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EDUCATION + TRAINING - CAREER & SALARY GUIDE Women moving forward|| 

DEALMAKERS IN the global merger market are 
becoming increasingly positive. According to a 
recent IntraLinks survey, 78 percent of mergers 

and acquisitions (M&A) practitioners from 160 
advisory, corporate and private equity companies 
predict improved fi nancial conditions will bring 
growing levels of activity in the next 12 months.

While North Americans are most optimistic, with 
89 percent expecting more M&As in the market this 
financial year, Asia-Pacific respondents are more 
circumspect, with 66 percent confident that activity 
will increase.

Asia Pacific correspondents also believe cross-
border dealmaking will be at its strongest this 
financial year, with 71 percent agreeing the region 
will be among the top three set to witness the most 
significant levels of M&As from overseas buyers.

To a large degree, mergers and acquisitions in 
the transport and logistics industries stalled during 
the global financial crisis but, according to Logistics 
Executive Recruitment Vice President, Global 
Strategy, Darryl Judd, activity is starting to return in 
flourish.

Growing pains
Mergers and acquisitions can be a fast and powerful way to pull in 
skills, market presence and revenue for a rapidly growing company. 
But pitfalls lurk for the unprepared, Anna Game-Lopata writes

“Many companies in Europe are looking 
aggressively at localised acquisitions in the transport 
and warehousing industries,” he says. “In northern 
Asia and India and even across parts of Vietnam/
Indonesia a number of players are looking to secure 
strong transport imprints. 

“We’ve seen a lot of mergers and acquisitions in 
many developing markets but the challenge always 
lies in ‘what is a good acquisition’. For example, 
companies in India are currently purchasing road 
transport organisations without stopping to consider 
investments required in machinery, whether there 
are established driver talent programs, whether 
there are any safety programs and what inherent 
risks are associated with the acquisition. They 
acquire the company with minimum due diligence 
on the people or services side of the business.” 

Judd says companies in China and India are 
realising that multinationals are looking to acquire a 
localised footprint and commanding premiums for 
this and/or even overpricing their businesses. They 
know multinationals will purchase them regardless. 
“The real challenge when these types of demand 
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purchases occur is that multinationals tend to rush 
the purchase and fail to identify or address the 
issues of ‘skeletons in the closet’ as I like to call 
them,” he quips.

Such skeletons might include the questions of if 
the target company has sold their business while 
running a parallel business, will the customers stay? 
What are the customer’s rebates in that region and 
what are all the rebates that exist?

“If the acquirer doesn’t stop and do end to 
end due diligence and really assess whether the 
business is really worth the purchase value, there 
could inevitably be some real challenges once the 
acquisition goes through,” Judd says. “However, 

Too many acquirers 
focus on 

the balance sheet 
— the asset value, 
the customers and 

suppliers, the liabilities, 
and they don’t spend 
enough time focusing 

on the people.

it can be very difficult to undergo due diligence in 
some of these markets.”

Mergers and acquisitions are always going 
to be difficult in Asia where there are 4 billion 
people across 35 key economies, and each region 
has a different culture, along with its own laws, 
regulations, pay structures, bonuses and abilities.

“It would be unrealistic to think that there 
won’t be challenges on both sides of the ledger,” 
Judd says. “Is it critical to retain the talent in an 
acquisition? The answer is, yes, if it is true talent. Do 
we do it well? Not always. 

“Sometimes in mergers you will see management 
duplication with layering of roles and duties and this 
can be extremely difficult to unravel to discover the 
true talent within the business. How can you merge 
talent from two different regions? Which talent do 
you retain? This can be a very real and arduous task 
for the acquirer.”

 Judd maintains the best mergers occur when 
integration is fast, communication is clear and 
concise and the future business plan is well and truly 
established long before the acquisition is complete. 

“A successful merger should take 60 to 90 
days and even the staff who will end up being 
made redundant need to have a fair and concise 
understanding of their own exit strategies from day 
one,” he says.

But the reality is that mergers and acquisitions 
inevitably take longer than they should. “Most take 
up to 12 months or more to achieve a common 
HR platform,” Judd says. “However, best practice 
suggests that with a clear organisational plan and 
platform from day one, and effective communication 
with the staff, integration should effectively take 30 
to 120 days maximum.

“Anyone that has been in an acquisition 
understands that the true challenge is fear,” Judd 
observes. “Fear of uncertainty, staff disruption, loss 
of jobs, fear of change and at the end of the day all 
the staff want to know is ‘Will I have a job and what 
changes can I expect?’

“The solution to alleviating fear is simply real 
communication from both the target and the 
acquirer about the plans for the future merger or 
acquisition. Communicating the changes and the 
future plans from day one is the key to a successful 
transition.

“You need to identify the key messages you 
want to give the staff and what answers you will 
have for their questions. Communication must be 
an integral part of the due diligence and planning 
process of the merger or acquisition. Staff dislike 
uncertainty; all people do. The longer and slower the 
communication, the more disruption and disharmony 
to the workforce.” 

CLEARING THE WAY
Judd argues the acquirer needs a clear idea of the 
business and operational structure before day one. 
“Who will be the senior executive team? What will 
be the reporting lines? Who will have which job 
roles and what will be their remuneration? The most 
successful company mergers we’ve seen were ones 
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with a clear plan which was communicated to all 
of their staff from the minute they purchased the 
business. 

“Too many acquirers focus on the balance sheet 
— the asset value, the customers and suppliers, 
the liabilities of the business – and they don’t 
spend enough time focusing on the people of the 
business,” Judd says. “You have to take the people 
on the same journey. You need to hold their hands to 
ensure they embrace the change.” 

Integration of technologies is another challenge 
as combining different platforms is not always easy. 
“Every country offers different complexities when 
you merge companies from different regions,” 
Judd says. “It’s not hard to see how difficulties 
will arise in India for example where there are 28 
state bureaucratic lines all with their own tax laws, 
infrastructure and rules. The true integrations are the 
ones that are borderless.”

Judd recommends a blended-approach to talent 
retention. “Rule number one in any acquisition is 

to bring in your own financial people to manage 
the business,” he says. “If you can align the sales, 
common operational platforms and the staff then the 
customer will quickly see the alignment. Before you 
buy the business clearly identify the talent and have 
a planed approach for the integration.”

While Australians are generally good at identifying 
the value in a business, they still get it wrong 
culturally in Asia. “Too many times I have seen 
cultural insensitivity and the best examples of 
successful integrations is when the acquirer has 
taken the time to understand the region and the 
culture and the people before they purchase the 
business,” Judd explains.

Overall, Judd says Australian businesses get 
it right most of the time, because they are in a 
mature market with duplicated structures. “There is 
question as to whether adequate due diligence is 
being undertaken in Asia,” he concedes. “Also, too 
many acquisitions are devaluing the operational side 
of the business. If there are flaws in a merger or 
acquisition, the operational side will see it first, yet 
operational people are often ignored or not consulted 
in the integration process.”

“The best acquisition is where organisations 
recognise and engage the use of external companies 
and advisors that are experts in the fields of HR, IT, 
land ownership, accounting and finances. External 
experts are a critical component of any acquisition 
and they will alleviate challenges and risks and assist 
you with your dude diligence and road map for 
integration.” ||

Staff dislike uncertainty; all 
people do. The longer and 
slower the communication, 

the more disruption and 
disharmony to the workforce.
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|| 2010 CAREER & SALARY GUIDE Skills shortages

Reap what you sow

The issues surrounding skills 
shortages in the transport 

and logistics sector are not 
insurmountable if we keep 

working at them.

Linde ramped up its strategy for dealing with skills 
shortages as part of a company transformation set in 
motion in 2004

SIX YEARS ago, when a new senior management 
team took the helm at forklift supplier Linde 
Material Handling Australia, skills shortages were 

among several challenges facing the company.
Today, a transformed local Linde’s self-

improvement program has helped it reduce the 
impact of industry-wide skills shortages compared 
with its peers.

General Manager Human Resources Mark Massey 
is part of the new senior management team which 
took the reins in 2004. He is all too aware of the 
skills shortages in the transport and logistics sector.

“Western Australia and Queensland present 
challenges in finding and retaining service personnel 
which the other states don’t, but skills shortages 
are a challenge that won’t go away,” Massey 
observes.

“The ultimate recruitment goal for any company is 
to see high-quality prospective employees knocking 
on your door because they specifically want to work 
for your company.

“That aim tied in very well with our plans to 
transform Linde.

“We brought a lot of structure, processes, policies 
and procedures to the company, with the aim of 
enhancing its reputation, not just with customers 
but with existing and potential employees.”

By any measure the program has been an 
unqualified success. Linde has doubled its 
marketshare, increased revenue and profit and 
significantly decreased staff turnover. Equally 
importantly, it is being approached by service 
technicians and sales people in some areas wanting 
to become part of its team.

“Often the easiest solution to a skills shortage 
can be found within your own ranks,” Massey says. 
“That’s why Linde advertises all positions internally, 
enhancing career paths across the organisation.

In instances when internal recruitment is not 
possible, Linde utilises strategic relationships formed 
with specialist recruiting organisations that have 
been briefed to understand the company’s unique 
needs.

Despite this, the Australian talent pool is not 
always able to meet the increasing needs of 
companies such as Linde, which has put increasing 
emphasis on the size and capability of its service 
division.

“Over the last six years we’ve also sourced and 
recruited approximately 30 overseas employees 
under 457 visa arrangements,” Massey explains. 
“We regard that very much as an option of last 
recourse, because naturally we’d prefer to recruit 
locally.

“The vast majority of these 30 cases have proved 

to be very successful,” 
he says. “It really is a 
win-win situation because 
people from South Africa, 
the Philippines and the 
UK come to our country 
looking for better lifestyle 
and work opportunities. 
We are able to provide 
this while filling skills 
shortages.”

Recruitment may be 
one solution to the skills 
shortage, but Massey 
believes up-skilling your 
own people is an even 
more effective alternative 
in many cases.

Linde uses this 
approach by adding 
structure to its service 
activities. Dedicated 
training staff develop 
modules which, once 
successfully completed, 
allow employees to 
move up a classification 
structure and have their augmented skills rewarded 
with increased remuneration.

“On the sales front, Linde has put internal 
programs in place to ensure the skill levels of its 
consultants match the premium quality reputation 
of its forklifts and warehouse equipment,” Massey 
says. “At management level the organisation creates 
individual development plans to give people every 
opportunity to reach their full potential.

“The issues surrounding skills shortages in the 
transport and logistics sector are not insurmountable 
if we keep working at them.

“Technically candidates generally measure up in 
the basics, but it is up to the employer to add value. 
That’s something which Linde works at doing for its 
customers and staff on an ongoing basis.” ||
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