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ABSTRACT

DIAZ, Mateo. THE M&A INTEGRATION: WHY M&A IN THE LOGISTIC
INDUSTRY FAIL TO ACHIEVE SUCCESS. The M&A phenomenon has been study
for over three decades, yet over this period, there was been modest improvements in
M&A success rate. Many scholars estimate that more than 50% of all M&A deals fail to
achieve success and many had cited successful integration as key to avoiding the risk of
failure. Why so many M&As fail? What are criteria behind achieving a successful
integration? Answering those questions encouraged this investigation. The following is
an exploratory study of the positive and negative effects of the integration phase on
European logistic firms in Belgium, Poland, and The United Kingdom. The study reveals
the importance of having a dedicated M&A integration team that can deal with the most
common integration issues such as: effective communication, issues with IT platform and
its processes, cultural differences, and dealing with the speed of the integration phase.
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CHAPTER 1 - INTRODUCTION

1.1 Overview

Regardless of the industry, at some point or another an organization is faced with
two options: growing organically or growing through mergers and acquisitions (M&A).
During the last decades, high competition, new financing opportunities, and decreasing
entry barriers have contributed to the M&A phenomenon worldwide; either,
internationally or domestically, M&A have become a preferred strategic option for many

multinationals that are locking for long-term growth and future survival.

1.2 Objectives

There are many reasons why M&A deals fail or succeed; this study, however, will
focus on the integration phase of the process. The aim of this study is to shed some
light on the biggest challenges that European companies in the logistic industry
encounter when merging, all of this done from an employee perspective.

[t is during the post-merger integration where companies stumble and according
to Rouse and Frame {2009), there are three primary post-merger integration broad
areas: missed targets, loss of key people, and poor performance in the base business: all
of these major causes of failure of the overall M&A.

Cartwright & Cooper (1993) often blame the lack of success of a merger or
acquisition to achieve it's financial or strategic objectives on cultural differences and also
on the difficulties of the integration phase. Rotting (2009), also argues that almost 80%
of organizations that merge do not achieve the expected financial goals.

The company used for in this study is an American multinational in the logistic
industry with many facilities and offices around the world and with fierce competitors
such as FedEx, DHL and UPS. However, since they are part of a publicly traded group,

they have chosen to remain anonymous for obvious reasons. To respect their anonymity




and facilitate this research, we will use a fictitious name; from now on, we will refer to it
as "Express International Shipping” (EIS).

The last objective of the study is also to have a better understanding of Express
International Shipping M&A integration process; since as per many scholars and
practitioners, this is the most important and yet also the most problematic part of the

M&A process.

1.3 Relevance

The M&A phenomenon has been studied for over three decadss, yet over this
period, there was a modest improvement in M&A success rate.

The study is relevant not only because the results of this study could be further
explored in creating a framework that could help the company here examined in
achieving success in future acquisitions, but also for other organizations in the same
industry to help mitigate similar challenges when dealing with the integration phase of
an M&A process.

According to Rouse and Frame (2009), “Successful integration is the key to
avoiding the risks of a merger or acquisition and realizing its potential value is always a
challenge. And this goal is complicated by the simple fact that no two deals should be
integrated in the same way, with the same priorities, or under the same timetable”.

Although there are many similarities between M&As, cross-border M&As have
been proven more complicated than those within borders because the international
scope adds additional complexity and challenges to the integration process. (Hofstede,
1980). Zaheer (1995) call it the "liability of foreignness.” Having said that, the study is
also relevant because of the parcel and logistic business nature of conducting business
globally; therefore, adding the international scope of integrating different organizational
and national cultures to the equation; making them more vulnerable to failure than any

other industry.




Also, while researching the M&A subject, it was noticed that the M&A
information found it is generalized in the “Transport and logistics sector” and little
information was found on the “Parcel and fulfillment” industry subsector. One reason for
that is simply that more people around the world have access to the internet and
therefore, decide to purchase more goods and services from the convenience of their
own home. According to Ecommerce Europe (Figure below), in Europe 296 million
people were identified as e-shoppers in 2015 and in 2016 is forecasted the e-commerce

to reach $510 billion Euros.
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Figure 1. 2015 Key B2C E-commerce Data of Goods and Services at Glance

While online retailers and wholesalers get online orders, Express International
Shipping is the back bone as they are in charge of the process of fulfilling the order from
a distribution warehouse all the way to the consumers home: in many cases in less than

24hrs when express service is requested.

Share of e-commerce



1.4 Problem Addressed

To survive in a competitive global environment and secure long-term sustainable
growth and market share, many companies in different industries have considered
growing through the strategy of merging or acquiring other companies. The logistic
industry has not been the exception to the trend as it is currently witnessing a period of
consolidation globally, causing many businesses in Europe to expand through an M&A
strategy. A recent example that illustrates the current wave on consolidation in the
industry is the recent acquisition of "UK Mail” by “Deutsche Post”, better known as DHL

in September 2016 for $242.7 million pounds ($315.5 million USD).

In efforts to better service its US based customers, Express International Shipping
(EIS) had already acguired companies in several places around the world. However, Its
future growth strategy includes acquiring medium size logistic companies in other
strategic regions in the world where it has been forecasted an increase in e-commerce
transactions. The illustration below reflects to latest European countries of acquisitions

for Express International Shipping, which will also be the focus of the research.




UK

Belgium {Brussels) The Netheriands

Poland Warsaw)

Figure 2. - European Snapshot of the Express Intemnational Shipping EIS {Prepared by the author)

Express International Courier has a benchmark judgment when it comes to
searching and identifying the perfect profile of potential companies from a
financial/profit perspective that would complement its growth strategy and its rapidly
growing fulfillment and parcel business. However, integrating many of these newly
acquired firms with its corporate culture of a "Lean American-style way of doing
business" has been challenging, especially in Belgium, where strike threats and culture
clashes have been reported when trying to implement new human resources

restructuring strategies.

For example, the wave of cuts that EIS had executed in England and in Belgium
had been one of the most difficult ones, leaving employees anxious and confused while
working in a hostile environment. There were many instances of employees complaining

regarding the speed of integration as many felt that they had very little or no time to




adjust and comply with the new changes. EIS executives, on the other hand, are under
pressure to meet established financial indicators such as the EBITA, cost reduction
indicators, productivity (orders fulfilled per employee) and synergies savings acquired

from the integrations.

1.4 Structure

This study is organized as follows: the first section offers the reader a brief
overview of the subject, followed by the objectives and relevance of the research. In the
second part, the literature review introduces the reader to the significance of the M&A
in today's market environment, followed by the motives that prompt companies to
consider M&A in the context of their growth strategy, followed by the M&A process and
concluding with the reasons why many mergers fail. In the third section, an explanation
of the methodological choices is presented followed by details on how the research was
conducted. In the fourth section, the results from the data of the employee interviews
are analyzed and presented to the reader. Finally, the study concludes by offering final

reflections and personal insights regarding the research topic.




CHAPTER 2 - LITERATURE REVIEW

2.1 Mergers and Acquisitions M&A

Despite a weak economic recovery outlook for 2016 in the US and Europe,
uncertainty surrounding interest rates, and sluggish growth in emerging markets, many

companies have chosen to include M&A as part of their future growth strategy.

Needless to say, 2015 was the biggest year ever for worldwide mergers and
acquisitions with record-breaking signed deals that accounted for a staggering total of
$4.7 trillion USD in 2015. This was a 42% increase from 2014 (the strongest period since
the record began). Cross-Border M&A, on the other hand, registered a 27% increase

and totaled US $1.6 trillion (Thomson Reuters 2015 M&A Report).

According to KPMG, US executives expect the number of M&A deals to
accelerate and expect the overall size of the deals to increase in 2016. In spite of the
bullish trend for M&A in 2016, anywhere from 40 to 80 percent of mergers fail to meet
their targets (HBR, Dunbar 2014). McKinsey in a 2010 reported M&A failure rates
between 66 and percent. A 2011 Harvard Business Review article stated the failure rate
for mergers and acquisitions (M&A) between 70 and 90 percent (Christense, Clayton

and Alton, 2011).

"While value creation might be the credo, value destruction is often the fact.”

(Habeck, Kroger & Tram 2000)




2.2 Strategic Motives and Considerations for M&A

According to Weber, Tabar, Oberg (2012) "The primary reason to pursue an
M&A strategy is to attempt to seize potential synergy from the process in which the
value of the combined firm is greater than the sum of the values of each company. In
this approach, managers are expected to maximize shareholders' interest and create

value from a rational estimation of the real potential of the M&A to create such value.”

Weber, Tabar and Oberd (2014) propose the following motives:

1. Synergy: The combination of the two companies can create more value for
the shareholders than would be expected if these two businesses operate
separately. It can create value by the combination of existing resources of
both companies.

2. Market power: It allows the buyer to maintain or increase prices of services
or products, thereby improving margins. Thus, the elimination of competitors
and capacity from the market is the primary motive of the M&A.

3. Diversification: Takes place when a firm enters new markets or industries
in which the buyer has little or no previous experience or is outside the
buyer's core business.

4. Financial and tax issues: Tax savings, reduction in the cost of capital or
transaction cost savings.

5. Value Ratio: The value ratic {market value/asset value) associated with
imperfections in financial markets if a company is “undervalued” because its
share price is low compared to the value of its assets, the buying company
seizes the opportunity to buy it cheap, buys it and sells it later on for a profit.

6. Agency Theory: The objective of the managers is growth of the firm, rather
than its profitability. Because the majority of companies involved in this type

of activity are run by employed managers rather than its shareholders,




managers might, therefore, be more interested in raising the power, status,

salaries, and job security through the growth of the firm.

McGrath (2011) provides the following motives for considering an M&A strategy:

1. Maximizing shareholder value - the value of the combined company is
greater than that of the two individual companies, even after the costs of the
transaction and possibly a premium to acquire the target firm.

2. Protection of the firm by virtue of size - the firm feels that by not
increasing its size it may become vulnerable to market conditions or be taken
Qver.

3. Support growth

4. Acquire new markets, technologies or resources - M&A may allow
the firm to manage capital or cash flow better.

5. Management may also see personal benefits such as the
following:

- A larger company could improve their standing and remuneration.

- They can deploy skills that are under-used.

- It diversifies risk leading to job security.

- lt reduces the danger of being taken over and thus can also contribute

tojob  security.




When KPMG asked 550 M&A executives regarding the rationale behind the M&As in
2016, executives responded that future M&As are mostly driven by four reasons (see
illustration below).

What are the primary reasons for the acquisitions your company
or fund intends to initiate in 20167 (Respondents were asked to select up to three)

Enter into new lines of business

Expand customer base

(5]
JR4
II

Expand geographic reach 38%

Enhance intellectual property
or acquire new technologies

Opportunistic—
target becomes available

Financial buyer looking for profitable
opera‘{ions andlgor ga?n on exit 20%

Acquiring additional elements
e of the supply chain 16%

34%

Responding to activist investors 13%

Defend against competition

“ Source: Cap/Q S&P Index Decernber 2015

KPMG

Figure 3. - (KPMG} what are the primary reasons for the acquisitions your company or fund intends to initiate in 2016

1. Enter new line of business (37%): new products
Expand customer base (37%): new customers

Expand geographic reach (36%): new geography

= oW

Enhance intellectual property or acquire new technology (34%):

new copyright (IP) or patents
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In contrast, Clemente and Greenspan authors of the book " Winning at Mergers
and Acquisitions: The Guide to Market Focus Planning and Integration” (1998) believe

that the strategic drivers for and M&A are the following:

1. Effecting Organizational growth: Increasing the company’s size

2. Increasing market share: Gaining more presence and therefore, more sales
and more market share of the total industry.

3. Gaining entrée into new markets: Entering and expanding into new markets
and geographies.

4. Obtaining products: Acquiring new products

5. Keeping pace with change: Social, economic, and demographic shifts may

be viewed as opportunities or threats,

However, in his most recent book, Withaker (2018) identifies four strategic

motives for considering M&As:

T. Access to natural resources: for many companies, securing supply and
resources is vital to their business

2. Access to new markets and customers: gaining new customers in new
geographies

3. Access to research and development {R&D): accessing new advancernents in
research and development that otherwise would take years or decades to
achieve

4.  Access to intellectual properties (IP): gaining access to IPs to secure

competitive advantage

11




Many theories explained and justified having M&A as the growth strategy of
choice. Other authors have also cited and classified the motives in: financial, industry,
organizational, and even individual (Top executive egos) reasons. There is a common
denominator in all of them; the primary motivation for considering M&As is value
creation. The authors and practitioners previously cited mostly agree that there are five
common main reasons and motivations for considering an M&A strategy: 1.) Access to
new markets 2.) Synergies & efficiencies 3.} Acquiring new technologies 4.)
New lines of business 5.) Gaining new customers. It is important here to
stress that according to the literature review here presented, the above motives are the
most general causes why an M&A takes place. However, as previously mentioned one
can also classified them in financial, industry, organizational and individual, but

classifying it in those compartments could be subjective.

In the case of Express Intemational Shipping (EIS) and according to top
executives, the motives behind their most recent M&As have not always been financial.
For examples, the facility in Poland was acquired because it was needed to gain access
to the eastern European market; the M&A in the UK was primarily purchased to create
synergies with an existing operation in the same country. Finally, the acquisition Belgium
was done primary to implement the latest technology, make it more efficient, and to
enable the creation of new product for its central and continental European based

customers.

2.3 The M&A Cycle

There is extensive research and literature on mergers and acquisitions (M&A);
however, when it comes to practice, most companies consider using the advice and
services of a consultancy company that will guide them through the steps of the
complicated M&A process. Some consultancy companies are hired only to sign the

deal, leaving the responsibility of integration to executives of both companies (most of

12




the time with no experience). Other consultants offer hands-on advice and guidance
through the whole process including the post-deal signing and take care of integration
phase, charging their customers thousands if not millions of dellars on fees and billable
hours.

While no individual deals should be treated the same, there are some common
similarities on how the necessary steps in any merger should take place. The below is a
review of some of the most known scholars and authors on the subject on how the

approach a merger.

McGrath (2011) proposes the full cycle from the initial conception back to

"Business as Usual”.

Deal Pre-change Change of Post-merger |} Business as

Prelude . . .
negotiation of control control integration usual

Figure 4. - A Step-by-Step Guide to Successful Strategy, Risk and Integration Management (McGrath 2011)

McGrath describes each activity below in more detail:

1. Prelude - This is concerned with the identification of the merger or
acquisition target. Defining the type of organization on which to focus,
identifying firms that meet these criteria and selecting the organization you want
to acquire or merge with. Sometimes this is a very analytical process, at other
times it is merely opportunistic; circumstances will dictate, as will the company’s
strategic preference.

2. Deal negotiation - Approaching the other company and agreeing to a deal,

or in the case of a hostile takeover, taking majority control of the enterprise.

13




3. Pre-change of control - This period is concerned with many activities:
completing due diligence to make sure the company is worth what it is thought
to be worth; keeping the two organizations functioning efficiently; preparing for
the change of control (seeking regulatory approval, for example); preparing the
ground for post-merger activity.

4. Change of control - Legal transfer of ownership, plus making sure the
organization can operate as a single entity.

5. Post-merger integration - The longer-term program of change to realize
the benefits of the merger or acquisition.

6. Business as usual — The organization is no longer executing the merger or

acquisition, but has transitioned to a normal mode of operation.

However, Davis (2012) proposes a similar but slightly different process.

1. Search & Target: Should another company be bought? Some companies
know they want to buy and have pre-deal M&A teams that track target
companies for months or years, waiting for the right time and price. Some spot a
bargain and acquire. Others rely on banks to make suggestions.

2. Due Diligence: Investigate the target and try to understand it. Historically
this has been about risk management. The risks might be that the company has
a large black hole in its books, owes money or is just about to be sued, for
example.

3. Negotiations & Deal Structure: This often involves the lawyers and can
be a hectic period, which exhausts the whole team. Davis here recommends
walking away if the price is too high.

4. Integration: This is the delivery of our 100-day plan. It's about mobilizing
people into the required teams to deliver the changes needed to move the

business forward.

14




Whitaker and Kessler (2016) put forward an end-to-end process with five phases

and four milestones for cross border M&As:

- —— - PSSt
Opertional
Inlegratin

Due

Digance Campietion

Figure 5. —- M&A Cycle (Whitaker & Kessler 2016)

1. Strategic Selection: Identify suitable targets and approaching them.

If an actual interest, both parties should start negotiating.

2. Due Diligence: The buyer will gain detailed understanding about the
solidity and commercial viability to engage in the final price and transaction
negotiation.

The negotiation will lead to the signing.

3. Completion phase: Gaining approval from anti-trust organizations and
other regulatory bodies that need to approve it, legal thresholds.

It will lead to closing

4. 100 Days: The join both companies move forward executing the integration
plan during the first 100 days.

Leading to tracking the integration milestones and achievement.

5. Operational Integration: Integration of Operations of both companies is in

full swing.

While the M&A life cycle for a cross-border M&A and an M&A within borders
vary little, many big corporate deals sometimes need to have approval from the
government or other industry regulatory body to go ahead. There is a great deal of
M&A life cycle literature on the ideal M&A cycle, especially from global consulting

companies, but it was decided to present only three well-known authors to avoid

15




repetition and overlapping as many of them are intended to apply to a particular
industry.

It is important to point out that after the closing the deal, in all cycles here
presented, there was a period of 100 days set as a way to track the milestones and
achievements of the integration process, such is of primary interest for our research
study. The 100 days after are critical for planning the integration with the teams
represented by both companies.

In the case of Express International Shipping (EIS) and according to the
information gathered from the interviews with senior executives, the steps presented
here were followed. A consulting company was hired by EIS to help with the due
diligence and the closing of the deal, but the integration responsibility landed in the

hands of the American team based in Europe.

2.4 Reasons for M&A Failure

What are the main factors why M&A fail to achieve the expected results? It is
only logical that due to the high rate of failure, researchers and practitioners are
compelled to provide an answer to that same question. In 2010, The Telegraph asked
Paul J Siegenthaler, a 17 year senior M&A UK consultant, the same question; he

responded with the following ten reasons:

1. Ignorance: While the parties to a merger or acquisition cannot exchange
commercially sensitive information before being under joint ownership, there is
enough vital and legally permissible preparation work to keep an integration
team busy for several months before day one. Most chief executives don’t know
this, and they waste the time that could be put to good use while they await
clearance from the regulatory authorities. Good preparation means the

integration can kick off on day one. Speed matters.

16




2. No common vision: In the absence of a clear statement of what the
merged company will stand for, how the organization will operate, what it will
feel like, and what will be different compared to how things are today, there is
no point of the convergence on the horizon and the organizations will never
blend.

3. Nasty surprises resulting from poor due diligence: Sounds basic but this
happens so often.

4. Team resourcing: Resource requirements are very often underestimated. It
can take two or three months to release the best players from daily business to
join the integration team(s), find a backfill for them, sign up contractors to fill the
gaps and set up the team'’s infrastructure. Most companies start too late and are
not ready once the deal is completed.

5. Poor governance: Lack of clarity as to who decides what, and no clear issue
resolution process. Integrating organizations bring up a myriad of problems that
need fast resolution or else the project comes to a stand-still. Again: speed
matters, but must be accomplished with sound decision-making processes.

6. Poor communication: Messages too frequently lack relevance to their
audience and often hover at the strategic level when what employees want to
know is why the organization is merging, why a merger is the best course action
it could take, in what way the company will be better after the merger, how it will
“feel”, how the merger will affect their work and what support they will receive if
they are adversely impacted.

7. Poor programmed management: Insufficiently detailed implementation
plans and failure to identify key interdependencies between the many work
streams brings the project to a halt, or requires costly rework, extends the
integration timeline and causes frustration.

8. Lack of courage: Delaying some of the tough decisions that are necessary
to integrate two organizations can only result in a disappointing outcome.

Making those decisions will not please everyone, but it has the advantage of

17




clarity and honesty and allows those who do not find the journey and destination
appealing to step off before the train gathers too much speed.

9. Weak leadership Integrating two organizations is like sailing
through a storm: you need a strong captain, someone whom everyone can
trust to bring the ship to its destination, someone who projects energy,
enthusiasm, clarity, and who communicates that energy to everyone. If senior
managers do not walk the talk, if their behaviours and ways of working do not
match the vision and values the company aspires to, all credibility is lost, and the
merger's mission is reduced to meaningless words.

10. Lost baby with bathwater: Companies contemplating a merger or
acquisition too often fail to pinpoint what particular attributes make the other
party attractive, and to define how they will ensure those attributes will not get
lost when the organization and the culture have changed. Culture cannot be
bought — it needs to be embraced

(August 3, 2010 / The Telegraph UK)

When asked a finance professional why many M&A deals fail, Matthew Lester
responded the following:

1. There is a lack of knowledge of what fundamentally makes the company
valuable and whether this can survive a merger, e.g. an entrepreneurial culture.
Due diligence is often legal and financial as opposed to commercial, strategic
and cultural.

2. The acquisition is defensive in nature, i.e. it is an opportunity to cut costs
but is presented to shareholders and investors as a growth deal. Expectations
are not met and the deal is considered a failure.

3. The integration is not properly planned. People are unclear about
what should happen - and can thus destroy the very thing they have bought,
e.g. by dismissing the very management that made the business valuable in the

first place, in favour of their ‘own’ staff.”
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Matthew Lester, CFO, ICAP (DD Consulting)
On an article of Harvard Business Review published in 2012 titled “The New
M&A Playbook,” the authors blamed M&A failure also on the lack of knowledge and the
wrong planning.

“So many acquisitions fall short of expectations because executives incorrectly
match candidates to the strategic purpose of the deal, failing to
distinguish between deals that might improve current operations
and those that could dramatically transform the company’s growth
prospects. As a result, companies too often pay the wrong price and integrate

the acquisition in the wrong way.”
Christensen, Alton, Rising, Waldeck (HBR 2011)
Why the M&A failure rate is high? Perhaps a more accurate source that could
help answering this question, are the results of the yearly surveys of one of the

worldwide consulting firms, Aon Hewitt.

Contributing Factors to Deal Failure

Top 10 drivers of deal failure
(% of respondents)

ok omer s oo I
took longer than expected i3

Cultural integration i

Inconsistent/unclear commi
of synargy cb

Insufficient attention/prioriry to N 30

workforce/peopls issues

Poor/misinformed strategy

ce
y

T Ry S RS TET 2

Insufficient execution capability/competency

rstip “infighting” - | 22

and/or buy-in

Price paid for target was oo nigh [ NN 205

Figure 6. — Aon Hewitt 2011 Global Survey Findings on Culture Integration in M&A
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According to 2011, global survey findings on culture integration in M&A in which
Aon Hewitt asked executives of 123 organizations around the world about their M&A
integration experience found that the most common factor for failure were: a delayed
integration/implementation; followed by culture integration issues and unclear
communication.
Here are the ten drivers of failure according to Aon Hewitt:

1. Integration/Implementation took longer than expected (41%)
. Cultural integration issues (33%)
. Inconsistent/unclear communication of synergy objectives (32%)
. Insufficient attention/priority to workforce/people issues (30%)
.Poor misinformed strategy (28%)
. Risk/liabilities not identify during due diligence (26%)
. Insufficient execution capability/competency (26%)

. Leadership "infighting™ and /or buy-in (22%)

0o~ e B W N

. Price paid for target was too high (20%)

10. Failure to implement an appropriate organizational structure

(18%)

While researchers personal cpinicns could differ one from another, there is a
common similarities in almost all their research; most of them come to the conclusion
that is the lack of preparation when it comes to the integration process; the integration
took longer than expected, or issues of corporate culture arose and all of them are to
blame for the failure to achieve success.

The study of Express International Shipping (EIS) pretends to investigate what
challenges occurred during the integration phase on its newly acquired companies in

Europe; making this section of extreme relevance for this investigation.
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2.5 M&A in the Logistic Industry

As we can see from the figure below, Asia & Oceania regions are leading the
way in 2016 with 28 deals totaling USD $21,203 million followed by the UK & Europe
and then North America with eight mega-deals totaling USD $4,331 million and USD

$7,506 million respectively.

Transportation and Logistics deals by region

UK & Eurozone

Local: 8 deals, 54,331 million
Inbound: 2 deals, $345 million
Outbound: 2 deals, $361 million

North America Asia & Oceania

Local: 8 deals, $7,506 million Local: 28 deals, $21,203 million
Inbound: 1 deal, §105 million Europe ex-UK & Eurozone Inbound: 2 deals, $312 milion
Qutbound: 1 deal, $56 million Local: 1 deal, $90 milicn Qutbound: 2 deals, $206 million

Inbound: 0 deals
Qutbound: 1 deal, $289 million

AfricalUndisclosed

Local; 0 deals

Inbound: 1 deal, $150 million
Qutbound: 0 deals

South America
Local: 0 deals
Inbound: 0 deals
Qutbound: 0 deals

Source: Thomson Reuters and
other publicly available sources

Figure 7. — Pwc— Transportation and Logistics deals by region

A positive outlook M&A in the logistic industry

According to a PWC report “Global Transportation and Logistic M&A Deals
Insight Q2 2016 predicts a positive outlook for the Transportation and Logistic Industry

in 2016. Here are some factors that will continue to spark M&A growth going forward:
e Strong positive outlook for global M&A activity across the board,
continuing an upward five-year trend of consistent growth and steady recovery in

the US
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¢ The continued drive by corporations to outsource logistics as it
becomes a more specialized and technology-driven function

¢ The continued expansion of e-commerce and the demand it creates for
investment in the Logistics sector

¢ Globalization and the expansion of world trade will create the need for

advances in technology and growth in the Transportation and Logistics sector.
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CHAPTER 3 - RESEARCH METHODOLOGY

3.1 Research Question

The research question involves the past experiences from employees that went
through an M&A during the last eighteen months. This will therefore shed some light on
useful data that could help us corroborate the premise referenced here of why so many
M&A deals fail. Also, it will provide us with information from a "lessons learned"

perspective that will be helpful for future M&As opportunities for Express International

Shipping.

"According to executives and employees, what have been the biggest
challenges for the Express International Shipping (EIS) merger and what

could this tell us about critical success factors for future M&As?”

3.2 Research Strategy

The primary question that drove and encouraged this study was, why so many
M&A fail to achieve the expected results? Why is the rate of failure so big? The study
uses an exploratory qualitative approach since the explanatory method aims at "finding
out what is happening; to seek new insights; to ask questions and to assess phenomena

in new light” (Saunders, 2006).

The exploratory method aims at "finding out what is happening; seeking new
insights; to ask questions and to assess phenomena in new light” (Saunders, 2006); this
is the main reason why the study selected an exploratory approach. Therefore it used
interviews with open-ended questions to collect data from professionals currently

working in a logistic firm that went through a merger or acquisition recently.
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"The purpose of qualitative research is to gain an in-depth understanding of
purposely selected participants from their perspective” (Patten, 2014). The qualitative
approach provides the collection of information that cannot be quantified (Strauss &
Corbin 1998). Therefore, the qualitative approach was considered appropriate and less
problematic with regard to the relative ease of collecting available numeric and

statistical data.

According to Patter (2014) "the use of purposely selected participants requires
the researcher to have access to a particular type of members who were particularly
likely to understand the phenomenon." This study aims to extract experiences from
selected senior professionals in the European logistic industry that went through a
merger within the last eighteen months. This investigation covers opinions and

perspectives of different top executives in The United Kingdom, Poland, and Belgium.

By investigating the positive and adverse effects of going through the
integration process, this study aims to shed some light on the “lessons learnt” not only
to help future researchers advancing on the M&A subject, but also to help International

Express Shipping with future mergers and acquisitions.

3.3 Scope and Approach

According to Polit (2001), explorative studies are undertaken when a new area is
being investigated or when little is known about an area of interest. It is used to
examine the full nature of the phenomenon and other factors related to it. Although
there are many studies conducted on M&A, little research has been done emphasizing
only the integration process. According to Weber, Tarbar, Oberg, (2013), “All value
creation in the M&A hinges on the combined firm's ability to effectively integrate their
operations to exploit their potential synergy.” In other words, it is during the integration

process where cultural clashes and challenges arise. Although the integration process is
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known to be a pivotal part of the process; it is not always given the importance and the

consideration it merits from negetiators during M&A decision-making process.

Holloway and Wheeler (2002) point out that the sample size does not influence
the importance or quality of the study and note that there are no guidelines in
determining sample size in qualitative research. Qualitative researchers do not typically
know the number of people in the research beforehand; the sample may change in size
and type during research. Sampling goes on until saturation has been achieved and until

no new information is generated (Holloway 1997).

Saturation for this study was reached after 15 participants.

3.4 Interview Process

A list with potential participants was put together with the help of Express
International Shipping’s senior executive team. An email invitation was sent to the list
requesting their time for the research; 23 responses, which were received, were
followed up on in order to schedule an appropriate time for the meeting. All interviews
were performed during the last week of the month of August, and all were conducted in
open - but topic oriented - in-depth discussions with the participants. Saturation for this

study was reached after 15 participants.

Burns and Grove (2003) define eligibility criteria as "a list of characteristics that

are required for the membership in the target population.”

The criteria for inclusion in this study was the following:

*Senior or mid-senior level employees

*Experienced a merger in the last 18 months
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As previously mentioned, the interviewees come from three countries in Europe:
Belgium, Poland, and The United Kingdom. Participants were current employees of
Express International Shipping and had experienced an M&A integration process in the

last 18 months.

Here is the breakdown of the participation by country:

Belgium 6 interviews
Poland 4 interviews
The United Kingdom 5 interviews
TOTAL 15 interviews

Saturation for this study was reached after 15 participants.

The data flow presented here follows the same structural order of the

conversations that took place during the interview meetings.

1. The M&A integration experience
2. Lessons learned

3. Advice for future M&A

The interviews were held in person (face to face) or by video conferencing.
Participation was voluntary, and the data was collected in sessions which lasted 25 to 40

minutes,

At the beginning of the interview, the purpose of the study, privacy,
confidentiality, and ethical issues were discussed. All interviews were recorded, and

notes were taken to be analyzed later on for recurring theme words or events. A
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systemic coding method (serial numbers), which were not recognizable, were given to

each participant to protect his or her privacy and confidentiality.

The following statement was read at the beginning of the meetings:

I'am an MBA candidate conducting research to explore the positive and adverse

effects mergers and acquisition.

All participants’ contributions and responses will remain anonymous and used
only for academic research purposes. Please be honest: at no time will
participant-level information will be communicated to or reported to managers
or other employees. Recordings/transcripts of the interviews will be kept for
three months if acadernic validations are needed and then they will be
destroyed. Participation is voluntary and can be withdrawn at all time. If you feel
uncomfortable by any question, please feel free to let me know and ! will skip to

the next one.

3.5 Interview Questions

A set of open-ended questions about the M&A experience were carefully put

together while taking into account the 30 min time constraint,
Introductory questions
How long have you been working for the company?

What is your current position?

In what country are you based?
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M&A Questions

1. What has been your overall experience of the Intemational Express Shipping
merger? Positive? Negative? Please elaborate on both.

2. What did the M&A team do well while the integration process was on-going during
the merger?

3. Any advice for International Express Shipping on how to approach future M&A?
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CHAPTER 4 - DATA ANALYSIS

4.1 Findings

As previously stated, 40 to 80% of mergers fail to meet their targets (HBR,
Dunbar 2014) and on the average, the acquired firm loses up 40% of its managers
during the first 24 months after the merger (M&A VSC Growth 2011). These high
numbers are the driving force behind this study. What are the main reasons of M&A
failure? Why do M&A deals fail? To better understand the situation, it is important to
analyze and understand real organizational experiences and leam from them in order to

notrepeat the same mistakes again on future M&A deals.

All International Express Shipping employees provided rich and vast information
on their experience (positive and negative) with regard to the merger, and different
recurring themes came out in various countries, which will be explained in more detail

tater on.

The question below attempts to determine what went wrong and what went wel!

during the integration period.

4.2 What has been your experience of the Express International Shipping

{EIS) merger? Positive? Negative? Picase elaborate on both:

BELGIUM

As we can see from the quotes below, there were two main recurring themes on
the positive effect in Belgium: employees stated the M&A: made the company more
flexible and brought access to new products to their market. The second part of the

question, in which the interviewees are asked to describe negative experience, three
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recurring themes came out in almost every interview: poor communication, issues

regarding the speed of the integration, and cultural differences.

Below some of the most relevant answers:

Positive?

"It was a breath of fresh air. In the past, we were stock; we were growing, but not

creating new products. Now, our focus has shifted to e-commerce; products are

implemented a lot quicker. We are a more flexible company”. [FI

"In the past, we were forced to work with a few partners and suppliers, now | able o go
to the market, we have more freedom to pick the partner that will give us better pricing

and the best service for our products.” [l

"We |earned each others’ types of business and tock the best things with us and created
new ideas and products. We can now offer te our clients the innovate preducts in the
market. Merging the two companies was a brilliant move because we were too focused
in postal, and that would not help us in the future since the future in this business is e-

commerce. " [

Negative?

“The way it was communicated [The Merger], it wasn't proper, they just shoved everyone
in a room, and they told us in a very blunt way what was happening. After that, we were

left in the dark” [Ls

"It was not well structured, meaning the communication with the particular team was
there, but not to the level that we all expected. Some information you have to keep to
yourself, but what if people don't have a view of what the future is, what the plan is, and

and an idea of its timelines? It's not that easy: two groups come together and have to
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decide. Confusion can begin to hover over the employees. Prepare a little more in the

“Also due to tight deadlines, a restructuring needed to be done fast. Some people were
placed in the wrong roles and as a result, we lost about 20% of our individuals. "

The people aspect was overlooked. People were afraid and anxious about losing their
jobs. in the beginning, people were excited about the change and then when they saw
how it badly it was managed, there was a drop in employee morale and productivity”.

5

"The US team is not used to our culture; | am sure our parent company in the US is
asking themselves; Why aren't they doing their jobs? They underestimated the cultural

issues. You can't just copy paste what already worked in the US and paste it here in

Europe; that just doesn't work." [;_- |
“American’s style of management is completely different: in the us, people have
important discussions, which can almost come close to fighting, and anyone can
chalienge anyone, even the CEO and later go for a beer altogether, and everyone is
happy! In Europe, we are a little different; we are more political, we will never challenge
or confront our CEQ. When it comes to making decisions for something, we will try to
get a consensus, so everyone is responsible so its everyone fault - even if it doesn’t

work” [G

“In the US, decisions are made z lot more Guickly than in Europe. Here it takes more
time, here you will have to make a business case, you are looking almost a year for a new
product to get launched. It seems that in the US, everyone gets involved, even stops

what they are doing and can launch 2 product in 30 days, even if the product is not

always viable, it will have some flaws, but they fix it along the way.” [t
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POLAND

As we will see below, there were two recurring themes on the positives: all
interviewees got promotions and they had a felt good feeling about the merger since
now the company belonged to a larger multinational organization with several offices
around the world. However, the positive was overshadowed by major issues with the
integration of the T systems which caused many headaches in their day to day

operations.

Positive?

"Positive because 1 got promoted and got a salary increase. The company saw talent in

me and they gave me the responsibility of the entire group in my new job. 1 am now

managing more people in different locations." [P

"Now we belong to a global company, work with international clients and communicate

with employess all over the world” []

Negative?

"There was an issue with the IT systems; both companies were using different platforms
[warehouse management systems]. It took a while to get proper training, but the
challenge was integrating both systems; they still have to migrate from one platform to

the new one, and so because of that right now we have only two clients that have

fransitioned to the new system. So, we have two systems." [I
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THE UNITED KINGDOM

In the United Kingdom, there were similar finding; employees also got
promoted, and the merger brought new energy and a new vision for the business. Most
of the interviewees got more responsibilities. On the negative side, interviewees also
shared some of the same themes as Poland and Belgium; one of them was the lack of
communication and not taking into consideration real cultural differences, which caused
misunderstanding and in many times it delayed the integration. Also, the timing of the
integration was an issue to many as they stated that it took longer than what was
expected. And as we noticed previously, ancther recurring theme was the problem with

the IT infrastructure.

Positive?

"M&A has enhanced my status in the company; | have been fast - tracked as a strong
leader. It created opportunities, | got promoted, mentored. | am now involved in

strategic decisions; there is also mare openness. Previous to that, it was very close

around here, almost a dictatorship. Has been a breath of fresh air. " |

"M&A brought to us new direction and made the company more dynamic. The new
team is very sales - focused and driven. The momentum was increased, and decisions are

now made a lot quicker. Layers were lifted, and now we are moving in the right

direction." [N
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Negative?

"Initially, the lack of cornmunication and direction. From the top down, regarding the
direction where we wanted to go, there was uncertainty. For the top down
communication was lacking regarding what the structural changes were and what type of
business we were going to pursue should have been made evident a lot sooner. [No
clear communication] Better and clear goals. The integration took too long, not as long
as Belgium. Nervousness, uncertainty, anxiety: all were present during thase two months

and thought it should have been done a lot sooner.* [La

"Communication was not adequate; there was some good discussion at the managerial
level, but was not provided to the sales reps, which created the wrong impression and
vision for them - and for us. We had some peaple that just left. We lost them, and they

were good; they could have made an excellent contribution to the new business. Also, it

created a bit of anxiety and fear for everyone; there was a lack of communication. " [k

“[American and European] Differences in how they communicate. Americans are more
direct in communication style they are also more directive when leading a team.
Europeans are a more of the consultative approach, less direct. The notion of money,
when introducing an incentive scheme that rewards employees for good performance
with money is good in the US; however, in Europe, money is a taboo subject. Europeans

don't like to talk about money and for Americans, money is the best incentive at work,

not here." [Cult

"We are an American - based company; very agile and entrepreneurial. People putin a
lot of work hours in America and that shows that they are committed. In Europe,
employees are engaged in a different way; they care more about the work/life balance

aspect of life. For example, in Europe, employees have 4 to 6 weeks of vacation a year.
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In North America employees only get three weeks per year; and that created frustration.

We underestimated the time-line and culture." [C

"We now have two operating systems, and what that does is create a lot of inefficiencies

all the way to finance, we have to create three different invoices per transaction. " [IT

4.3. What did the M&A team do well while the integration process during
the M&A?

The above question is trying to determine, according to employee’s experiences,
what the M&A team did well during the integration. For this question, employees
appeared to have difficulty remembering, and coming forward with information, actions
or events that the M&A team did well. In Poland, English courses were part of
employee training and in the UK interviewees recognized that identifying the key
people in the organization was a good thing. It is important to note here that it was at
this phase of the interviewing process where the issues of not having an M&A team was
brought to attention. Some of the respondents in Belgium replied: What M&A team?
Later, in chapter five, the absence of an M&A integration team will be explained in more

detail. Nevertheless, here are some of the most recurring themes:
BELGIUM

“Let's now be a bit sarcastic, ... which M&A team?
And when | say 'which M&A team? | mean we have not been accompanied during this

‘'roller coaster' period." IA]
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POLAND

"The new company provided training for employees and also offered English courses for

employees." [
UNITED KINGDOM

"The US team leamed very quickly. | would say they also did 2 good job at identifying

the profile of employees that shared the same global vision and asked for their advice."

4.4 Any advice for Express International Shipping (EiS) on how to

approach future M&A?

This last question was received with a little more enthusiasm by the interviewees
in the three countries. It is important here to stress that through the process of
interviewing, the absence of and M&A team integration team came up here again.
According to the employees, a VP senior manager of the American team performed the
integration; it is inevitable then, that the presence of an M&A team was the number one
piece of advice that arose from the respondents in every country. Also, better
communication and taking into consideration cultural differences were the other most
recurring themes, followed by better planning, timing of the integration, and issues

related to the IT systems. Here are some the most notable answers:
BELGIUM

*Create a global M&A team that will work with all regions in identifying opportunities.”
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"I'd say, dedicating one global manager from the VP level to do the integration for a
period of 2-3 months during the acquisition. (The time the management structure is in
place); this will ensure a presence, instill the new spirit, short-cut any gossip or negative
trends, be present and be able to answer people's questions, or in other words, be the

ambassador of the new company.* [M

"Incorporate change management processes and procedures. Whenever you make

people redundant, you need to communicate to the team what is happening as correctly.

as possible.” [Bet

"This M&A has been the most challenging for me. Here the M&A took a long time to
happen. Not having clarity isn't good for employees. If you make changes to people's
lives there is always uncertainty. So, | think shortening the integration process would be
great and avoiding as much as possible - not having clarity. | mean, there are still

changes that are happening, and we are not finished yet. You have to be open to your

team if you don't know the answer, and say that you don't know." [£

POLAND

"To have @ more precise direction and information for the employee, that way stress can

be avoided." [Bett

"Better planning for IT systems, it's almost 2 year later, and we haven't been able to

migrate to the new system." [Bla
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UNITED KINGDOM

"Be mindful of the cultural differences, Try to have someone that knows the market of

every country on the M&A team like a country expert." [Cu

"Communication is essential, make sure everyone is communicated to all levels and get
to know as soon as possible who the leaders are. There is nothing better than a town

hall meeting with a Q&A session.” [

"Never assume that we can just impose the American culture in other countries

ovemight. It also takes time." [C

"To engage all staff from top to bottom. A clearer vision of where we are going as a

company from the beginning. Explaining what we are tooking to achieve. "
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4.5 Findings Summary

The figure below illustrates a summary of every question and its respective

recurring themes.

Question Belgium Poland United Kingdom
1. How has it been your experience
of the merger? Please elaborate on

both
Employee promotions; more Employee promotions; more
More flexible company; more responsibifities; belong to a responsibilities; new
Positive? and better products offering global company company vision
B R e s ey e _Tj&f.fmﬁfm’]mf‘m‘ fm"—n;"ﬁ[” P T TR T RO lickofcnf m_-_ﬂain- icatio .7 jon:
Negative? ~e | theitegmton |  sstem | systemsissues

2. Whatdid the M&A team do well
while the integration process during the|  Good mix of people from | Offered English courses for US team learned and

M&A? both companies Palish employees adapted quickly
U Y Emﬁmmdmg,\ R T Hi ’Bm er communication;
integration team; provids Taking inks toridorsi

better communication; | Better communication; better |  cultural difierences; and
3. Any advice for the company on shortening the integration Planning for IT integration better planning of IT
how to approach future M&A? period and migration integration and migration

Source: Summary of interviews recurring themes . Prepared by the author

Table 1. Summary of interview recurring themes

Lack of communication, cultural differences, issues with the speed
of the integration, and not taking into consideration the IT platforms
(highlighted in blue) were the most recurring themes that pop up when interviewees
responded about their negative experiences or other events related to the mergers.

Each theme is explained in more detailed below:

Lack of communication

Communication is quite possibly the most important aspect of any merger. The
message here needs to be accurate and tailored to the audience without telling them
too much or too little. Aon Hewitt classifies "Inconsistent and unclear communication of

synergy objectives” as number three on their list of contributing factors to the failure of
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M&A deals. Knilans (2009) emphasizes that if the message and themes that are
expressed to all parties are not consistent, then confusion, fear, and a lack of faith in the
integration process is likely to occur.

In the case of Express International Shipping, interviewees confirmed the lack of
proper and frequent communication many times during the interviews, According to
employees, they felt as though they were left in the dark and this created anxiety and
fear, especially after almost 20% of the workforce had been previously fired. i was not
clear to them if there was going to be another round of restructuring, and that in turn
created internal gossip and speculation. Knilans (2009) confirms that most employees
talk about worst-case scenarios, in terms of who will be retained, who will be released
and how the everyday rules of the game will change once the dominant culture shifts
into ascendency. The below was corroborated in Belgium and in the UK where
employees received few updates regarding the process and started gossiping and
would create the worst and best case possible scenarios regarding their future in the

organization.

Cultural differences

What can go wrong regarding corporate culture when two companies try to
integrate? Many researchers argue that people don‘t believe in the new organization,
don’t understand each other and end up looking for another job. Cultural difference was
one of the themes that was brought to attention several times during the interviews.
Knilands (2009) points out that the primary reason many mergers and acquisitions do
not deliver longer-term value is because they lack a strong cultural integration plan. To
many Express International Shipping employees it felt as if they [Senior executives]
approached the process as being merely a “copy/paste” from the American company in
Europe. The interviews also confirm that cultural differences were placed on the back
burner and not a lot of thought was given when considering the integration planning;

this created different sets of expectations within both teams, which lead to significant
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delays, frustration, anger and ultimately, falling short of achieving pre - established

financial goals.

Speed of the integration

According to the 2014 PwC M&A integration report, it is indicated that
performing integration at a faster pace than a company’s normal operations leads to
greater success in achieving strategic, financial, and operational goals in their deals.

Express International Shipping employees in Belgium stated that the integration
process took longer than expected and in some places several structural changes were
still taking place, suggesting that the integration was not yet finished.

It is important here to let the reader know that the operations in Belgium are the
largest in terms of assets and workforce; it is double the size of operations in England
and triple of that in Poland: these being a contributing factors for having to take a lot
longer with the integration. Another reason in explaining the tardiness of the
implementation in Belgium was the presence of unions and the worker-protection laws
in place regarding worker rights. Also, Belgium enjoys one of the most comprehensive
and generous set of employee compensation and benefit packages in Europe; therefore
making it extremely challenging and bureaucratic to make changes to the organizational

structure.

IT platforms

Information technology (IT) integration is a major challenge and remains at the
top of the list of integration issues. According to PwC, 45% of survey respondents
reported IT as an area of post-close difficulty, 79% also reported that moderate to
significant delays were experienced in achieving integration goals (2014 PwC M&

Integration Report).
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In the particular case of IES, the IT issue was brought up a few times in England
and many times in Poland. According to Polish managers, there was very poor planning
of the integration processes of the IT platforms and months after the acquisition of their
company they were still experiencing the pain of migrating to one single platform.
Having not yet achieved this goal resulted in keeping three different systems alive and
created unnecessary redundancies and loss of productivity when attempting to

complete a single task.

The IT issue in the UK is less severe than in Poland; they have to deal with two
systems, which causes repetitive tasking here as well. For example, managers have to
have to produce two different invoices to bill their customer and suppliers. Again, IT
savings and synergies integration is an issue that should be discussed during the due
diligence phase. Failure to do so will lead to having to support two T structures and
would hobble single tasks in many different departments across the organization.

As you can see from the overview of findings, the recurring themes are
consistently corroborated, proven and are substantiated with regard to the literary
review. The themes here presented will be analyzed once again in the next chapter, as

they will be a great resource when answering our research question.
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CHAPTER 5 - CONCLUSION

5.1 Conclusion

At some point or ancther, an crganization will be faced with the dilemma of
growing organically or through a merger and acquisition strategy (inorganically).
Growing through mergers and acquisitions, M&A has been the preferred growth
strategy for many multinational companies. The logistic industry has not been the
exception to this trend, and future cross-border deals are expected to continue and
increase in size and dollar amounts in 2017; therefore, it is no surprise then that
companies are looking for ways to improve their M&A skills, especially when it comes to
the ability to assess and integrate companies successfully. To address that issue, this
exploratory study aimed to shed some light on the positive as well as adverse effects

which occurred during the integration phase of the M&A process.

The studly is significant not only because it contributes to the M&A subject, but it
also helps by providing to the logistic industry cross-border M&A subject matter.
Through interviews with senior managers, a great deal of rich and consistent information
was gleaned from participants from three different countries: Belgium, Poland, and The
United Kingdom. The findings of the study corroborate the reasons and drivers of M&A
failure presented in the literature review. It was not a coincidence then, that the top four
reasons of failure previously discussed in chapter two are also the same topical areas of

concern for Express International Shipping.

Before a successful integration can begin, proper planning for its overall success
needs to be in place. Unfortunately, many times the integration initiatives fail from the
beginning because the integration is initiated before any thought is given to the
planning for the course of the integration (Knilans 2009). In the case of International

Express Shipping, after analyzing and reviewing the findings, we can conclude that not a
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lot of thought was given to the planning of the integration during the due diligence
process. Also, the integration was left in the hands of inexperienced managers that
scrambled to learn along the way, or to simply implement ideas or practices that they
had previously used to without regard to the impact it would have on the employees

and on the cultural impact of the organization acquired or merged with.

Based on the exploratory interview program performed to support our

qualitative research, this study makes the following a contribution to the M&A subject.

As previously stated, the opinions and experiences from employees gathered
from the interviews support the different authors of the literature review. And with that
information in mind, it is with certitude that we can proceed to answer our research

question.

“According to senior executives and managers, what have been the
biggest challenges for the IES merger and what could this tell us about

critical success factors for future M&As?”

According to senior executives and managers, the main challenges during the

merger have been the following:

1. Lack of communication
2. Cultural differences
3. Speed of the integration

4. Issues with IT platforms
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For future M&A, Express International Shipping should consider the following:

-

. Better communication

3. Better planning of IT integration and migration
4. Taking into consideration cultural differences

5. Shortening the integration period

It is important to highlight that the only difference on the list of themes of advice
for future M&A (highlighted above), was the presence of a dedicated M&A team. This
will be an essential resource for assuring the future success of the integration. It then,
comes as no surprise that the absence of an M&A global team was brought up many
times during the participant interviews. Having said that, the overall contribution to
Intemational Express Shipping that comes from this research is the discussion and the
creation of a global M&A team, its creation it is currently taking place and is expected to

be up and running early in 2017 based out of the United States head quarters.

It is almost impossible when talking about M&A integration, not to speak about
the differences in “corporate culture”; and in the case of cross-border M&A, not
bringing up the subject of “national culture” is a limitation. Therefore, it is
recommended to include the corporate and national culture variables into consideration
when investigating further into future research of this subject. Another possible
consideration are the language barriers; while English is the official language in Britain,
Belgium has two official languages, French and Flemish and Poland has only one, which
is Polish making it also a limitation for the study. For example, the culture in Poland was
not very forthcoming with information as they are an ex Soviet communist country where
it is not well perceived to speak or complain against your boss or the company which

made challenging to get information.
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To conclude, although the study does not reveal any new discoveries for the
reasons why M&A fail, it does corroborate and prove alignment with previous findings in
the literature review which shows that the lack of communication, issues with |IT
platforms, cultural differences and the speed of the integration are the main reason of
integration failure in logistic companies in Britain, Belgium and Poland. In the case of
the company here in question such reasons will help to justify the creation and the

allocation of 2017 budget for the existence of its first Global Strategy and M&A team.
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