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TITLE 

The role of HR practices in managing culture during the post-merger integration process of Igate – Patni. 

BACKGROUND 

About iGATE-Patni Deal: 

iGATE announced Completion of Patni Acquisition on 10th January 2011 by acquiring a majority stake in Patni(1). Buying out the shares of the principal stock holders, Narendra Patni, Ashok Patni, Gajendra Patni and General Atlantic gave iGATE a majority stake of approximately 83% in Patni Computer Systems. Both the companies decided to co-exist as separate listed entities and adopt concept of integration. As a result of the acquisition, the Board at Patni has been recomposed comprising of the following: Jai Pathak, who will serve as the Chairman of the Board, Phaneesh Murthy, CEO, Shashank Singh, Co-Head of Apax India and Göran Lindahl, Member of iGATE Board, are the new directors with existing members Vimal Bhandari, and Arun Duggal continuing as independent directors. Moreover the employee strength of iGATE-Patni now is 26000 numbers and the company is striving to ensure a career experience and cohesive environment for them. iGATE Corporation, the first integrated Technology and Operations (iTOPS) company providing Business Outcomes based solutions under the brand iGATE Patni has been ranked third in Data Quest CMR Annual Survey of the Top 20 best IT Employers in India(2). For the fifth year in a row, iGATE Patni was ranked among the top three employers. The parameters considered for listing the rankings are image, company culture, job content, salary and training. 

M&A Scenario: 

M&A is one of the in trend HR areas right now. This is because: 

1) Global trends: With Corporate America’s improved cash balances, it has signalled that there may be more global mergers ahead. The nations are opening up and also world trade is growing, free trade agreements make it easier to transport goods, and mergers can help with entering emerging markets, cutting costs, and gaining competitive advantages. 

2) Economics: Publicly traded companies are in constant need for raised earnings. If they aren’t able to generate internally, they may seek to acquire companies to boost their earnings. 

3) Demographic shifts: In case of a labour shortage or enormous lack of qualified workers, M&A activity can be a fast and efficient way to build a workforce. 



Selden and Colvin (2003) have stated that failure of around 70% to 80% acquisitions and mergers(3). That means theres no value creation for the shareholders of acquiring company. Also out of the 5 major roadblocks to a successful acquisition identified by Schmidt (2003) three were of HR issues(4). 

How Mergers Happen: 

M&A life cycle, or the stages that are undergone by the organisations when they decide to merge: 

Stage 1: Before Deal: Searching companies which can potential and compatible business partners or ventures. 

Stage 2: Due diligence: Verification of the deal and having a proper analysis of the deal and deciding on initial strategies. This can take anywhere from less than three months to more than a year. 

Stage 3: Integration planning: Defining the blueprint for all aspects of the merged entities. This usually takes place 30 to 100 days after the decision to proceed. Types of integration: 

a) Limited: The acquirer considers the acquired company as an addition to its portfolio, so the target company usually retains its management team and employees. 

b) Dominant company: Two competing companies unite to a single organization. 

c) Transformation to a new company: Taking the mutual/best of both companies to a higher level, strategically combining the technologies and functional capabilities into the new company’s practices. 

Stage 4: Implementation: Executing the decided merger integration plan and measuring and reporting process. Historically, HR gets involved at the third stage or later but nowadays HR is been taken its view point from 1st stage itself. HR is modelling into strategic HR. 



RESEARCH PROBLEM: 

According to Mr Srinivas Kandula, Global Head (Human Resources), the merger and the integration process was divided into two phases viz: a) Stabilising Phase & b) Phase of Transformation. The phase of stability was achieved when the transfer of shares took place. The main challenges for the the transformation phase were the people, culture, processes and practises. The culture and nature of the processes of iGATE is intuitive, aggressive and zeal to the brim to grow whereas Patni believes in slow and steady approach. It would decide upon a strategy only after evaluating a number of times making the decision process lengthy but exhaustive. Also they differ in their approaches of their businesses. 



Management dilemma: 

What kind of organisational culture will evolve due to the integration policy? 



Management question: 

To decide the process of harmonising and managing HR with a specific objective. Also to ensure that the strength and core-competencies of both the organisations remain intact. 



Research Methodology: 

Intend to carry out both quantitative and Qualitative using methodological triangulation. This would help to yield greater insight than a single methodology. 

Quantitative Research Method: 

1) Using instrument like Questionnaire: Carrying out a small survey using the instrument . Sample: The sample would contain all those employees which have experienced or undergone the transformation phase during the iGATE-Patni merger. 

Qualitative Research Method: 

1) Using a personal or an online Interview: Will be undergoing an interview process with an HR personnel of iGATE-Patni who has been a part of the strategic HR function during the merger. 













RESEARCH APPROACH: 

The research approach is proposed to be carried out as an exploratory study highlighting vital establishments and guiding us towards the concept clarity. 

In order to gain invaluable insights, personal or online interviews will be carried out. Using the experience survey information can be retrieved from people experienced in the area of study .Specific questions would be asked on the key areas of this research. 



LIMITATIONS: 

1. Limited experience in conducting research. 
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