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OVERVIEW
It is inevitable in a merger that there will be job losses, that leads to a tense environment
for staff and fear will and does set in.
There might be an understandable resistance to change when you feel it will benefit others
and not you. Now is the time to support your staff throughout the process from the buildup, implementation, which can be a long time period and conclusion.
Staff need to trust you and not feel that they are excluded or ignored because they are not
lawyers. Anything they perceive is hidden, any ambiguity just becomes a fertile ground for
gossip and rumour control runs rampant.
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Client quotes

“You need to integrate rather
than infiltrate staff.”
“No matter how you think it will go
when you tell people about the merger
look for the fear on their faces and
the attitude that then comes up.”
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POINTS OF INTEREST
	Firms need to remember that people at all levels matter. Of course, there will be corporate
goals and ambitions that the merger will bring but there is seldom a merger of equals
and staff in the smaller firm not only fear for their jobs, but they also fear that their
responsibilities will change and that their career development will stop.
	Appointments for senior roles can be decided pre-merger to help staff at all levels know
exactly what is happening.
	Several firms realised that whilst their support staff heads were good, they were not right
for the size of the newly created firm. We were told that it was transformational getting
new people on board.
	Several firms said they did not have the right IT Director in place for a larger entity and
stressed the need to have the right people in place for key roles. We were told of key staff
saying that they preferred their system, however the message must be what is best for the
newly merged firm not an attachment for what was.

Client quotes

“We didn’t lock in key people: in
hindsight we should have.”
“The loss of staff was painful
and that caused tensions in
the shareholder group.”
“We should have put more
people together at the start,
so relationships formed.”

	Getting the right IT Director in place is a strategic decision and demonstrates the
importance you place not only on the role but the vision for the future, because the IT
Director will have a strategic vison that fits the firm not just in the immediate future but in
the longer term.
	Your IT Director will help you develop policies and procedures and use technology to
enhance products and services that focus on external customers. Clients want results
and lawyers who can focus their time on client matters and produce high quality work
will ensure that not only clients are happy but that they remain loyal to the firm. Efficient
technology will ensure that this happens, which should make it a priority in a newly
merged larger entity.
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POINTS OF INTEREST
	Morale can and does become a problem and must be addressed. Have robust and fair
processes in place that champion the vision of the new firm so staff understand what is
happening and why.
	Make it safe for difficult conversations to happen.
	Consultations must be genuine and extra ideas will come up.
	Remember junior ranks do have influence and can and do scupper deals. Swear them to
secrecy but involve them.
	Do not procrastinate, communication is key at all levels to engage staff and stop
resentment brewing.

Client quotes

“Our IT team did not see eye to eye
and both parties went into defensive
mode. They fundamentally disagreed
about the way forward. It took several
months after the merger to decide
who would run it. We would have
been better off employing a third
party because the investment in
cost would have saved the pain.”

	Communication needs to be constant, clear, concise, and timely to staff and needs to start
early in the process and continue after the merger.
	If staff become disenchanted, they will and do walk away. If you lose your key support
staff your intellectual capital is drained and some of the value of the merger may well be
lost.
	It is common in the merger process that only partners and directors of support teams have
met, so the tiers of staff below that do not feel involved in the process and feel they have
no outlet for their fears and to express their concerns.
	One of the questions partners will ask is “where do I fit in?” It is no different as you come
through the tiers of staff in a firm.
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POINTS OF INTEREST
	You need to be clear and transparent about what roles are available and what the
demands of new roles will be.
	When staff interview for the roles available, ensure that when interviews start there are
representatives from both businesses and an independent from the project team, so the
decision is objective and shared.
	We heard of different ways to ensure that staff were engaged with the whole process of
moving office and not entrenched in their old building. One firm sent a weekly blog for
six months prior to the move. It was informal, humorous, and light-hearted but it also
contained facts about the building and the phased move. In that way staff felt engaged
and very much part of something. Certainly, an office move ensured that teams were
joined together, seated differently to benefit everyone and properly integrated. A common
statement was that as soon as you get people out of old buildings they feel and act part of
the new entity.
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Client quotes

“We thought we knew what
good looked like but until it
happened, we had no idea.”
“Remove dissenters quickly
and don’t fudge it.”
“We watched staff go through shock,
anger, rejection and acceptance. The
shock to us was that they couldn’t
get on the same wavelength with
us and however hard we tried,
and they just didn’t trust us.”
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KEY HINDSIGHT
	People in merged firms are strangers, thrown into a joint enterprise. New relationships
at all levels need to be built and you must facilitate that to aid integration. Motivate
and involve people and inspire them to commit to the new firm.

	Remember that this is an emotive time for staff. Quite simply people do not like
change. They can be frustrated, angry and anxious.

	Inevitably some roles will be lost but you must treat people with respect and
compassion. Ensure that those that are unsuccessful are well looked after and
compensated accordingly and if you start this process early on, they have time to find
new roles.

Client key hindsight

“Be ruthless about having
the right people in key roles,
do not procrastinate.”
“New Business Operational Heads
brought a totally different energy
and expertise, they are brilliant,
they challenge in the right way
and look at things through fresh
eyes. They believe in the vision and
purpose so everything they do has
high impact and people listen.”

	Use innovative ways to engage your staff and get them involved in getting critical
messages across to team members on the same level. Use blogs, videos anything that
they will tune into. A video of the new office and how it is developing is much stronger
than an email telling them how nice the new building is.
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Contact us

If Jonson Beaumont Core can help you with any stage of the project plan pre- or post-merger
or you would like to discuss the recruitment of new operation directors, please contact us.

Anne Harnetty

Martin Soulsby

020 7350 0800
aharnetty@jonsonbeaumont.co.uk

020 7350 0800
msoulsby@jonsonbeaumont.co.uk

www.jonsonbeaumont.co.uk
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