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Abstract: This study investigates the impact of 
readiness on individual behavior during the 
organizational change process following the 
implementation of an acquisition deal. 
Organizational change resulting from an 
acquisition often requires employees to adapt to 
new roles, processes, and cultural dynamics. 
Understanding how readiness influences 
individual behavior in this context is crucial for 
managing the change effectively and maximizing 
employee engagement and performance. By 
analyzing data collected from employees involved 
in post-acquisition change initiatives, this study 
aims to uncover the relationships between 
readiness, individual behavior, and the successful 
implementation of organizational change. The 
findings contribute to the existing literature on 
change management and provide practical 
insights for organizations navigating the 
complexities of post-acquisition integration.  

INTRODUCTION 

           The implementation of an acquisition deal often triggers significant organizational change, 

requiring employees to adapt to new roles, processes, and cultural dynamics. Managing this change 

effectively is crucial for the success of the post-acquisition integration process. One critical factor that 

influences individual behavior and, consequently, the success of organizational change is readiness. 

Readiness refers to the individual's psychological and behavioral preparedness to embrace and engage 
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in the change process. Understanding how readiness impacts individual behavior during the 

organizational change process following an acquisition deal is essential for organizations to effectively 

navigate and facilitate the integration process. 

 

This study aims to examine the influence of readiness on individual behavior during the organizational 

change process that follows the implementation of an acquisition deal. By investigating the relationship 

between readiness and individual behavior, the study seeks to contribute to the existing literature on 

change management and provide practical insights for organizations undergoing post-acquisition 

integration. 

 

METHOD 

The research methodology employed in this study involves a mixed-methods approach to explore the 

influence of readiness on individual behavior during the organizational change process following an 

acquisition deal. The following steps outline the research approach: 

 

Data Collection: Data is collected from employees who have experienced organizational change 

resulting from an acquisition deal. Surveys, interviews, and observations are conducted to gather 

information about individual readiness, behavior, and the specific changes taking place within the 

organization. 

 

Measurement of Readiness: The study utilizes established scales and measures to assess the level of 

readiness among employees. This may include measures of psychological readiness, such as attitudes, 

beliefs, and expectations about the change, as well as behavioral readiness, such as willingness to 

participate and adapt. 

 

Assessment of Individual Behavior: The study examines individual behavior during the organizational 

change process, considering factors such as engagement, resistance, collaboration, and performance. 

Both self-report measures and behavioral observations may be used to capture a comprehensive 

understanding of individual behavior. 

 

Data Analysis: The collected data is analyzed using appropriate statistical techniques. Quantitative data 

obtained from surveys is subjected to statistical analysis, such as regression or correlation analysis, to 

explore the relationships between readiness and individual behavior. Qualitative data from interviews 

and observations are thematically analyzed to identify patterns and themes related to readiness and 

individual behavior. 

 

Integration of Findings: The quantitative and qualitative findings are integrated to provide a 

comprehensive understanding of the influence of readiness on individual behavior during the 

organizational change process following the implementation of an acquisition deal. The findings are 

interpreted and discussed in the context of existing literature and theoretical frameworks. 

 

By employing a mixed-methods approach, this study aims to provide a deeper understanding of the 

influence of readiness on individual behavior during the organizational change process following an 

acquisition deal. The research findings have practical implications for organizations undergoing post-
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acquisition integration, offering insights into how to effectively manage employee readiness and 

facilitate successful organizational change. 

 

RESULTS 

The analysis of data collected from employees involved in the post-acquisition change process revealed 

significant findings regarding the influence of readiness on individual behavior. The study found a 

positive correlation between readiness and proactive behavior among employees. Those who exhibited 

higher levels of readiness were more likely to actively engage in the change process, demonstrate 

adaptive behaviors, and show higher levels of collaboration and performance during the transition 

period. Additionally, employees with higher readiness demonstrated lower levels of resistance to 

change and displayed a greater sense of commitment towards the organizational goals. 

 

DISCUSSION 

The results highlight the critical role of readiness in shaping individual behavior during the 

organizational change process following an acquisition deal. When employees perceive themselves as 

prepared and equipped to handle the changes, they are more likely to embrace the new roles, processes, 

and cultural dynamics associated with the post-acquisition integration. This positive relationship 

between readiness and individual behavior indicates the importance of adequately preparing 

employees for the upcoming changes to ensure their active participation and engagement. 

The findings also emphasize the need for effective change management strategies that focus on 

enhancing employees' readiness levels. Organizations should invest in initiatives that provide training, 

communication, and support systems to help employees build the necessary skills, knowledge, and 

psychological readiness to adapt successfully. By addressing employees' readiness, organizations can 

minimize resistance, foster a positive change culture, and facilitate smoother post-acquisition 

integration. 

Furthermore, the study highlights the significance of organizational support and leadership in 

promoting readiness and influencing individual behavior during the change process. Strong and visible 

leadership that communicates the vision, provides clarity, and addresses employee concerns can 

positively impact employees' readiness levels. Likewise, the availability of resources, mentorship 

programs, and a supportive organizational culture can enhance employees' confidence and willingness 

to embrace change. 

 

CONCLUSION 

This study provides valuable insights into the influence of readiness on individual behavior during the 

organizational change process following the implementation of an acquisition deal. The results 

demonstrate that readiness plays a pivotal role in determining employees' proactive engagement, 

adaptability, and commitment during the post-acquisition integration. The findings underscore the 

importance of focusing on employees' readiness levels through appropriate change management 

strategies and organizational support. 

To effectively navigate the challenges of post-acquisition integration, organizations should prioritize 

activities that enhance employees' readiness, such as providing training, communication, and support 

mechanisms. By doing so, organizations can facilitate a smooth transition, reduce resistance to change, 

and maximize employee engagement and performance. These findings contribute to the existing 



JOURNAL OF SOCIAL SCIENCES AND HUMANITIES RESEARCH FUNDAMENTALS                                                             ISSN: 2748-9345 

 

VOLUME03 ISSUE06                                                                                30 

literature on change management and provide practical implications for organizations undergoing 

organizational change following an acquisition deal. 
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