;
Kular, Gatenby, Rees, Soane and Truss, 2008; Saodk/Vollard, 2010; Hackett and Liu,

2015).

Examining the influence of employee engagementnduchange implementation programs
will help provide useful insights for business mwhto create engaged employees in order to

enhance loyalty, longevity and competitivenessienliusiness.

1.2 Research Motivation

According to the Zephyr report on merger and agtjoisactivity in South Africa in quarter
two of 2015, published by Bureau van Dijk (2015)to#al of 418 transactions worth an
aggregate USD 10,387 million were recorded duranguary 2015 to June 2015. This was an



increase by 12 percent during the same period 14 .20he report indicates that despite the

economic conditions, a vast amount of merger andiaition activities took place.

Over the last century, the body of literature orrgees and acquisitions have significantly
grown. According to studies by Lin, Shih-Chang Huagd Li (2006), approximately fifty
percent of all acquisitions and mergers fail beeabgy are poorly managed. This has been
supported by Schroeder (2012), identifying cultungbmpatibilities or other people-related
issues as the contributing factor to these failuRessearch by Loots (2008), Gu Seo, Taylor,
Hill, Zhang, Tesluk and Lorinkova, (2012) and Ch{8614) suggested that effective change

management is driven by leadership, people oriemtaind communication.

According to Bhola (2010), managers and change tagean benefit and gain important
information from a research study that focuses ampleyee engagement and change
management. This information will assist and guideir decisions when utilising change
programs to manage employee engagement levels #saweplan change programs

accordingly.

1.3 Problem Statement

Human Resource practitioners play an important imleestoring balance to an organisation
in transition (Shook and Roth, 2011). Seo and (2ill05), stated that the situation created by
mergers and/or acquisitions, made many employeefsi®ged or unsure about their future in

the new or combined organisation. Conflict and uiagety may lead to unhappy employees
resulting in an increased turnover, new or add#tie@xpectations, and misalignment to the

goals while the new decision process and budgetdereloped (Bhola, 2010).

This study focuses on Bhola’s (2010) recommendétian a significant link exists amongst
the engagement of employees and the implementafichange management, however this
study explores the link between the implementatainchange management and the
engagement of employees in a post acquired orgamisand a post acquired then merged

organisation.



1.4 Research Objectives

The aim of this research is to study the link bemvehange management implementation and
employee engagement levels in an acquired compampared to that of an acquired then
merged company operating within the same indu3tme. primary motivation of this research
is set out in objectives one to three, which messemployee engagement in a post acquired
company, employee engagement in a post acquirednieeged company and the degree to

which change management was implemented withiretbesipanies.

The objectives of the research study were to:
1. Establish the employee engagement level in thegumagiired company
2. Compare the employee engagement level betweero8teapquired company and the
acquired then merged company.
3. Measure the degree to which change managementmyasnented in the acquired

company compared to that of the acquired then rdecgmpany.

1.5 Scope of the Research

The intention of the study was to contribute to therature on the effect of engaging
employees during the implementation of change memagt with specific reference to
mergers and acquisitions. This study was limited ao privately owned chemical
manufacturing company. The name of the companybkeas omitted from this research as
the company has requested to remain anonymousucksa pseudonym has been used and
all reference to the company has been removedengdeudonym inserted. The company
has, within the last five years, undergone two mapguisitions (Acquired Company 1 and

Acquired Company 2).

The acquisition of Acquired Company 2 involved twansactions: a division was merged
with Acquired Company 1 and the remaining divisieas then registered as a new company
within the organisation’s group of companies. Far purpose of this research, the division of
Acquired Company 2 that was merged with Acquiredh@anyl was referred to as ACM and

the remaining division that was registered as a emtity was referred to as ACF.



1.6 Significance of the Research

A clear understanding and sound knowledge of magagrganisational change in South
Africa is crucial to the implementation of changeograms during acquisition and /or
mergers. The body of organisational change liteeafails to show a distinction in change
management practises during acquisitions as comparenergers. This study will benefit
change practitioners, change managers and chaaderteto understand change management

implementation during acquisitions and / or mergers

1.7 Research Limitations

The following limitations were noted to the reséastudy:

The study utilised non-probability sampling, speeilly convenience sampling. According to
Sekaran and Bougie (2010), the use of non-prolybdampling prevents one from
confidently generalising the findings from the stud the sample to the population. The bias
and variability produced from this research canbet calculated or managed; therefore

extrapolating data outside the sample is not advise

This study utlised Kotter's (1996) eight step maated theory of change, as it was identified
as being the most significant in approaching tlseaech objectives on the implementation of

change however the views of other authors of chavgre not integrated.

Responses to the questionnaire may have beenno#deby the feelings of the employees,
as the company had implemented cost cutting messtrehe time of the research. The
research was based on a single company and theff@idings from the research cannot be

confidently generalised to similar companies initidustry.



1.8 Structure of the Dissertation

The research comprises of five chapters. The dhsipter introduces the research study, the

motivation and incorporates the intention of theesach.

The literature review is contained in the secoraptér, which highlights the relevant models
and theories in relation to the main subjects: mexgacquisitions, managing change and the

engagement of employees as well as interlinkingestibopics to one another.

The third chapter presents the research methodeisgg in the study. Here the design of the

research, the technigues used to analyse datdamdgearch instrument are also explained.

The fourth chapter reflects on the presentationdasclission of results from the data analysis
conducted. This chapter also looks at the resilthe study in relation to the objectives

mentioned in chapter three.

The fifth chapter reflects the conclusions drawronfr the research study and

recommendations for additional research are stated.

1.9 Conclusion

This chapter has presented the reason for therobsdhe problem statement, the objectives
and the significance of the study. In addition aptlr outline has been provided. Chapter

two contains a review of recent, relevant literatur



Chapter Two: Review of Literature

2.1 Introduction

In this chapter, the main topics of the study asewbsed in the relation to the literature
available about these topics. The core issues efgens, acquisitions, managing change and
engagement of employees are defined and discusséusi chapter under the respective
headings and continuous reference is made to tiectokes of the study. The different
organisational change management theories araedtin this chapter with a detailed layout
of Kotter's eight step model of change. In additiéwmwn Hewitt's (2013) Employee

Engagement Model is also discussed with an insigbtthe engagement drivers.

2.2 Acquisitions

Firer, Ross, Westerfield and Jordan, (2008), defare acquisition as a transaction whereby a
company or an individual obtains control of theeasssand management of another company
either directly by purchase of these assets or gemant control via acquiring majority
shares of the target company. Linton (2014) regdsrthis claim that acquisitions are set out
to attain the same benefits as mergers with thedkiégrence that all acquisitions involve

purchasing another company.

Types of Acquisitions:

Horizontal Acquisitions

According Linton (2014), horizontal acquisitionscac when companies are in competition
with each other in the same industry. Linton (20fi4ther expands that there are a number

of advantages to horizontal acquisitions:

* Gaining a greater share of the market by purchaairgpmpany within the same
industry or market. By servicing existing clientee company is able to increase
profit and sales as well as expand on their cuperduct range.

* Products can be more widely distributed if the amglicompany has an established

customer base in another geographical area.



» Competition is higher and market share is lowerrerso if the acquired company is

one of the competitors.

Vertical Acquisitions

According Linton (2014), by means of vertical a@ifions, a company can combine their
value chain so that productivity levels are inceghsind costs are decreased. Vertical

acquisitions have the following advantages:

« Improving efficiency by creating value across tbhppy chain

* Allows for variability when there is a change inntend for raw materials and
essential components

* By possessing buying power organisations are abtictate the supply and demand

of products

Conglomerate Acquisitions

Greene, Kini and Shenov (2014), defines a conglateeacquisition as a combination of
companies that have diverse portfolios or unreldiadiness activities. These may also
include ventures of organisations from differerdustries and geographical areas. Grestne

al., (2014) also provides reasons for conglomerateiaitipns, these are:

* Gaining market share
» Decreasing unsystematic risks
* Preventing wasteful activities

» Attaining benefits in shared services

2.3 Mergers

Mergers, as defined by Sudarsanam (2011), are atrased according to the relationship
shared between the two organisations. These re#dtips helps differentiate the different

types of mergers as explained in table 2.1.



Table 2.1: Types of Mergers

Horizontal merger These mergers typify industries and markets whosdyats
are in the mature of declining stage of the protitesicycle.
Two companies that are in direct competition amarstihe
same product lines and markets are merged.

Vertical merger A customer and a company or a slier and a company a
merged. Think of a cone supplier merging with a@éceam
maker. There is more control over input quality detvery

Market-extension merger | Two companies that sell the same products in diffe
markets are merged.

Product-extension merger | Two companies selling different but related product the
same market are merged.

Conglomeration Two companies that have no common business areas ar

merged

Source: Adapted from Sudarsanam, (2011).

Linton (2014), further expands the mergers classifbn, classifying mergers by the way that
they are financed.

Purchase Mergers Purchase mergers occur when a parent or holdingpaoy
purchases another company. The purchase has thwifaj
characteristics:

* It is purchased with cash or a debt instrument;

* It is taxable.

Due to the tax benefit that this method generatess
favoured by acquiring companies.

Consolidation Mergers Consolidation mergers are characterised by a nempaay
being formed. The companies that have decided tgenill
lose their identity and a new entity will be formed

Source: Adapted from Linton, (2014)

2.4 The Philosophy of Mergers and Acquisitions

Mergers and acquisitions are built on the philogohiat one plus one equals three (1+1=3);
meaning mergers and acquisitions are seen asdtesfand most economical opportunity to
grow a business (Ntobongwana, 2009; Fourie, 20&8; ©yung, 2014). By acquiring or

merging with suitable companies, the organisatouipes itself a chance to approach markets,



gain knowledge and technology, finance, and managéskills as potential outcomes (Lees,
2003).

This is reinforced by Hall (2013), stating that arded product offering, increased market
share and technologies, new markets and poweréuiredis will add to the profitability of the
organisation. Accordingly, it is assumed that tledeptial for growth is seen as a major

challenge and attractive attribute for mergersaaglisitions.
2.5 Motivation Behind a Merger or Acquiring a Company

Bruner (2001) suggests three possible outcomesmferger and acquisition deals and

transactions. These outcomes include:

* Value conserved— assumes that investors meet their requiremardsshould be
satisfied with the outcome.

* Value created— business can create value by changing inputsbiasiness output to
achieve greater value than the inputted costs,ltmeguin a higher return on
investments.

» Value destroyed— when businesses destroy their worth and revisnost.

The findings from Bruner (2001), is questioned sintanagement may utilise a merger and/
or acquisition to combat forces of change in tlogierating environment. Trautwein (1990)
affirms that synergy and valuation are often theivating forces behind decisions made for
mergers and acquisitions. Therefore if creatinuesdor shareholders is vital, and is a
mutual objective in all organisations, comparingiagt value creation does not allow for one

to make generalisations (Somdaka, 2013).

The combination of two companies must result inifiga positive net value. Trautwein
(1990) and Cox (2006) give a systematic summarythef motives for mergers and

acquisitions based on different theories (Tablg. 2.1



Table 2.2: Merger and Acquisition (M &A) Motives

1. M&
A as
rational

choice

1.1. M & As
bidder's
shareholders

1.1.1. Net| Efficiency M & A is planned and executed o
gains through Theory achieve synergies of three types:
synergy financial, operational, and manageria|
1.1.2. Wealth| Monopoly M & A is planned and executed o
Transfer Theory achieve Market power. Horizontal and
from conglomerate M & A may allow firms
Customers to Cross- subsidize products,
simultaneously limit competition in
more than one market, and deter
potential entrants from the markets, fall
of which result in higher market
power
1.1.3. Wealth Raider A raider is a person who causes wealth
transfers Theory transfer from the stakeholders of the

from target's
shareholders

companies he bids for in the form
greenmail or excessive compensat
after a successful takeover.

of
on

on
bck

eir

Df

1.1.4. Net| Valuation M & A is executed and planned by
gains Theory/ managers who have better informati
through Investment | about the target's value than the st
private Theory market
information
1.2. M & A Dbenefitsi Empire M & A is planned and executed by
managers Building managers who thereby maximize th
Theory/ own utility instead of shareholder's
Agency value
Theory
2. M & A, a process outcome Process M & A decisions are outcomes
Theory processes governed by one or more of

the following influences
organisational routines, political gam

es

played between an organisation's sub
units and outsiders, and individual's

limited information

capabilities

processin

y

3. M & A

phenomenon

a macroeconomi

C Disturbance
Theory

M & A waves are caused by econonyic

disturbances: economic disturban
cause changes in individu
expectations and increase the gen

level of uncertainty, thereby changing

the ordering of individual expectatio
Previous non-owners of assets n

tes
al
eral

n.
ow

place a higher value on these assgets

rather than their owners and vic
versa. The result is an M & A wave.

Source: Nga and Kamolrat, (2007) , adapted from Tratwein ,1990 and Cox ,2006:20)
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Gaughan (2002) takes a more practical view thamtWein (1990), making use of various
empirical studies breaking down the motives for gees and acquisitions in four main

categories:

* Growth of the Organisation
» Economic benefits in the form of economies of scale
* Financial benefits resulting from greater capitarket share

» Expected benefits by aligning the management &kithe business targets.
Johnson, Whittington, Angwin, Regner, Scholes, dahde (2013), later expanded on

Gaughan's (2002) view and categorised three maiapgrfor the motives for mergers and

acquisitions. Table 2.3 highlights the motiveshaf three main groups.

Table 2.3: Motives for Mergers and Acquisition

Strategic motives Financial motives Managerial motives
Focused on improving Focused on making best | Focused on the self-
& developing thg | use of financial | interest of managers.
business resources

for shareholders

Closely linked to | Concerned with | Not necessarily in the
competitive advantage improved best
financial performance Interest of shareholders

Source: Johnson, Whittington, Angwin, Regner, ScHes, and Pyle (2013).

Table 2.3 clearly indicates that synergy, expansmarket development, shareholder value
and empire building are some of the motives forgees and acquisitions. The various
authors do however agree that there is no singleryhor approach behind the motives for

mergers and acquisitions, various reasons existgach reason is different and subjective.
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2.6 The Difference Between Mergers and Acquisitions

Mergers and acquisitions generally imply variowmngactions, ranging from purchase and

sales undertakings, alliances, joint ventures andperation of companies, corporate

successions, management buy-in and buy-out, polfiecings and even restrictions (Picot,

2002). According to Nakamura (2005), to avoid amyfasion and misunderstanding, a

general definition of mergers and acquisitions shoot be used. Hoang and Lapumnauypon

(2007), explain that although the terms are ofteéarchangeable, mergers and acquisitions

have different meaning. A summary of these diffeemnare highlighted in table 2.4.

Table 2.4: The Differences between Merger and Acgsiitions

ACQUISITION

MERGER

The purchase of share or assets on an
company to achieve a managerial influen
not necessarily by mutual agreement.

thke combination of two or more compan
oghich leads to the creation of a new entity
the formation of a holding company.

es
or

The new owner establish

themselves as such.

clearly

efhe two companies move forward as
single new company with new manageme

The buyers stock continues to be tra
regardless of the purchase.

J&bth companies’ stock is surrendered 3
new company stock is issued in its place

and

The acquired company ceases to exist p
acquisition.

ddbth companies cease to exist.

Negative connotations are associated V
acquisitions (the association is that
company is being taken over).

viflositive or more acceptable connotations
lheessociated with mergers (the associatio
that one company is assisting the other).

are
N is

Viewed by the corporate world as
“takeover”.

Viewed by the cororate world as a purcha
deal.

Can be unfriendly — especially when thBoth CEOs agree that the merger will be i

targeted company does not want to
purchased.

lbee best interest of both companies

Unfriendly and hostile

Friendly and cooperative.

Source: Hoang and Lapumnauypon, (2007).
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2.7 Factors that are Critical to the Success of Megers and Acquisitions

In order to address the factors that contributéhéosuccess of mergers and acquisitions, it is
important to first understand the reasons for Hikife (Hoang and Lapumnuaypon, 2007).
According to Jennings (1985 cited in Hoang and napuaypon, 2007) and Haransky (1999
cited in Hoang and Lapumnuaypon, 2007), mergers anduisitions fail because
organisations try to take a shortcut through theegss. Haransky (1999 cited in Hoang and
Lapumnuaypon, 2007) further relates the poor ssce of mergers and acquisitions to five
concepts:

* Inadequate valuation of the organisation targeted.

» Over emphasis on the monetary gains

» Excessive unexplained compensation transactian fee

» Merger or Acquisition was not in line with the busss strategy

* Alack of experience in the transformation process

Digeorgio (2002 cited in Hoang and LapumnuayporQ72Cand Honore and Haheia (2003
cited in Hoang and Lapumnuaypon, 2007) further eslpd that failures to mergers and
acquisitions are results of poor planning, inadésjteasibility study and inability to combine
employees, systems and processes. Pierse (2012ElasdLamont, Rues and Faifman
(2015) reiterates this point of view, suggestigrey communication and linking the

cultures of the organisation are success factomnéwger and acquisition implementation.

Research by Gadiesh, Ormiston, Rovit and Critichl¢2001 cited in Hoang and
Lapumnuaypon, 2007) identified six guidelines tgistsmangers undergoing a merger or

acquisition:

* Maintaining balance and setting the objective

* Implementing the correct strategy to promote comigation and integration

» Setting out targets and objectives and abidingrbglines

« Communication or portraying the strategy to stakstns

» Leaders should effectively communicate the visioh tlle new company by
motivating employees.

» Effective management of the integration process.

13



Epstein, (2005 cited in Hoang and LapumnuayponyR@@rther suggested determinants for

the success of mergers and acquisitions:

« Strategic association of the organisation’s goals

* Monetary transaction dynamics

» Due care in feasibility study

» Effective planning prior to the merger and acqigsit
» Strategic alignment of shared services

* Assessment of long and short term external factors

Recent studies (Reynolds and Teerikanga, 2015 Rada, Sultan, Rafiq, Khan and Huda,
2015) expands on Epstein’s (2005) determinants sugdests employee satisfaction, the
culture of the organisation, the approach of thegexeand acquisition, the experience of the
acquiring company and human resource flexibility aome of the factors that influence the

successful implementation of mergers and acquisitio

2.80rganisational Change Management

Some of the key definitions, from literature, redjag organisational change, as cited by
Glensor, (2010) are:

» Burnes (2004) describes Organisational Changehadistic view on all levels within the
organisation, hence it is important for organigaito know where they are heading and
the actions required for change management thraighentire change process (prior,

present and past periods to the change).

* Senior (2002) and Graetz (2000) argue that the geanant of organisational change is a
skill which is required in all companies where angational changes occur due to
mergers, acquisitions, changes in technology, uestring and changes in social and

demographic trends.
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» Booysen and Beaty (1997), Booysen (2007) and Nkama Kriek (2011) states that
managing change in the organisation entails chanije current view and procedures in
the organisation, this can either mean going backhe basics or looking for new
innovative ways which can provide assistance tootiganisation to successfully surpass

the changes that will be occurring.

» Bennis (1996) defines organisational change aslaoational strategy aimed at changing
the organisation’s attitude, culture and structtioe adapt to challenging business

environment.

The literature suggests that, in order to obtaotess in a merger and acquisition, the cycles
of growth and maturity that will be experienced the organisation, through the entire
change process, must be identified. According toide(2002), the growth and activity
cycles, as well as the concepts of the life cydlaro organisation, are an essential part of

existing.

Successful change management is vital in orderafororganisation to survive, remain
successful and be highly competitive in the chamdosiness environment, (Todem, 2005
cited by Bhola, 2010). Hence the employees showdtHe focal point of the change
management process, that is, their reactions, gapiechanisms and acceptance of the new

work environment, (Gotshill and Natchez, 2007).

2.8.1 Types of Organisational Change

The three approaches to organisational changeifidenby Weick and Quinn (1999)

are:

» The traditional view, where change is describech asmple linear process, where
change occurs regularly and periodically.

» Second, whereby, change is seen as a non-linecegs.0

 Third refers to the use of on-going change as aoréteal approach of

transformation.
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The three types of change perceives change tor dithancremental (to increase efficiency,
the current processes and practices are fine-tuned)inuous (adapting to technologies and
other environmental forces continuously and rapjdty radical (major environmental and

societal shifts and disruptive technologies).

There are various different reasons why changegraonorganisations, such as: expansions,
downsizing or budget change. Hence, for the orgdiois to acquire its intended purpose, it
is essential to identify and understand why thenghas occurring, so that the correct change

theory and change management initiatives are imgié@ad to achieve the desired results.

As cited in Bhola (2010), change theories give gneunding for different organisational
change management programs. Change taking placeiigers are characteristic of radical
change, (Bhola, 2010).

2.8.2 Change Theories

In response to the speedy technological develomnanhore knowledgeable workforce and
moving away from work practice norms, change hasoime a major part or feature of
organisational life, (Barnard and Stoll, 2010). i and Stoll (2010), further states that in
response to the growing importance of organisatiehange, there is a vast amount of
literature that discusses the concepts and progesSechange management and the

contributing factors to its success.

During his study on organisational change, Hende(@002), reviewed many theories of
change and emphasised the important principleseotlifferent theories. Comparisons of the
main theories of change management, it's conceyptshe processes for transformation are
highlighted in table 2.5.
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Table 2.5: Organisational Change Management Theorge

THEORIST KEY CONCEPTS PROCESS FOR
TRANFORMATION
Kurt Lewin (1951)| 3 Step Change Model Unfreeze current level of
(elaborated by Unfreezing, change and freezingehavior
Schein 1992) Environmental forces (force-Movement to change the socia
field analysis) system

Organisational as social systen

1 Refreezing to establish behavig
that is secure against change

DI

Lippitt, ~ Watson,
and Westley (1958

7 Step Phases of Change

Role of the change agent
Institutionalising the change
Development of internal changg
Management expertise

Development of the need for
change
Establishment of a change

2 relationship
Working towards change
Generalisation and stabilisatior
of change
Achieving a terminal
relationship.

I

Burke and Litwin
(1992)

Transformational
transactional dynamics
Organisational Climate
Systems view

an

1 Assess level of change require
Redefine mission and strategy
Leadership commitment
Communication, training;
Integration

Beckhard ant
Pritchard (1992)

Creating and Leading Char
Systems thinking theory
Fundamental Change
Vision-driven change
Resistance formula

Diagnoss

Create vision

Create new structures and
processes

Move to learning mode

Lewin's unfreeze movemenReward learning and
refreeze commitment
Build commitment through
education, role modeling and
rewards
John P  Kotter 8 Step Model Create a guiding coalition,
(1996) Guiding coalitions Develop vision and strategy.

Vision and strategy
Anchoring new approaches
the culture

Short-term wins

Communicate change vision,
irempower broad based action

Generate short- term wins

Consolidate gains and produce

more change

Anchor new approaches in the

culture

David A. Nadler
(1998)

Systems thinking
Discontinuous change
Integrated change
Congruence model

Recognising the change
imperative

Developing a shared direction
Implementing change
Consolidating change

Sustaining change

Source: Henderson, (2002)
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The theories of organisational change in table &uUggests a broad approach to managing
change. Lewin (1951), Schein (1992), Beckhand armidhard (1992) and Nadler (1998)
collectively group change in the organisation aystem, Burke and Litwin (1992), in their
model of change, further distinguish the systeneswas transactional and transformational

levels of change.

Kotter (1996), focused on the leaders and managerthe organisation, for potential

organisational change, whereas, Lippit, Watson Wrestley (1958), focused on external
change agents. The commonality with these theoisgsthey target change at an
organisational level, except for the view of Lewi951) and Schein (1992), where the
outcome of change in the organisation is that tlembers in organisation will change,
(Henderson, 2002).

This study utilised Kotter's (1996) model and tlyeof change, as it was identified as being
the most significant in approaching the researgbatives on the implementation of change.

According to Kotter (1996), most organisations failmanage change, due to a lack of focus
on the employees within the organisation. Kotté&9@) believes that individuals within an
organisation, will not change unless focus is plaoa the emotions of those affected by
change and that transitions fail, because manédgérso utilise suggestions from change
programs, such as creating realistic vision, trarespcy and building political coalitions. He
thus suggests an eight step action plan for orgtais to follow during change, for

successful integration.

2.8.3 Kotters Eight Step Model of Change

Table 2.6 below describes in detail Kotter's (1966ange model. The Model suggests eight
sequential steps that organisations can adoptsoraoth implementation of change. Kotter’s

Eight Step Change Model is presented overleaf.
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Table 2.6: Kotter's Eight Step Change Model

Broad-Based
Action

STEP CHECKLIST
Step 1 Help others see the need for change and the immuartaf acting
Establishing a | immediately.
sense of Identify and discuss crises, potential crises gomapportunities.
urgency
Step 2 Make sure there is a powerful group guiding thengea one witl
Creating the leadership skills, bias for action, communicatidils and authority]
guiding and analytical skills
coalition Assemble a group powerful enough to lead and infteehe change
Show people what is needed through modeling bebes/io
Getting the group to work together like a team
Act in a way that hits the emotions
When a “moment of truth” event occurs, grab it & it into a story
to tell.
Step 3 Clarify how the future will be different from pasind how you will
Developing a make the future a reality
vision and Creating a vision to help direct the change effort
strategy Getting the vision and strategy right
Developing strategies to achieve the vision
Step 4 Make sure many others as possible understand agptathe visior
Communicating | and the strategy.
the change Using every vehicle possible to constantly commateicthe new
vision vision and strategies
Have the guiding coalition role model the behaviexjpected of staff
Step 5 Enable others to act on the vision by getting rid abstacles
Empowering encourage risk taking

Altering systems or structures that undermine ti@nge vision

producing more
change

Step 6 Plan for and generate short term wins/ improvemiengerformance
Generating Creating those wins

Short-Term Recognise and reward those people who make wirshpes

Wins

Step 7 Press harder and faster after the first success

Consolidating | Not letting up, consolidating improvements and austhe momentum
Gains and for change

Use increasing credibility to change all systemycttires and policie
that don't fit together and don't fit the transfatian effort
Reinvigorate the process with new projects, theamelschange agent

(')

U7

Step 8
Anchoring New
approaches in
the culture

Hold on to the new ways of behaving, and make $heg succeed
until they become a part of the very culture of gheup
Articulate the connections between new behaviondsaganisational
success a‘

Source: Kotter and Cohan, (2002)
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Kotter's eight step model of change (1996) is dormative tool to portray the stages of
managing change during an acquisition or mergealmse it engages the entire change
process (prior, during and after change has beptemented). Kotter's model (1996) has a
dual focus: it provides a guideline for initiatinthange and thereafter it provides the

opportunity for individuals to accept and preparethe change, (Bhola, 2010).

2.8.4 The Building Blocks for Managing Change

In order to change employee behaviour, Lawson amck R2003 cited in Bhola, 2010),
suggested four building blocks prompting the attuof employees and behavior of

management. The building blocks are:

» Conveying the vision of the new company
The motivating factors for leaders and employeesy ditier; hence leaders need to
portray a convincing and transparent vision. Lesueed to understand that effective
communication, participation and promoting owngusdfi the change are crucial to its

implementation.

* Role modeling
Leaders should portray the behaviour that is desite to the change that occurred.
They must seek out and rally key people withindrganisation who are influential in

helping others buy-in to the change.

» Policies and Procedures
During the change many policies and shared servizag need to be aligned, it is
crucial that leaders understand these aligning emslire that there is no bias. The
leaders must take care when introducing tools #fé#ct how employees react

internally with each other and externally with olig.
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» Capacity Building
Talent management and skills development are drutia the successful
implementation of change. However the emotional ratidnal feelings that drive the
behaviour of employees should also be taken intosideration. In addition,
opportunities must be made available for employeegpply what they learnt at their
workplace and there should be continuous trainm@nsure employees are multi-
skilled.

In order to get full participation, for change irapientation, it is crucial to involve all
stakeholders (Loots, 2008). Angwin, Mellahi, Goraesl Peter (2014), further suggests that
all communication regarding the change should Her¢al for the appropriate stakeholder

groups, without distorting the main message.

2.9 Employee Engagement

A major gap in literature on employee engagemerihésabsence of a general definition,
(Shuck, 2010). Shuck and Wollard (2010) further ags that the basis for employee

engagement is built on four main approaches:

(a) Kahn’s (1990), need-satisfying approach:
One of the earliest theoretical studies of indigldangagement and disengagement.
This approach defined engagement on a persondl dexklinked ones employment

and emotional state to their behaviour and workoperance.

(b) Maslach, Schaufeli and Leiter (2001), burnout-drggis approach
This approach conceptualised employee engagemensihg the Maslach Burnout
Inventory that linked positive scores to employewagement. This was further
expanded by Schaufeli (2001) relating employee g&gent to high levels of

motivation and preference.

() Harter, Schmidt and Hayes (2002), satisfactiogagement approach

The approach looked at the link between employegagament and profit of the
organisation. This referred to employee engageraernthe employee’s participation
and eagerness for work.
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(d) Sak’s (2006), multidimensional approach.
This approach was a distinctive concept that loakatie association of an
employee’s work performance with the ba&haal, emotional and cognitive

components.

Research by Christian and Slaughter (2007), sugdleat no single approach dominates the
field in methodology or definition, however Maslaethal, (2001) is by far the most popular.
Despite the approaches having different perspestibe conclusion remains evident that the
promotion of employee engagement within organisatioan have a major impact on the
outcomes of the organisation (Arakawa and Greenl#0Q7; Harteret al, 2002; Luthans
and Peterson, 2002; Maslaehal, 2001; Macey and Schneider, 2008; Saks, 2006;8elha
Martinez, Pinto, Salanova and Bakker, 2002). In petitive and uncertain business
environments (Corporate Leadership Council, 200épdsier and Lowman, 2008), the

engagement of employees are viewed as a strategfaisational imperative.

Maslachet al, (2008) further suggest that due to a lack otaesh evidence, analysing
demographic variables such age, sex, work expezjesmed occupation type, in relation to
employee engagement is difficult. Recent studiesfAbg Hewitt (2013) suggest employee
engagement as a construct of both the emotional laetthvioural reaction to work
environment and further expands that employee eargaegt is not viewed as a twofold
outcome but rather involves a wide range of behavidhese can include 4 typical profiles

that employees can belong to:

» Highly Engaged
Employees in the organisation have a strong sehdelonging and can relate to the
organisations culture, that is, what the orgarsastands for, where it is heading and
objectives. This profile results in positive belmwi in the workplace, whereby
employees are driven and seek opportunities to augiproductivity levels and work

environment.

* Moderately Engaged
Employees have an optimistic attitude and are pringey however they do not have a
strong sense of belonging to the organisation aadnat fully committed or driven to

give of their best towards their work.
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Passive
Employees view work as a monotonous routine anglgiigo to work for the sake of it.
Although not problematic, passive employees haveimerest in work and do not

contribute to improving their work environment.

Actively Disengaged
Employees do not have a sense of belonging tortfenation and are unhappy at work.
Their negativity is evident and their attitude dapassed onto other employees, which

results in poor work performance of both themsebses others.

2.9.1 Employee Engagement Model

According to Aon Hewitt (2013), engagement is dediras the emotional, rational and social

attributes which promotes positive employee perforoe. The Aon Engagement Model

looks at the possible drivers that promote engagémeatcomes of individuals and suggests

engagement drivers as a resource for managemebatdble to control their respective action

areas. These areas are categorised according koewperience and include:

Quality of Life
This driver relates to the individuals perceptiam the stability of the company (job

security), feelings of safety and ability to mainta healthy work life balance.

Work
This driver relates to the individual's work furctiwhereby the individual is empowered
to complete certain work related tasks and thereleying a sense of accomplishment

upon successful completion.
People

This relates to team dynamics within the organisatvhereby engagement is enhanced

by the collaboration of leadership at all levelshia organisation.
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Opportunities
Promoting a learning environment and creating oppities for growth within the

organisation is viewed as a driver for engagement.

Total Rewards
This refers to the rewards and recognition poligthin the organisation. Engagement

levels are also promoted by an attractive remuitgradnd company benefits that an

employee receives.

Company Practices
This driver relates to the culture and policieshmtthe organisation. Some of the
practices include talent management, vision ofditganisation, transparency, innovation

and customer centric.

Figure 2.1: Aon Hewitt's Engagement Model

Engagement Drivers

= Empowerment/Autonomy
) = Sense of Accomplishment
Work/Life Balance s Work Tasks

Communication =
Dwersity & Inclusion =

Enabling Infrastn

Performance N

COMPANY
PRACTICES EXPERIENCE

TOTAL Career Opportunities
REWARDS s Learning & Development

:.:7 “

We define engagement through three attributes that include the extent to which employees:

Re

Engagement Outcomes

speak positively about the organization to co-workers, potential employees and customers
Stay—have an intense sense of belonging and desire to be a part of the organization

Strive—are motivated and exert effort toward success in their job and for the company

Source: Aon Hewitt, (2013)
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Aon Hewitt's (2013) Engagement Model, illustratbattall three of these elements, namely:
say, stay and strive, are required for employedsetéully engaged. An employee cannot be
fully engaged if they aim to exceed what is reqiiioé them in their work but is not willing
to stay with the organisation. On the contrary, Eyges may be willing to stay with the
organisation but is not willing to achieve more rthahat is expected of them. Positive
outcomes, in key business drivers, such as custeatisfaction, efficiency and effectiveness
and relevant growth, are the result of the behasia@i employees that are engaged, Aon
Hewitt (2013).

It is important for employers to identify thesewdris and by doing so, employers will be able
to understand how to meet their employee’s needgay attention to the areas that require
improvement so that engagement and business rem@lt®btained (Bhola, 2010; Bersin,
2015).

2.9.2 Employee Disengagement

According to Robbins, Judge, Odendaal and Rood09ROemployees that are highly
engaged feel passionate about their work and dateréo their organisation; disengaged
employees are present at work but show no interedtattention to their work and have
essentially “checked out”. Employee disengagemesitilts when the organisational change

management process is not managed adequately bihdhge agents (Marks, 2007).

According to MacLeod and Clarke (2009), the fourrieas to effective engagement by the
organisations leaders and managers, are as follows:

e Lack of awareness - the benefits of engaged erapkware not fully understood

by certain organisational leaders due to a lacknareness of the subject.

e Leaders, that are aware, are not familiar or ddknow how to discuss engagement.

e Managers, do not share or support the leaders at®ut employee engagement or
may not have the correct tools to implement engayestrategies.

eThere are many different views and commitment tpleyee engagement.
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Organisational changes resulting from either mexgeacquisitions, downsizing and

restructuring, has a negative impact on the emplayd&here is the fear of job loss and
ambiguity or uncertainty and stress which then deaddisengaged employees, resulting in
high turnover (Weiner and Roberta, 2008). The Tuencost Iceberg model in figure 2.2 by

Beames (2007) shows the hidden turnover cost ddsémgaged employees.

Figure 2.2: The Turnover Cost Iceberg Model
Commencement Costs

Visible

Costs

FA\R

Replacement Costs

Effect on
reputation

Productivity
Intellectual

Property - ' o
Investment N x g Devecosmlopment

Performance , .l.:'_'_ " External Client
Effecton o Relationships
morale

Source: Beames, (2007)

The Iceberg Model illustrates the cost of replacamgemployee. These include the visible

costs and invisible costs. The visible costs whichclearly identifiable include:

» Exit Costs

* Vacancy Costs

» Replacement Cost

*  Commencement Cost

« Training Cost
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The invisible costs, which are identified below thierface of the Turnover Cost Iceberg

Model, are:

Intellectual Property Investment
* Performance

» Effect on Morale

« External Client Relationship

» Development Costs

* Productivity

Effect on Reputation

The invisible costs of employee disengagement mfeeh compared to what can be seen on
the surface by managers. According to Beames (200dyhly eighty percentage of these
cost are unplanned and do not appear on the corgphalance sheet. Hence, an engaging

workforce is vital to both the organisations stggtand bottom line, (Bhola, 2010).

Bhola (2010), further expands that employee engagénduring and after organisational
change, has a direct impact on employee retentmmhiacreased performance. Hence, an
important part of the change process for manageds cghange agents, is to consider
employee engagement during the change process, lgemitt, 2013; Lai, Lee, Lim, and
Mohsin, 2015).

2.10 Summary

The literature on the main topics mergers, acqais{ managing change and engaging
employees was reviewed in this chapter. The digmuss acquisitions and mergers entailed,;
motivation, definitions, differentiation, types anf@ctors that lead to the successful
implementation. With regard to managing changdedéht change theories were presented
and Kotter’'s (1996) Model for Change was identifeesithe theory suitable for this study.

This theory was discussed in relation to the stepsianaging change.
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In order to close the gap in literature in ass@ssin comparing engagement levels of
employees undergoing an acquisition compared tcsethandergoing a merger, the
engagement of employees was then discussed iniorelad the Aon Hewitt(2013)
Engagement Model. The drivers for engagement hadTurnover Iceburg Model (2007)
relating to employee disengagement was also disdugshe research methodology used to

gain insight to the research objectives was diszlissthe next chapter.
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Chapter Three: Research Methodology

3.1 Introduction

This chapter contains the methodology and apptinatif the research study. The population
description, the unit of analysis and the samptexhniques and description are addressed.
This chapter also set out the statistical tooledus the determination of the relation to the

objectives and research questions.

According to Sekaran and Bougie (2010), businesgareh is defined as a structured,
information based, scientific enquiry to a certgroblem, embarked on with the sole
objective of obtaining resolutions to it. Reseamthodology focuses on the tool, procedures
and sampling used in the research process (Bahbidlauton, 2006 cited in Fourie, 2013).
The two types of research are qualitative and duadine research. This study used the
quantitative research methodology due to its ghititdraw conclusions and inferences, from

a sample, that can be generalised to the entirplegropulation.

3.2 Quantitative Research

Quantitative research adopts a series of stan@ardisocedures, which aims to measure
differences in a subject matter by utilising anabittechniques and objective processes that
communicates findings from which conclusions arfdrences can be drawn and generalised
(Kumar, 2013). In quantitative research, data isegally gathered via structured questions.
Quantitative data measuring the subject mattereiSopmed by allocating numbers in a
structured and precise way (Zikmund, Babin, Can @niffin, 2013). In this research, it
refers to how strongly employees agreed or disagweith a statement based on a Likert

scale.

3.3 Qualitative Research

Qualitative data is not characterised by numbersl gmovides more meaningful

interpretations, and other expressive descriptitins.flexible in its structure as compared to
guantitative research and accommodates for vari@sponses to a specific question
(Zikmund et al, 2013). Qualitative research relies more on tlseascher as the researcher

draws meaning from what the individual has said twed converts it into meaningful data.
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3.4 The Adopted Approach

It was decided to use a quantitative approachestlntion of the study was to determine
the extent to which employees were consulted agid itpputs considered concerning

instances of mergers or acquisitions.

3.5 Research Design

According to Merriam (1998 cited in Bhola, 2010)e tdynamics of the problem, the desired
end results and the questions posed, are the pemantbat shape the research design. The
research design is selected depending on the fypesearch problem or issues that need to
be addressed (Creswell, 2014). In this study, aexperimental research design survey
method was used. A survey is used to gather clestots or facts about a sample of

subjects using pre-determined questions (Bhola)R01

Surveys are very useful to describe the features lafge population. According to Theron
(2007 cited in Fourie, 2013), a representative $armm@n only be considered if it provides an

accurate portrayal of the characteristics of thepeng population.

Zikmund et al. (2013) further emphasis the advantages of surieysat, it is inexpensive,
quick, efficient and provides an accurate meansdsess information obtained about a
population. In surveys there is also no limit te ttumber of questions asked, the researcher
can ask any number of questions as required bgttidy, (Babbie and Mouton 2003 cited in
Bhola, 2010)

The survey method was used in this research, sdahedindings of the research problem is
described in a systematic and accurate manner 4BR0I10), by measuring the degree to

which change management was implemented in AClBmpared to that of ACM.

3.6 Unit of Analysis

The unit of analysis is the degree to which databtined at the stage of analysing data,
Sekaran and Bougie, (2010). According to Trochir@0@), unit of analysis refers to the
“who” or the “what” that is been analysed in a stu@irochim (2006) further differentiates

between four types of units of analysis that isvidials, groups, organisations and artefacts.
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In this study, the two types of analysis used wehe, individual (employee) and the
organisation (ACF and ACM). The variables of chamganagement implementation and
employee engagement were accessed on an indivieked] The information obtained was
then extrapolated to the group level for the puepo$ describing the groups (ACF and
ACM), thereby enabling comparisons to be made amstotite two groups. The change

experience variable was accessed on the group level

3.7 Research Instrument

The research instrument utilised in this study wastructured questionnaire, consisting of
two sections. In the first section there were siegjions which were used to measure the
biographic information of the respondent. Thesestioes were posed so as to gather
information from the respondents on the followirgyigbles: age, gender, race, number of
years in current business unit, number of yearseofice and management level. It must be
noted that reference to the African race groughis $tudy, refers to the black population of

the sample.

Section two of the questionnaire encompassed a giviet Likert scale, measuring the
engagement of employees and the implementatioharige management.

The guestionnaire allowed for respondents to iriditlaeir feelings on statements, whereby
responses ranged from positive (strongly agree)emative (strongly disagree). There was

also an option to remain neutral.

3.7.1 Likert Scale

The Likert scale is most frequently used and is ofethe best measures to test an
individual’'s attitude and behaviour to a statementjuestion (Zikmuncet al, 2013). The
five-point Likert scale is just as good as any, andncrease in the rating scale from five to
seven to nine does not increase the reliabilitthefratings (Elmoreand Beggs, 1975, cited in
Sekaran and Bougie, 201@Mespondents indicate their attitudes by selectimg ktrongly
they agree or disagree with statements that haae terefully constructed ranging from very
negative to very positive attitude towards someecbjwith neutral being in the middle
(Zikmundet al, 2013).
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3.7.2 Questions on Change Management

These questions were based on Kotter's (1996) Guafsonal Change Model. The change
model, by Kotter (1996), identified eight steps ttlae crucial for organisations when
undergoing change. In chapter 2 of the researalysthe eight steps of the Kotter's model
was discussed further. Questions on change managemeee extrapolated from the eight
steps during the theoretical analysis of Kottet396) work by Kotter and Cohen (2002).

3.7.3 Questions on Employee Engagement

The research questions measuring employee engagemsga based on Aon Hewitt's
Engagement Model (2013). The three outcomes ofBhgagement Model were used to
measure engagement levels. These were SAY (embtodarational commitment), STAY

(intent to stay) and STRIVE (discretionary effort).

3.7.4 Reliability of the Research Questionnaire

Reliability in research is the extent to which assessment tool produces stable and
consistent results, the less consistency withiivangmeasurement; the less useful the data
may be in analysis (Ritter, 2010). According to @®§2002 as cited by Golafshani, 2003),
validity of a research determines if the researcy tmeasure what it was supposed to
measure and its truthfulness. The reliability andsistency of the questionnaire was tested

using the Cronbach’s alpha reliability

Cronbach’s (1951) alpha is a very popular relispitoefficient a that is used (Hogan,

Benjamin and Brezinksi, 2000). Items that the pmlyeuncorrelated, that is, share no
variance and there is no internal consistencyexHibit alpha equal to zero whilst items that
are perfectly correlated, that is, perfect interc@hsistency will exhibit alpha equal to one
(Ritter, 2010). When alpha is negative the intggef the scores should be severely
questioned (Thompson, 2003 cited in Ritter, 20I®)e proper use of alpha is critical to
generating trustworthy results, as improper uselead to wrongly discarding either a test or

scale (Tavakol and Dennick, 2011).
3.7.5 Measurement Scales

Both nominal and interval scale measurements wsed in the research instrument.

32



3.7.5.1 Nominal Scale

The nominal scale is a measurement that enablesefearcher to categorise subjects into
categories or groups that are homogenous, mutexityusive and exhaustive, where the

same characteristic is shared to a particular oayeekaran and Bougie, 2010). In order to
do comparisons between the groups, demographi@ables were categorised using the
nominal scale. Questions about the biographic ket age, gender, race, management
level, and years of service were created so thatatiswers could be categorised into the
nominal categories. Exposure to prior change waasored on four levels and allowed

respondents to indicate which level they belong to.
3.7.5.2 Interval Scale

The distance between any two points on a scaleessared using the interval scale, where
we are able to calculate the average and leveispkdsion on the variables. It also measures
the extent to which individual preferences diffSekaran and Bougie, 2010).

“The Likert scale is generally considered an irs¢scale of measurement, where it explores
the degree of subjects’ feelings or attitudes towatatements on the five point scale ranging
from strongly agree to strongly disagree”. (Bhd810 p.50) Survey questions on change

management and employee engagement adopted theé dékée to measure the responses.

3.8 Pilot Study

To determine if there were any flaws, misunderstagglor ambiguity with the questionnaire,
a pilot study of the questionnaire was undertakéh four individuals. The pilot study also
assisted in determining the time taken to compikeée questionnaire. From the responses

from the pilot group minor changes were made tajiiestionnaire.
3.9 Data Collection Method

A meeting was held with the manager and human resauanager of both the acquired and
merged company, where consent to conduct the seas sought and approved. However,
as mentioned in chapter one, the company requeasteemain anonymous. Once ethical

clearance was obtained, an email was sent out theatespondents advising them about the
study, its purpose and what will the data be usedTthey were also advised of the proposed

date they will receive the research questionndinereafter the questionnaire was emailed to
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all respondents in both companies (ACM and ACFs@®adents were given a timeframe of
ten days to hand in the completed questionnairesnBure that anonymity was maintained
the respondents from ACF were advised to placedngpleted questionnaires in a collection
box that was made available. The respondents fampany ACM were advised to place the
completed questionnaire in an unmarked, sealedi@geeand hand to the human resource
manager. These envelopes were then collected fnenmiman resource manager. A follow

up email was sent to all respondents reminding tteecomplete the questionnaire.

3.10 Population

This study was limited to a private chemical orgatibpn KwaZulu-Natal area. The target
population comprised of chemical manufacturing aorgations that have undergone an
acquisition and then a merger within the last 3ryedhe sample selected from the target
population in the KwaZulu-Natal area aided in thsesof accessibility to individuals for the
study. The chemical manufacturing organisation sedscted due to the ease of access where

an acquisition and then a merger took place.

3.11 Sampling Method

Convenience sampling refers to the gathering od él@m individuals of a population, who
are readily available to supply it (Sekaran and @®u2010). Convenience sampling is a
popular way to obtain information quickly and eidistly (Zikmund et al, 2013). In
nonprobability sampling, projecting data beyond shenple is inappropriate as it is unlikely

to know which individuals from the population wileé chosen (Bhola, 2010).

Convenience sampling was the sampling method uséis study due to its efficiency and

guick response rate for collecting data.

For this research the sample group was obtained &r@hemical manufacturing company in
KwaZulu-Natal. The post acquired organisation thais chosen for the study was first
acquired by a group of companies in the chemicatioseand then a division of the acquired
company was further merged with a sister compankgimithe same group. Thereafter the
remaining division of the post acquired organisatwas then set up as a separate entity
within the group. As mentioned, in chapter one,tf@ purpose of this research the division

of the post acquired company that was merged wstBister company will be referred to as
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ACM and the remaining division that was registerasl,a new entity, will be referred to as
ACF.

In order to ensure that a representative sample etasen, the sample comprised of
individuals who were employed during the acquisitiand merger. Hence, in the
demographic section of the questionnaire, a questias posed to determine the duration of
service in ACF and a question was also asked abeut length of service in their current
business unit, ensuring that the sample compridedthdividuals that were part of the
acquisition and merger. Therefore if respondenteweenployed for more than 3 years in the
organisation but less than 3 years in their curfaminess, they were part of ACM. If
respondents were employed more than 3 years iortf@isation and more than 3 years in
their current business unit they were part of AGFespondents were employed less than 3
years in the organisation then they were not pathe acquisition and merger and were
excluded from the study.

A list of all employees from both companies ACM aA€F was obtained from HR.
Thereafter numbers were allocated to each emplapeethe numbers were then randomly
selected to participate in the study. The poputatibpermanent workers in both companies
was 98. Casual and contract workers were excluaed fhe research study. The sample size
consisted of 58 respondents, 31 respondents wame ACF and 23 respondents were from
the ACM.

From the 54 questionnaires that were emailed, ddlyespondents returned the completed
guestionnaire and 1 was deemed spoilt as only age pf the questionnaire was answered.
A total of 43 completed questionnaires were analysethe research study (10 from ACM
and 33 from ACF).

3.12 Data Analysis

Data analysis, refers to statistically analysing dlata gathered to determine if the hypotheses
have been supported, (Sekaran and Bougie, 201@ndlyses the manner in which the
attributes on the variables are distributed, Balalnié Mouton, (2003, cited in Bhola010).

In simple terms, data analysis, refers to the appbn of reasoning and involves finding
consistent patterns and summarising details whiehr@levant and revealed in the research

(Zikmundet al, 2013). Descriptive statistics describes a pdmna characteristics by using
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analysis techniques which helps to interpret ardetstand data. Descriptive statistics refers
to the techniques which enables us to describentiia features of a set of data (Zikmueid
al., 2013). Judgments about a population based onmpleaare made using inferential
statistics (Zikmuncet al., 2013). Both descriptive and inferential statisticsre used in the

research study.

The tests used to analyse the data obtained ardagswers to the research objectives were:

Friedman test, measures of central tendency,s-&&t frequency distribution.

3.12.1 Descriptive Statistics

Descriptive statistics help describe the charastierof the data by using statistical tools such

as measures of central tendency and frequencybdistm (Zikmundet al, 2013).

3.12.1.1 Mean and Standard Deviation

The most common measure for the average of a saatafis referred to as the mean. The
extent of the distribution spread or variability afset of data is referred to as the standard
deviation. (Zikmunckt al, 2013)

To obtain answers to Research objective one —ledtaly the employee engagement level in

the post acquired company, the measure of ceptnidency (mean scores) was used.

3.12.1.2 Frequency Distributions

Frequency distribution is a measure of the occugsrof a value in a data set presented in a
table or graph. In percentage distribution, theusals in the form of percent values,
(Zikmund et al., 2013). Percentage distributions were used to sumengéine demographic
variables in the research study. Bar graphs wead te illustrate the demographic variables

of the research study.
3.12.2. t-TEST

To determine if there is a significant differenagvieeen two groups of individuals in respect
of the variable of interest, the t-Test is usedctmmpare the means of the two groups
(Zikmundet al, 2013).The two groups in this study are: ACF AGM.
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Zikmund (2003 cited in Bhola, 2010), suggests thiowing rules for the interpretation of
the t-test, wherp valueis p < 0.05 (less than or equal to 0.05), statisticallgignificant
difference exists in the variable of interest betwéhe two groups and conversely whenghe
valueis p > 0.05 (greater than 0.05), there is no iatahip.

To obtain answers to Research objective two — coimgpéhe three outcomes of the levels of
engagement between ACF and ACM - the t-test wad. U t-test was also used to make
comparisons in the means scores between ACF and.ATable 3.1 exhibits the research

guestions based on the t — test.

Table 3.1: t-Test on Employee Engagement

RESEARCH QUESTIONS ON EMPLOYEE ENGAGEMENT

No. | QUESTIONS ON EMPLOYEE ENGAGEMENT ATTRIBUTES
35 | | believe that the job that | do serves a puEpos

36 | | am happy with the team that | work with.

37 | | always have good things to say about my sug@rv
38 | | am proud of the organisation that | work for. SAY
39 || think that the best way for me to learn and devt
my skills in this organisation is to stay in thare |
currently work with.

40 | | think that by staying with my current supervissi
the best way for me to grow in this organisation.
41 || think that bystaying in my current organisation
the best way for me to grow in my career.

42 | Working in my team brings out the best in

43 || often offer assistance to others who have a fc
extra work. STRIVE
44 | Sometimes | have days where | do not per to my
best potential.

45 | | am always looking for ideas on how to perfarm
better at my job.

46 | If required | am ready to put in extra time afigrt to
complete the job.

47 | | often have thoughts about leaving this job #nid
organisation. STAY
48 | | am looking for employment in other organisasio

3.12.3. Friedman Test

This test is used to rank the difference amongsiraber of associated samples. It is a non-

parametric test that entails the ranking of testilte by value and can be used across various

37



test attempts. For p value less than 0.05 (p<0Ot@B)Friedman test is considered significant
and a table is shown displaying which variables significantly different from other
variables in the measuring instrument.

To answer Research objective three, by rankingitean scores of each of the eight steps,
the Friedman test was implemented to test for diffees of change implementation of each
of Kotter’s (1996) eight steps against each otheereafter to test for differences between
ACF and ACM with regard to the implementation ohnge management, the t-test was done
to illustrate comparison between the steps. Appefdilustrates the research questions that

were based on the Friedman Test.
3.13 Ethical Issues

In order to ensure compliance with ethical stanslamnt to confirm complete participation by

all the individuals approached, the following wadhered to:

» The name and details of the respondents were naioned and kept confidential

* Respondents were fully informed of the purposehef tesearch and their right to

withdraw from participating.

» Ethical clearance was obtained from the Universitiwa-Zulu Natal.
3.14 Limitations of the Study

The following limitations were identified:

» Convenience sampling which is a non-probability giamg method was used in the
study which limits the results of the study.

» The environment in the organisation during the geaprocess may have impacted
the employee’s feelings which may have altered teswers to the questionnaires.

» The results of the research cannot be generalisesitdle the industry as the research
only focused on a single organisation.

3.15 Conclusion

This chapter looked at the research methodologytadofor the research study and has

discussed quantitative and qualitative researchan@ative analysis was recognised as
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relevant to this research as it is more structuredgiving breath to the responses. The
population description, the unit of analysis anel sampling techniques and description were
outlined in this chapter. The statistical testd there used were discussed in relation to their

significance to this study. The results of the aesle are outlined in the next chapter.
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Chapter Four: Presentation and Discussion of Resudt

4.1Introduction

In this chapter, the results of the statisticatstesomputed for the study are presented.
Graphical displays are used to show the outconresafits. To reflect comparisons between
the two sample groups the t-Test and Friedman sisalyere computed. The frequency
analysis, mean and standard deviation were exttgablfor the sample and provided
valuable descriptions of the sample’s demograpai@bles. This chapter also explains the

results in relation to the research objectiveshiapter one.

4.2 Descriptive Results

4.2.1 Statistical Analysis of Demographic Variables

In this section the demographic variables of thenda are discussed using frequency
distributions, measures of central tendency (mearg measures of dispersion (standard
deviation). The frequency distribution scores wesed to describe demographic variables of
the sample. The mean and standard deviation se@esused to describe age and length of
service. Bar graphs were used to present the freguéistributions and tables were used to
present the measures of central tendency. Thet refstiie research item, previous exposure
to change, was discussed for the sample populatibn It must be noted that results for the

demographic variables; race, gender, age, lengfieice and previous exposure to change

were represented for all the respondents acrosisealévels in the organisation.

4.2.1.1 Frequency Distribution for Race

Figure 4.1 illustrates the results for the demogm@aariable Race in sample population.
Indians comprised the largest part of the samphk \ware 67 % of the respondents and

Africans comprised of 33%. There were no resporgdéoim the White and Coloured race

groups.
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Figure 4.1 : Bar Graph for Race in Sample Populatio
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Figure 4.2 illustrates the frequency distribution the comparison of race between ACF and
ACM. In ACF, majority of the respondents were Indiaand made up 66% of the population,
whereas Africans were 34%. In ACM, Indians wereimdhe majority of the sample and
comprised of 70% of population with Africans congimpg of 30%. Both companies ACF and
ACM did not comprise of White and Coloured resparide

Figure 4.2 : Bar Graph for Race in ACF and ACM
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4.2.1.2 Gender

The sample population for gender is illustratedFigure 4.3, results indicate that the
respondents comprised of majority males, who mad@é4% of the respondents and females

comprised of 26%.

Figure 4.3 Bar Graph for Gender in Sample Populatio
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The frequency distribution for gender comparisotween ACF and ACM is illustrated in
Figure 4.4. The results indicate a major differemcé¢he percentage of female respondents
when comparing both companies ACF and ACM withim dlverall sample population. Males
comprised 82% in ACF and 50% in ACM whilst Fematesnprised of 18% in ACF and
50% in ACM. The percentage of females in ACM is entitan double that of ACF.

Figure 4.4 : Bar Graph for Gender in ACF and ACM
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4.2.1.3 Organisational Level

Figure 4.5 illustrates the results of the frequeddstribution for Organisational Level in
Sample Population. Majority of the respondents wgwmm the technical level in the
organisation, making up 23% of the population. @pens followed closely with 21% and
thereafter middle management with 19%. Supervisomprised of 16% and Administration
12%. Finance, purchasing and senior management resedpof the lowest percentage of

respondents, with finance 5%, purchasing 2% anmsaranagement 2%.

Figure 4.5 Bar Graph for Organisational Level in Sanple Population
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Figure 4.6 illustrates the frequency distributiémisthe comparison of Organisational Levels
between ACF and ACM. It was observed that respasdéelonging to the technical
organisational level made up the bulk of the ACMp@ndents whilst respondents from ACF
were mainly from the operation, supervisory, techhi and middle management
organisational level. There were no respondentsnfrthe purchasing and finance
organisational level from ACF as these were thaeshaepartments or services that were

merged during the merging process.
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Figure 4.6 Organisational Level in ACF and ACM
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4.2.1.4 Previous Exposure to Change

Figure 4.7 illustrates the frequency distributiar Previous Exposure to Change in the
Sample Population. Previous exposure to changsdsissed for the sample population only.
Forty two percent of the respondents did not expee organisational change prior to the
acquisition and merger. Sixteen percent of resputisdexperienced at least one occurrence of
change in their career. Twenty one percent of medpots indicate that they experienced
change at least twice in their career and 21%sydaredents indicate two or more occurrences

of change.

Figure 4.7 Previous Exposure to Change in Sample polation
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4.2.2 Standard Deviations and Means

The demographic variables age and length of semiese explained using the standard

deviation and mean.

4.2.2.1 Age

Table 4.1 reflects the demographic information Age. In ACM the average age of all
respondents was 38.4 years and in ACF the avegmefaespondents was 46.40 years. The
youngest respondents in ACM and ACF were 25 yeads 28 years respectively and the

oldest respondents were 60 and 64 years respsactivel

Table 4.1: Central Tendency Measure for Age in ACland ACM

AGE

ACM ACF
Number 10 33
Mean 38.40 46.40
Standard Deviation 11.59 10.26
Minimum Age 25 28
Maximum Age 60 64

4.2.2.2 Length of Service

Table 4.2 reflects the information for the LengfiService in ACF and ACM. The standard
deviations and the means for the length of serfaceACF and ACM are compared. The
number of respondents from ACM was 10 and 33 fro@FAThe mean values in table 4.2
indicate ACM had 10.90 years whilst ACF had 20.&arg average length of service.

The measures of dispersion relating to length ofice for ACM and ACF are similar, 10.35

and 10.03 respectively, indicating little variatyilin scores between ACM and ACF.
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Table 4.2: Central Tendency measure for Length of &vice in ACF and ACM

LENGTH OF SERVICE

ACM ACF
Number 10 33
Mean 10.90 20.12
Standard Deviation 10.35 10.03
Minimum Age 3 5
Maximum Age 36 40

4.2.3 Summarised Findings on Descriptive Results

The results presented for the demographic varidblethe respondents in sample population
indicate the following:
e Whilst the intention of the survey was to includeople of all race groups , both
coloured and white people did not respond.
 The sample population was largely males due toféoe that it is an industry
dominated by males.
* Respondents from various organisational levels wekected in the sample.
* A minority of respondents were exposed to priorngfgwhich is indicative of the
current business environment.
* The average length of service for respondents irF A€&s almost double that of
respondents from ACM.
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4.3Cronbach’s Alpha Results

The reliability of the questionnaire was measursthg Cronbach alpha for the Kotter's
(1996) eight step model of change and for the ong=of the Aon Hewitt (2013) employee
engagement model. Moderate internal consistencyearability is reflected by a Cronbach’s
Alpha value between 0.4 and 0.7, whilst a highritaéconsistency and reliability is reflected
by an alpha value between 0.7 — 1.0 (Ho Yu, 20&ddn Bhola, 2010).

Table 4.3 presents the Cronbach alpha resulthéoKbtter's(1996) Change Model. A high
internal consistency and reliability was testeddierof the research items in Kotter's (1996)
Change Model. The reliability co-efficient for Ketis step 4 and Kotters step 8 indicated
moderate levels of internal consistency and rditgbamong the test items. The reliability
co-efficient for step 4 of 0.6875 (items B13 to Bi¢as due to the low co-efficient value of
0.1094 for item B15. Similarly the reliability cdfeient for step 8 of 0.6401 (items B29 to
B33) was due to the low co-efficient value of 0.48#r item B29. These results were
attributed to the fact that there were similar oeses to items B15 and B29, exhibiting

marginal variability in responses.

Table 4.3: Cronbach Alpha Results for Kotter's (198) Change Model

Variable One Kotter's Eight Steps Question Cronbach
Reference  alpha value

Kotter 1 Establishing a sense of urgency B1-B4 4286
Kotter 2 Creating the guiding coalition B5-B8 0.229
% Kotter 3 Developing a vision and strategy B9-B12 8902
; Kotter 4 Communicating the change vision B13-B16 6805
g Kotter 5 Empowering Broad-Based Action B17-B20 @39
L'?: Kotter 6 Generating Short-Term Wins B21-B24 0.8561
% Kotter 7 Consolidating Gains and producing
4 more change B25-B29 0.7827
Kotter 8 Anchoring New approaches in thB30-B34 0.6401
culture
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Table 4.4 presents the Cronbach alpha resultshiorotitcomes of the Aon Hewitt (2013)
Employee Engagement Model. A high level of intercahsistency and reliability was tested

for the outcomes of the Aon Hewitt employee engag@mmodel.

Table 4.4: Cronbach Alpha Results for Aon Hewitt Enployee Engagement Model

Variable Two Outcomes of Employee Question Cronbach
Engagement Reference  alpha value
One Say(emotional and rationaB35-B42 0.9472

commitment)

Two Strive (discretionary effort). B43-B46 0.7835

Employee
Engagement

Three Stay(intent to stay) B47-B48 0.9482

The remaining items in the questionnaire exhibitCmnbach alpha greater than 0.70
implying that a high internal consistency and tality between these research items was
present. Based on the sample group and the Crordiphh results, it can be deduced that
due care was taken to ensure that the sample argu#stionnaire in this study allowed for a
valid and reliable measure of the research objestivhe findings for the three research

objectives are discussed under each research ivbjéetading.
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4.4Discussion of Results for Research Objectives
4.4.1 Research Objective One

To establish the employee engagement level in thegt acquired company

The results for engagement levels in ACF are ptesein table 4.5. Mean values were used
to describe the levels of employee engagement diccprto the three outcomes of
engagement in Aon Hewitt’s Employee Engagement Nlolee mean scores for SAY and
STRIVE are 3.69 and 3.88 respectively out of a maxn value of 5. These scores indicate
that the respondents show moderate levels of ematicommitment and give moderate
levels of discretionary effort in their work in ACktent to Stay has a mean score of 2.79
which indicates that respondents want to remairtrakor are undecided on whether they
want to stay in ACF or not. It must be noted the standard deviation score for intent to
stay is 1.27 indicating that the respondent’s rasps for the outcome STAY is significantly
dispersed. The raw score responses for all thremmes range from a minimum of 1.00 to a

maximum of 5.00.

Table 4.5: The measures of mean and standard deviah for outcomes of Employee
Engagement in ACF
Employee Engagement Outcome Mean Standard Minimum Maximum

Score Deviation Value Value

SAY — Emotional and

Rational Commitment 3.69 1.03 1.00 5.00
STRIVE - Discretionary Effor  3.88 0.98 1.00 5.00
STAY — Intent to Stay 2.79 1.27 1.00 5.00

4.4.1.1 Emotional and Rational Commitment (SAY)

Table 4.6 presents detailed percentage responsethdooutcome SAY (Emotional and
Rational Commitment). It is pleasing to note theyvkigh percentage frequencies for the
guestions “I believe that the job that | do ser@gmirpose and | am happy with the team that |
work with” (questions 35 and 36 in table 4.6 respety). As indicated from the percentage
response for questions 39 and 42 in table 4.6,cappately 60% of respondents believe that

opportunities for growth and development lies witthie team that they work with, however
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from the percentage response for question 40 ie @b, approximately 50% of respondents
believe that their opportunities for growth and elepment lies outside the influence of their

current supervisor.

According to the Corporate Leadership Council (300@motional commitment, is the
feelings that employees have towards their orgéinisalt refers to the pride, enjoyment,
motivation and meaning that an employee derivesnfisomeone or something in the
organisation.

Rational commitment is the degree to which empleybelieve that their managers or
supervisors have their self-interest in mind wheradmes to financial gains, growth and

development and professional career (Corporatedrshigh Council, 2004).

Table 4.6 Percentage Response on Emotional and Ratal Commitment

Emotional Percentage
and Rational _ : Response for
(@ Question measuring the Outcome ACE
35 | believe that the job that | do serves a purg 90.91 ¢
36 | am happy with the team that | work w 81.82 Y%

37 | always have good things to say about 60.61Y%
supervisor.

38 | am proud of the organisation that | work for. @D %

39 | think that the best way for me to learn and
develop my skills in this organisation is to stay 60.61 %
the team | work with.

40 | think that by staying with my current supervisat8.48 %
is the best way for me to grow in this organisation

41 | think that by staying in this organisation is th45.45 %
best way for me to grow in my career.

42 Working in my team brings out the best in 66.67 ¥

4.4.1.2 Discretionary Effort (STRIVE)

Table 4.7 presents a detailed percentage respamsthd outcome Strive (Discretionary
effort). As indicated from the high percentage oeses in table 4.7, respondents are

motivated and make efforts to contribute towards ghccess of their jobs and organisation.
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As mentioned previously the mean scores for botf @Ad STRIVE are above 3.5 hence it
can be deduced that high emotional and rationalnttmment exists with ACF and will

contribute to high levels of discretionary effort.

Table 4.7: Percentage Response on Discretionary Bff

Discretionary Percentage
_ : Response for
Effort Question measuring the Outcome ACF

43 | often offer assistance to others who have aflc 81.82 %
extra work.

44 Sometimes | have days where | do not perform to
my best potential. 36.36 %
(Reverse questioning indicating a positive 63,64%)

45 | am always looking for ideas on how to perfor®7.88 %
better at my job.

46 If required | am ready to put in extra time anddf 84.85 ¢
to complete the job.

4.4.1.3 Intent to Stay (STAY)

Table 4.8 presents the detailed percentage respdiosethe outcome Stay (Intent to
Stay).The percentage responses for both questidorend 48 in table 4.8 are below 40%,

indicating that approximately 60% respondents hasense of belonging and desire to be
part of the organisation.

Table 4.8: Percentage Response on Intent to StayT{sY)

Intent Percentage
_ : Response for
to Stay Question measuring the Outcome ACE
47 | often have thoughts about leaving this job ansl tl839.39 %
organisation.
48 | am looking for employment in other organisation27.27 %
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4.4.2 Research Objective Two

To compare the employee engagement level betweermr ghost acquired company (ACF)
and the acquired then merged company (ACM).

Table 4.9 presents the comparison for the outcah&nployee Engagement between ACF
and ACM. To test the difference in the levels oj@&gement between ACF and ACM, t-Tests
were conducted. For all the three outcomes SARISE and STAY, the p value is greater
than 0.05, indicating that there is no significdifference in these outcomes between ACF
and ACM. This implies that the respondents feelilasinlevels of emotional and rational
commitment, discretionary effort and intent to staypoth ACF and ACM. It is important to
note that the mean scores for intent to stay a@w®.50 in both ACM and ACF. Although
the mean values for intent to stay are similar athbcompanies, the values for ACF and
ACM range from 2.79 to 3.20 respectively. A mearlugaclose to 3 indicates that
respondents from both companies remain neutral amedunsure about their responses

regarding intent to stay.

Table 4.9: The measures of mean and standard deviah for outcomes of Employee
Engagement in ACF and ACM

Employee Engagement Outcome ACF ACM

Mean Standard Mean  Standard t-test
Score Deviation Score Deviation p value

SAY — Emotional and Rational

Commitment 3.69 1.03 3.73 0.97 0.7536
STRIVE — Discretionary Effort 3.8¢ 0.9¢ 3.8 0.9¢ 0.871(
STAY - Intent to Stay 2.7¢ 1.27% 3.2C 1.2¢ 0.216(
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4.4.3 Research Objective Three

To measure the degree to which change managementsvianplemented in the acquired

company compared to that of the acquired then mergecompany.

The results for the Friedman analysis conductelatter’s (1996) eight step model for ACF
are presented in table 4.10. The results indicateaue of 0.0694, indicating that there is no
significant difference in the implementation of theght steps of Kotter's change model
(1996) in ACF. The mean score for step 1 is abao®e i@dicating that respondents in ACF
agree that step 1 was partially implemented dutivegmerger and acquisition. The mean
scores for steps 2 to 8 are below 3.5, indicatirag tespondents remain neutral as to whether

these steps of the change model were implementi@agdihe acquisition and merger.

Table 4.10: Friedman's Test for ACF

ACF (p = 0.0694)

Kotter's Eight Steps Mean Score Standard Deviation
Kotter Step 2 2.7424 1.0674

Kotter Step 8 2.9333 1.0771

Kotter Step 5 2.9773 0.9687

Kotter Step 7 3.0364 1.0175

Kotter Step 6 3.0379 1.0800

Kotter Step 3 3.0833 1.0985

Kotter Step 4 3.3258 0.8952

Kotter Step 1 3.6667 1.0313

Table 4.11 presents the results for the Friedmaitysis conducted on Kotter's (1996) eight
step model for ACM. The p value is 0.0694 indicgtthat there is no significant difference
in the implementation of the eight steps of Kogazthange model (1996) in ACM. The mean
score in step 1 is above 3.5, indicating that redpats in ACM agree that step 1 of the
change model was partially implemented during tleeger and acquisition. Steps 2 to 8 have
mean scores below 3.5, implying that respondensGM remain neutral as to whether the

change model steps were applied during the mergkaequisition.
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Table 4.11: Friedman's Test for ACM

ACM (p = 0.0694)

Kotter's Eight Steps Mean Score Standard Deviation
Kotter Step 6 3.0000 1.0860

Kotter Step 3 3.0000 1.1323

Kotter Step 5 3.0500 0.9858

Kotter Step 8 3.1000 1.0738

Kotter Step 4 3.1500 0.9858

Kotter Step 7 3.2600 0.9649

Kotter Step 2 3.3250 1.1183

Kotter Step 1 3.8250 0.9578

t-Tests for Kotter's Eight Step Change Model conmaACF and ACM are presented in
table 4.12. The mean scores in step 1 for both AGd ACM are above 3.5 indicating that
the respondents in both companies agree that stegs Significantly implemented during the
merger and acquisition. Steps 2 to 8 in both AC&# AGM have mean scores above 2.7 but
below 3.5, indicating that respondents in both canigs remain neutral as whether the eight
steps of change management were implemented dthen@cquisition and merger. The p
value in step 2 of table 4.12 is less than 0.08icating that there is a difference with regard
to the implementation of step 2 in the during therger and acquisition between ACF and
ACM.

54



Table 4.12: t-Test for Kotter's Change Model compang ACF and ACM

Variable ACF ACM
Mean Standard Mean Standard t-test
Deviation Deviation o-value

Kotter Step 1 3.6667 1.0313 3.8250 0.9578 0.3716
Kotter Step 2 2.7424 1.0674 3.3250 1.1183 0.0049
Kotter Step 3 3.0833 1.0985 3.0000 1.1323 0.6828
Kotter Step 4 3.3258 0.8952 3.1500 0.8638 0.2677
Kotter Step 5 2.9773 0.9687 3.0500 0.9858 0.6829
Kotter Step 6 3.0379 1.0800 3.0000 1.0860 0.8472
Kotter Step 7 3.0364 1.0175 3.2600 0.9649 0.1600
Kotter Step 8 2.9333 1.0771 3.1000 1.0738 0.3395

The mean scores for step 2 was 2.7424 and 3.325006 and ACM respectively indicating
that the respondents in ACF were neutral to beartjally unaware of the implementation of
step 2 during the acquisition and merger whereasdbpondents in ACM were neutral but
partially aware of the implementation of step 2eTfhvalue for all the other steps was more
than 0.05, indicating that there is no differenesémeen ACF and ACM with regard to the
implementation of Kotter's (1996) eight step changedel during the acquisition and

merger.
4.4 .4 Discussion of Research Objectives One, Twodafihree

As per the results for research objectives onetand which is presented in table 4.13, it is
clear that respondents experience high levels nuftienal and rational commitment and
discretionary effort in ACF, however they remaimutral and are unsure about their intention
to stay within the organisation. When the engagénesels were compared between the two
organisations ACF and ACM, there was no differeimceesponses of the respondents in all

three engagement levels in both organisations
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Table 4.13: Results Comparison for Research Objeete 1 and 2

Results for Research Objectives 1 and 2

No significant
difference
between groups

No significant
difference
between groups

Objective  Description SAY(Emotional STRIVE STAY (Intent to
and Rational (Discretionary Stay)
Commitment) Effort)

Research  Engagement

Objective 1 Levelsin ACF High High Neutral
ACF ACM  ACF ACM ACF ACM

Engagement
Research  Levels in ACF
Objective 2 and ACM High High High High Neutral Neutral

No significant
difference
between groups

With regard to Kotter's (1996) model of change ngemaent, respondents from both
organisations ACF and ACM agreed that step 1 otti@ge model was implemented during
the merger and acquisition as presented in tatik Respondents in ACF were unaware of
the implementation of step 2 while respondents @VAremained neutral. Respondents in
both ACF and ACM remained neutral with regard tee timplementation of change

management steps 3 to 8.

Table 4.14: Result Comparison for Research Objectes 2 and 3

Comparison between change management initiatives drengagement outcomes
Company Kotter's Eight Step Change Model AON  Engagement
Outcomes
1 2 3 4 5 6 7 8 Say Strive Stay

ACF A U C C C C C C R1 R1 C
ACM A C C C C C C C R1 R1 C
Key: Al = Agree that step was implemented

A = Almost Agree that step was inmpéant

C = Neutral response

U = Disagree/ Unaware of step enpéntation

R = High mean value , with sigcéfnt difference

R1 = High mean value, but no sigifit difference
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From the statistical investigation of research ofiyes, it was found that there was no
difference in all three engagement outcomes betwésv and ACF.

Although respondents may speak highly of their piggtion to peers, and others and they
are willing to go the extra mile to get the job dpthey remain neutral and are unsure about
their intention to stay in the organisation and ttén attributed to the fact that respondents
were unaware or neutral with regard to the orgaioisaimplementing all the change

management steps in the process of the acquisitidrmerger.

4.5Summary

The research findings were presented and discussgetail in this chapter. With regard to
research objective onég establish the employee engagement level in tst @cquired
company (ACF) the results of the study indicated moderate el the engagement
outcomes say and strive with neutral responsesitention to stay. In terms of research
objective twoto compare the employee engagement level betweEraAQLACM the results

of the study show that there was no differencdli autcomes of engagement between both
organisations.

With reference to the third objectivley measure the degree to which change management
was implemented in the ACF compared to A@Mre was no difference except for step 2 in
the change model where ACF was unaware of the mmgaiation of step 2 and ACM
remained neutral.

The conclusion to the research findings are digmifise next chapter.
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Chapter Five: Conclusion and Recommendations

5.1Introduction

The fifth chapter reflects the conclusions drawronfr the research study and

recommendations for additional research are stated.

5.2Literature Findings

5.2.1 Mergers and Acquisitions

With the continuous change in the business andosnomic conditions of our
environment, organisations have to continuouslyistdand change the way they operate to
keep abreast with the economic changes and renuampetitive. This could sometimes
require organisations to undergo mergers and atiqus According to authors there are
many different motives and reasoning behind mergard acquisitions, however recent
studies by (Johnsoet al., 2013) divided the motive behind mergers and actoims into

three main categories: strategic motive, financiative and managerial motive.

5.2.2 Organisational Change Management

In order for any changes in the organisation tesbecessful, the implementation of change
management models is key to its success. It imgabeo clarify the reasons why the change
took place in the organisation so that the corobeinge management theory and programs
can be applied. Henderson’s (2002) study, on charageagement, provides a good summary
on the different theories of managing organisaliatenge, its concepts and process for

change.

5.2.3 Employee Disengagement

Many change management programs fail to meetrigetalue to employee disengagement.

As has been demonstrated, various authors, intrgeans, have identified similar reasons for
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employee disengagement. They range from lack ofevess of the change, poor leadership,
poor communication and the lack of tools to appedply handle the change.

Authors such as Beames (2007), Marks, (2007), (&/eind Roberta, 2008), Robbins, Judge,
Odendaal and Roodt (2009), MacLeod and Clarke (R@d@d by Bhola (2010), all confirm
that change management programs fail because abgeapdisengagement due to lack of
managing the change, lack of awareness of the ehaomgor leadership and employee
insecurity. These authors are supported by morentaesearch such as Aon Hewitt (2013)
and Laiet al, (2015).

5.2.4 Employee Engagement

One of the drawbacks with literature on employegagement is the absence of the universal
definition, (Shuck, 2010). Despite the approachesing different perspectives, the
conclusion remains evident that the promotion opleyee engagement within organisations,
can have a major impact on the outcomes of thenmgton. (Arakawa and Greenberg,
2007; Harteret al, 2002; Luthans and Peterson, 2002; Masleclkl, 2001; Macey and
Schneider, 2008; Saks, 2006; Schaufeli, MartineatoP Salanova and Bakker, 2002). In
competitive and uncertain business environmentsrp@ate Leadership Council, 2004;
Gebauer and Lowman, 2008), the engagement of eepl@aye viewed as a strategic
organisational imperative.

Maslachet al, (2008) further suggests that due to a lack etaech evidence, analysing
demographic variable such age, sex, work experjeagd occupation type, in relation to
employee engagement is difficult. Recent studief\by Hewitt (2013), suggests employee
engagement as a construct of both the emotional laetthvioural reaction to work

environment.

5.2.5 Business Tools

In the changing business environment, a competdihgantage for business is to learn to
identify the value of employee engagement, andptitoeesses involved in managing and
measuring it. The employee engagement approachiguel to an organisation and /or

situation however the element that is importanagsist organisations’ to manage the gains
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that is associated with the different types of geais to measure the level of engagement
within an organisation and what drives it. Changanagement experts, have devised
numerous analytical tools and techniques basedtenature and models that organisations

should use to successfully implement change progjsaroh as acquisitions and / or mergers.

5.2.6 Conclusion based on the Literature Review

From the above conclusions, engaged employees#aisfor the success of the organisation
and crucial to ensure that the process of the mergeacquisition is smooth sailing and
successful. Employees must be fully engaged ithafle outcomes, say, strive and stay, in
Aon Hewitt's (2013) Engagement Model. Any changeamorganisation is over whelming
and brings upon feelings of fear, job insecuriggativity and anxiety in the employees. It is
therefore important for managers and supervisomhdaoage and embrace the change in a

manner that makes the employees feel at ease mnainréully engaged.

The correct implementation of the right change ngan@ent theory will assist managers and

supervisors in the success of the change process.

5.3Conclusions and Recommendations based on the Fieldik

5.3.1 Objective One:
To establish the employee engagement level in dlsearquired company

Findings:

Literature:  Questions used in the questionnaire were based am Hewitt's
(2013) Engagement Model as discussed in chapter Twe three

outcomes Say, Strive and Say were measured.

Fieldwork:  Based on the statistical analysis of the reseavodwcted, respondents
felt moderate levels of engagement outcomes SAYSTRIVE, with

neutral responses to STAY.

Conclusion: The theory of Aon Hewitt's (2013) Engagement Mouheplies that a

fully engaged individual is one that scores higllirthree engagement
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outcomes. Therefore one can imply that the respusde ACF are
not fully engaged but rather moderately engagedpB&edents may
have positive attitudes and good things to say b organisation
and may exhibit productive behaviours but they rase committed to

stay within the organisation.

Recommendation: To help increase levels of engagement, managerddshacus on the

drivers of engagement amongst others:

» involve employees in decision making

* help employees understand their career path

* make a facility for a two-way dialogue to be avlida
* visibility of senior leadership

e proper training skill training
5.3.2 Objective Two:

To compare the employee engagement level betweempdht acquired company and the

acquired then merged company.

Findings:

Literature: ~ As mentioned in objective one, questions were basedon Hewitt's
(2013) Engagement Model.

Fieldwork:  Respondents in the post acquired organisatiomfelierate levels of
engagement outcomes for SAY and STRIVE and remaieedral on
the outcome STAY. There were similar findings i ttesponses of

respondents in the acquired then merged organisatio

Conclusion: There was no difference in the engagement leveteds:n both the
companies. However most responses from all theorelgmts were

either neutral or remained unsure whether to stalzge company.
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Recommendation: As there were no difference in the engagement selsetween both
companies, one can refer to the recommendations rnradesearch

objective one.
5.3.3 Objective Three

This objective sought to measure the degree towthange management was implemented

in the acquired company compared to that of theiaed then merged company.
Findings:

Literature:  Questions in the questionnaire were based on Ket{@096) Eight
Step Model of Change. To determine if any prefeeewas given to
any of the eight steps, the Friedman test was aaduThe difference
in the change management implementation betweem dmnhpanies

was measured using the t-Test.

Fieldwork:  Similar results were obtained from both companieglying that there
was no difference in change implementation during merger and

acquisition between the two companies.

Conclusion: Although similar results were obtained from bothmpanies, it must
be noted that respondents were only aware of stefaeating a sense
of urgency) in Kotter's (1996) Change Model in battmpanies and
remained neutral or were unaware of all the othérange

implementation steps.

Recommendation: Various models for change management imply that pgro
implementation programs are vital to the succesarobrganisation
undergoing change. These models imply that pesptaild be the
focal point of the change management process. Aldtigthe change
management models, it is recommended that one ghalk into
account additional factors such as the employesyshmlogical state

and the operating environment.
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5.4Conclusion

Organisation need to realise that along with aghge¥inancial objectives during mergers
and acquisitions they must also take into constieramployee’s issues. Employees play an
important part in the success or failure of merged acquisitions.

With reference to the research topite role of Employee Engagement during Mergers
and Acquisitions”, it was found that there were no differences betweethe engagement
levels in ACF and ACM. It was also observed thapmndents from both organisations were
either unaware and had neutral responses to chmagagement implementation. This could
imply that there were no proper change managemmygrams implemented during the
acquisition and/or merger. Moderate to low engagentevels were recorded from both

companies which implies that respondents withilmampanies were not fully engaged.

5.5Suggestions for Further Research

A research study should be conducted on engageamshimanagement of change during
acquisitions, as well as mergers, on the employegyshological state during change in the

organisation.

It would also be interesting to determine if thexe difference in engagement levels during

mergers and acquisitions across different indusstrie

5.6 Concluding Remarks

This research set out to establish the link betwieenmplementation of change management
and the engagement of employees during mergersaaqdisitions. A suitable research
design and research instrument was used. The cbseas done scientifically and suitable
recommendations have been made to address the@horgs identified by the research. In
conclusion, organisations or managers should tdle time to read and absorb the
information from this dissertation, especially argations that are about to undergo change
in the near future. Hence, by doing so, they wél dware of the importance of change

management implementation and by implementing olhangnagement effectively; it will
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result in a highly engaged workforce thus ensuanggher success rate of the change. If the
recommendations made are carefully implementednaoitored for any deviation from the
desired outcome; it is quite likely that the recoemsations will make a significant
improvement to their respective situations andafganisation and its employees will benefit
whenever there is a change process being implechant more specifically in the event of a

merger or an acquisition.
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Appendices

Appendix 1: Friedman Test on Kotter's Eight Step Malel

No. | RESEARCH QUESTIONS ON KOTTERS EIGHT STI| EIGHT STEP:
(1996)

1 My previous organisation before the acquisitiod anerger Step 1
of 2014 needed to change in order to remain comngeti Establishing a sense of

2 There was commitment from the leaders of my asgdion urgency
during the acquisition / merger.

3 The leaders of my current organisation were wevplved
in the change process during the acquisition ardérger.

4 | had to change the way | work so that | couldsbecessfu
in my career.

5 During the acquisition / merger there was a chang Step 2
management team assigned to my business uniteotdire Creating the guiding
change process. coalition

6 The change management team assigned to my bsisings
had sound knowledge of the change process.

7 It was easy for me to understand the changesggiiace
during the acquisition and/or merger because ofctienge
management team that was present.

8 | was happy with the presence and guidance ottiamge
management team during the acquisition and/or merge

9 The objectives were made clear throughout thengdha Step 3
process. Developing a vision and

10 The newly acquired or merged company'’s visicenssd to strategy
be both realistic and obtainable.

11 There was a clear link between vision and gadighe
acquired and/or merged company.

12 The acquired or merged company’s goals wererlglea
understood.

13 | was happy with the way the changes resultmognfthe Step 4
acquisition / merger were communicated to me. Communicating

14 | Alot of information was given to me about therging and the change vision
acquired company which helped me make a decisiontab
my career.

15 | accepted that strategic goals of the newlyumed /
merged company.

16 | can relate to the vision of the newly acquifecherged
company.

17 The proper tools and resources were given téonmelp me Step 5
during the change process of the acquisition / ererg Empowering Broad-Base

18 Leadership was available to provide clarity amdwers tqg Action
my questions about the acquisition / merger.

19 | was always given information of the changes thould
affect me and my organisation during the acquisitio
merger.

20 The importance of the change management prahessgy

the acquisition / merger was always emphasised.

&N
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21 Feedback was always given on accomplishments dtini Step ¢
acquisition / merger process. Generating Short-Term
22 Being part of the neworganisation after the merger Wins
acquisition was better than the old company.
23 | We celebrated the new organisation after the aitipuns/
merger with the help of our change management team.
24 | trusted and had faith in the change managemestege
during the acquisition / merger.
25 | received reliable and relevant information duritige Step *
acquisition and/or merger. Consolidating Gains and
26 |1 could handle the changes during the acquisitiod/@| producing more change
merger.
27 | was at ease with the changes during the atquis/
merger.
28 | am at ease with the changes after the aciusiterger.
29 | was able to keep up with the changes durimh&dter the
acquisition and/or merger with the assistance efdhange
management team.
30 There is a clear link between the performanad r@ward Step 8
system of the new company. Anchoring New
31 The difference between the new and the old dsgtan is| approaches in the culture
that now | receive rewards when | obtain my goals.
32 | have been given the necessary training so theén
successfully join the new organisation.
33 | clearly understand the goals of the new oggtitn.
34 The business systems and processes make ifazase to

achieve the goals of the new organisation.

A%
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Appendix 2: Ethical Clearance

UNIVERSITY OF ™
KWAZULU-NATAL

INYUVES]
2, YAKWAZULU-NATALI

30 May 2016

Mr Ravesh Bunsi (200000218)
School of Management, IT & Governance
Westville Campus

Dear Mr Bunsi,

Protocol reference number: HSS/0458/016M
Project title: The role of Employee Engagement during Mergers and Acquisitions

Full Approval — Expedited Approval
With regards to your application received on 26 April 2016. The documents submitted have been accepted by the
Humanities & Social Sciences Research Ethics Committee and FULL APPROVAL for the protocol has been granted.
Any alteration/s to the approved research protocol i.e. Questionnaire/Interview Schedule, Informed Consent Form,
Title of the Project, Location of the Study, Research Approach and Methods must be reviewed and approved through
the amendment/modification prior to its implementation. In case you have further queries, please quote the above
reference number.

Please note: Research data should be securely stored in the discipline/department for a period of 5 years.

The ethical clearance certificate is only valid for a period of 3 years from the date of issue. Thereafter Recertification
must be applied for on an annual basis.

| take this opportunity of wishing you everything of the best with your study.

Yours faithfully

Dr Shamila Naidoo (Deputy Chair)
/ms
Cc Supervisor: Mr Alec Bozas

Cc Academic Leader Research: Professar Brian McArthur
Cc School Administrator: Ms Angela Pearce

Humanities & Social Sciences Research Ethics Committee
Dr Shenuka Singh (Chalir)
W ille Campus, G Mbeki Building
Postal Address: Private Bag X54001, Durban 4000
Telephone: +27 (0} 31 260 3587/8350/4557 Facsimlle: +27 (0) 31 260 4608 Email: ximbap@ukzn.ac.za / snymanm@ukzn.ac.za / mohunp@ukzn.ac.za

Website: www.ukzn.ac.za
1 1519 . 2010 ‘.
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Appendix 3: Gatekeeper's Letter

19 April 2016

To whom it may concern:
'RE: Authorisation for the Proposed Research with ACM and ACF Proprietary Limited

|, GroupHR Mananger . ;ominated representative for. ACM.andACF _ ; Proprietary Limited

hereby authorise Mr. Ravesh Bunsi, student of the University of Kwazulu Natal, registration number:
200000218, to utilise space, gain access to the sample population and to collate data within the organisation
for the purpose of the research titled , The Role of Employee engagement during mergers and

acquisitions.

The research may be conducted with the following conditions:
- The organisation will remain anonymous

- The organisation will have access to the research.

ACM and ACF
Proprietary Limited

A Company Stamp
(Group HR Manager)
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Appendix 4: Informed Consent

INFORMATION AND CONSENT SECTION

Date

I, Ravesh Bunsj Student number200000218 a MBA student, at the Graduate School of
Business and Leadership, at the UNIVERSITY OF KWAZIINATAL (UKZN), kindly
invite you to participate in a research projecitldt: “The role of Employee Engagement
during Mergers and Acquisitions”.Through your participation, | hope to understanaren
about the use of change management programs asagement tool in acquisitions and in
mergers. | guarantee that your response to thetigoneaire will be kept confidential. Your
participation is voluntary and there is no pen#ltyou do not participate in the study. If you

wish, you also have the right to withdraw withonyaegative consequences.

This study has been ethically reviewed and apprdsethe UKZN Humanities and Social
Sciences Research Ethics Committee (approval nunti@s/0458/016M.
In the event of any problems or concerns/questfonsmay contact the researcher at:

Email : raveshbunsi@yakom
Phone : 078 675 2594

or the UKZN Humanities & Social Sciences ResearthicE Committee, contact details as
follows:

HUMANITIES & SOCIAL SCIENCES RESEARCH ETHICS ADMINI STRATION
Research Office, Westville Campus

Govan Mbeki Building

Private Bag X 54001

Durban

4000

KwaZulu-Natal, SOUTH AFRICA

Tel: 27 31 2604557- Fax: 27 31 2604609

Email: HSSREC@ukzn.ac.za
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CONSENT

| have been informed about the study and understiaadpurpose and procedures of the
study.

| have been given an opportunity to answer questabout the study and have had answers
to my satisfaction.

| declare that my participation in this study idiesty voluntary and that | may withdraw at
any time without affecting any of the benefits thasually am entitled to.

If | have any questions or concerns about my rigigsa study participant, or if 1 am
concerned about an aspect of the study or thendsa then | may contact:

HUMANITIES & SOCIAL SCIENCES RESEARCH ETHICS ADMINI STRATION
Research Office, Westville Campus

Govan Mbeki Building

Private Bag X54001

Durban

4000

KwaZulu-Natal, SOUTH AFRICA

Tel: 27 31 2604557 - Fax: 27 31 2604609

Email: HSSREC@ukzn.ac.za

Signature of Participant Date

Signature of Translator Date
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Appendix 5: Research Instrument

SECTION A: DEMOGRAPHIC DATA

Please place a cross (x) in the appropriate boguestion 1,2,3 and & 7 For
Please fill in your answer in the space providadjigestions 4,5 and 6 Official Use
1. Please indicate your race
African al
Coloured |:|
Indian
White

2. Please indicate your gender

Femal
Male

3. Please indicate your level within the organisation
Administration
Operations
Technical
Supervisor
Purchasin

Financ

Middle Management
Senior Management

4. Please indicate the number of years you are workinghe organisation

............. years
5. Please indicate how old you are inyears. ... yealr
6. Please indicate how long you are at your curresin@ss unit. ..... years

7. Please indicate if you were exposed to other osgdioinal change in you
career prior to the acquisition and merger of 2014.
No Changes
Yes: at least once in my career
Yes: at least twice in my cart
Yes: more than twice in my car

a2

a3

a4

a6

| e L

=

a7
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SECTION B

NOTE: Previous Organisation

: Company Before the Acquisitionrad Merger
Current or New Organisatin : Company After the Merger or Acqgisition

INSTRUCTIONS: Please place a cross (X) in the mosippropriate box.

SECTION B - Part 1of 2 Strongly Disagree | Neutral | Agree Strongly
Disagree Agree

1 My previous organisation before the acquisitiond anerger of 2014 needed to change in order toirema
competitive

2 There was commitment from the leaders of my asgdion during the acquisition / merger.

3 The leaders of the organisation were very inwivethe change process during the acquisitioncaimdérger.

4 | had to change the way | work so that | couldibecessful in my career.

5 During the acquisition / merger there was a ckangnagement team assigned to my business uriietd the
change process.

6 The change management team assigned to my baisinésiad sound knowledge of the change process.

7 It was easy for me to understand the changesggiace during the acquisition and/or merger beead the
change management team that was present.

8 | was happy with the presence and guidance otliamge management team during the acquisitioroand/
merger.

9 The objectives were made clear throughout thagdharocess.

10 | The newly acquired or merged company’s visi@nw to be both realistic and obtainable.

11 | There was a clear link between vision and gofalse acquired and/or merged company.

12 | The acquired or merged company’s goals werelgleaderstood.

13 | | was happy with the way the changes resultiogfthe acquisition / merger were communicated¢o m

14 | A lot of information was given to me about therging and acquired company which helped me make a
decision aboumy caree!

15 | | accepted the strategic goals of the newly imedu merged company.

16 | | can relate to the new vision of the newly acefl/ merged company.

17 | The proper tools and resources were given tdonfeelp me during the change process of the adiguisi
merger

18 | Leadership was available to provide clarity answers to my questions about the acquisition gerer

19 | I was always given information of the changes tould affect me and my organisation during tbeguésition /
merger.

20 | The importance of the change management procesgydbe acquisition / merger was always emphas
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SECTION B — Part 2 of 2 Strongly Disagree | Neutral | Agree Strongly
Disagree Agree

21 | Feedback was always givon accomplishments during the acquisition / mepgecess

22 | Being part of the new organisation after thegaef acquisition was better than the old company.

23 | We celebrated the new organisation after theiisitign / merger with the help of our change mamagnt

team.

24 | | trusted and had faith in the change managemeeps during the acquisition / men

25 | I received reliable and relevant informationidgithe acquisition and/or merger.

26 | | could handle the changes during the acquisdiud/or merger.

27 | | was at ease with the changes during the dtiqnig merger.

28 | | am at ease with the changes after the acguigitnerger.

29 | I'was able to keep up with the changes duringadier the acquisition/ merger with the assistarfadbe change
management team.

30 | Thereis a clear link between the performanceraward system of the new company.

31 | The difference between the new and the old orgaoisa that now | receive rewards when | obtaingoals

32 | | have been given the necessary training sd traat successfully join the new organisation.

33 | I clearly understand the goals of the new oigitin.

34 | The business systems and processes make foeasg to achieve the goals of the new organisation

35 | | believe that the job that | do serves a pugpos

36 | | am happy with the team that | work with.

37 | | always have good things to say about my sus@rv

38 | | am proud of the organisation that | work for.

39 | Ithink that the best way for me to learn andedtep my skills in this organisation is to statle team | work

with.

40 | | think that by staying with my current supeoviss the best way for me to grow in this orgariisat
41 | |think that by staying in this organisatiorilie best way for me to grow in my career.

42 | Working in my team brings out the best in me

43 | | often offer assistance to others who have aflextra work.

44 | Sometimes | have days where | do not perform tdest potentia

45 | | am always looking for ideas on how to perfdretter at my job.

46 | If required | am ready to put in extra time a&fidrt to complete the job.
47 | | often have thoughts about leaving this job tuglorganisation.

48 | | am looking for employment in other organisasio
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