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Abstract: 
 
With the unchanging high failure rate of M&As, recent research is putting an increasing emphasis on 
Cultural Due Diligence (CDD) and socio-cultural Post-Merger Integration (PMI) Management. Never-
theless, the state of the art on CDD is still rare, leading to the fact that its actual value for a successful 
PMI remains unclear. Addressing this gap is the basic objective of this paper. In more detail the paper 
tries to clarify whether CDD is a necessary prerequisite for a successful PMI. The paper finds that the 
CDD process creates considerable value for the subsequent PMI as it facilitates a fast and smooth 
cultural integration and as such accelerates the operative integration of M&As. 
 
 
Zusammenfassung 
 
Die andauernd hohe Misserfolgsrate bei M&A hat zu einer intensiven wissenschaftlichen 
Beschäftigung mit Cultural Due Diligence (CDD) und sozio-kulturellem Post-Merger 
Integrationsmanagement geführt. Unklar ist jedoch inwieweit CDD zu einer gelungenen Post-Merger 
Integration beiträgt. Am Beispiel einer Fallstudie zeigt der hier vorliegende Aufsatz, dass CDD eine 
wichtige Voraussetzung für eine gelungene Post-Merger Integration ist, da er eine schnelle und 
reibungsarme kulturelle Integration ermöglicht und damit auch die operative Integration beschleunigt. 
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Introduction 
 
Mergers and acquisitions (M&As) are today’s main vehicle for corporate growth. This is the case even 

though 66-75% of M&As fail to create any shareholder value (McKinsey, 2010: 1). Some studies even 
stress that 40% of M&As among large firms end in what is called a ‘total failure’, in which the acquiring 

companies are far from recovering their capital investments (Carleton and Lineberry, 2004: 9). The 
high failure rate and the immense costs related to the failure of M&As are of a growing concern not 
only for shareholders but also for stakeholders such as employees, suppliers and community resi-
dents. Hence, there is a rising interest in finding the reasons for the numerous failures. While tradi-
tional research has attempted to explain M&A success and failure by focusing on strategic and finan-
cial factors, a growing number of studies focus on cultural aspects. Here research suggests that cor-
porate and national cultures of the involved firms should be adequately identified during due diligence 
and integrated in the post-M&A phase (Stahl, Chua and Pablo, 2012). However, in reality, cultural fit 
between the acquiring and the target firm seems to be one of the most neglected areas of analysis 
prior to the closing of a deal (Chakravorty, 2012). Robert Carleton, CEO of Vector Group, stated that 
“Cultural Due Diligence will rarely be a critical factor in whether to ‘do the deal’ or not, but rather a 
significant factor in making the deal work” (2007, cited in Garbade, 2009: 14). Likewise, many re-

searchers argue that the right Post-Merger Integration (PMI) management is the decisive factor in 
M&A success (e.g. Pablo, 1994; Birkinshaw, et al., 2000).  

This all amounts to the question as to when and by what means cultural issues should be ad-
dressed in the M&A process, a complex procedure that encompasses pre-deal planning, deal comple-
tion as well as post deal integration and the creation of value (KPMG, 2002). As indicated above, there 
is abundant literature on the successful post-M&A integration management, basically arguing that 
culture should be integrated carefully. Much less research has been done on Cultural Due Diligence 
(CDD) with research on the interrelation of CDD and PMI Management being completely in its infancy. 
To address this gap, this paper will look at the entire process of cultural integration, from pre-deal 
planning to post-deal implementation, putting a particular emphasis on the interrelationship between 
CDD and PMI. Thereby the paper aims to clarify to what extend CDD is a prerequisite for a successful 
PMI process.  

The paper starts with a short review of the literature on CDD and PMI. Then a conceptual 
model on the interrelation of CDD and PMI is developed and applied to a single-case i.e. the merger 
between Hewlett-Packard and Compaq, both from the US. Hence the term ‘culture’ in this paper ex-

clusively refers to corporate culture not to cross-national culture. Following an analysis and discussion 
section, the paper closes with some recommendations for further research. 
 
 
1 Literature Review 
 
There is a far reaching consensus in the literature, that bringing together two different organisational 
cultures in a merger or acquisition is a great challenge. Following Schein (2003), incompatible cultures 
in M&As do not pose any less risk of failure than incompatibilities of the firms’ finances, products or 

markets. In line with that, Cartwright and Cooper (1993) identify cultural incompatibility as one of the 
primary reasons for the immense failure rate of M&As. Cultural incompatibility typically unfolds in the 
socio-cultural integration process, an interactive and gradual process in which individuals from two 
organizations learn to work together and cooperate in the transfer of strategic capabilities” 

(Haspeslagh and Jemison, 1991: 106). Within this process different levels of acculturation can be 
achieved: assimilation, integration, deculturation and separation (Nahavandi and Malekzadeh, 1988). 
Another well-known taxonomy by Haspeslagh and Jemison (1991: 138-154) differentiates between 
absorption (acquired firm adjusts itself to acquirer’s culture), preservation (acquired organisation re-

tains its cultural autonomy), symbiosis (best practices of both firms are combined leading to cultural 
integration) and holding (firm does not seek for any integration nor value creation). 

What puzzles, however, given this and similar accounts (e.g. Carleton and Lineberry, 2004), is 
the fact that little research has been done to look at culture in the pre-merger phase, i.e. the due dili-
gence process. This is even more striking as a more forceful recognition of cultural aspects in the pre-
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deal phase is considered as a prerequisite for a successful post-merger integration phase. “A culture 

audit of a potential or recently acquired organisation is a valuable source of information, with implica-
tions not only for partner selection but also for long-term management” (Cartwright and Cooper, 1993: 
68). 
 
 
1.1 Cultural Due Diligence 
 
As due diligence in general, CDD, aims at the particular investigation of the culture of the other party 
in an M&A in order “to gather information that will assist in decision making and risk analysis” (Car-
leton and Lineberry, 2004: 51). Table 1 gives a few definitions from the literature.  
 

Author Definition 
Marks, M. L. (1999: 14) “Culture due diligence helps buyers spot likely people problems at 

a target and determine whether potential clashes might sink the 
deal.” 

Galpin, T. J. and Hern-
don, M. (2007: 47) 

“The primary value of cultural due diligence is that is raises sensi-
tivity to and awareness of issues that should be proactively man-
aged during integration.” 

Carleton, J. R. and Line-
berry, C. S. (2004: 54) 

“Cultural Due Diligence is a systemic and research-based method-
ology for significantly increasing the odds of success of mergers, 
acquisitions, and alliances.” 

Table 1: Definition of the term ‘Cultural Due Diligence’ (authors’ own compilation) 
 
 
Three basic insights emanate from these definitions: Firstly, CDD is more than just a simple culture 
analysis but rather an instrument for a thorough examination and evaluation of the corporate cultures 
of partners engaged in a merger or acquisition. Secondly, CDD serves as an early identification of 
potential cultural risks (Blöcher, 2004), which should decisively influence the PMI strategy (Carleton 
and Lineberry, 2004) or foreclose the deal in case of irreconcilable cultural differences and barriers 
(Schneck, 2007). Thirdly, for these reasons CDD should by no means play a subordinate role in com-
parison to the traditional due diligence areas (Schneck, 2007). 

Carleton and Lineberry (2004: 69) emphasise that “as any sound organisational research, a 

CDD process [should] employ both qualitative and quantitative data collection”. They distinguish be-
tween ‘off-the-shelf’ and ‘customised’ CDD processes. ‘Off-the-shelf’ assessment models are general-
ly based on quantitative data only. They do not differentiate between value-based and non-value-
based differences, lack attention to detail and hence assume a “one size fits all” (2004: 56). ‘Custom-

ised’ CDD processes, on the other hand, are seen as to combine a qualitative research design includ-
ing interviews, focus groups and workplace observations with a customised quantitative survey (Car-
leton and Lineberry, 2004).  

Even though the design of a CDD is, as Blöcher (2004) maintains, little standardised (but de-
termined by the specific needs of the involved companies), Carleton and Lineberry (2004) and also 
Schneck (2007) provide a reasonably simplified CDD process model that draws on qualitative and 
quantitative data (see Figure 1). 
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Figure 1: CDD Process Model (based on Carleton and Lineberry (2004: 49-81) and Schneck (2007)) 
 
 
The first step in a CDD process is an acquirer self-assessment (1). This is to detect prevailing prob-
lems within the acquiring firm and to provide a solid basis for a comparison with the cultures of poten-
tial target firms (2-3). If a potential target is selected, a high-level CDD assessment of the target firm is 
undertaken (4). Given the access problems in the pre-deal phase, a high-level CDD assessment re-
mains rather an estimate than scientific mapping of the target culture. What follows is the assessment 
of the executive team compatibility (5) and of the ability to retain key people (6). In the ‘post-letter of 
intent/acceptance’ phase, steps (3) to (6) are typically repeated in order to prepare a detailed cultural 
profile of the target organisation and to identify potential cultural risks and conflict areas (Zimmer, 
2001). Risks and conflict areas, in turn, indicate the cultural difficulties the socio-cultural PMI process 
is heading. 
 
 
1.2 Socio-Cultural Post Merger Integration Management 
 
A large number of theoretical and empirical studies stress the importance an effective socio-cultural 
PMI has for the success of M&As (Cartwright and Cooper, 1993; Pablo, 1994; Quah and Young, 
2005). Building on the distinction between task and human integration, Birkinshaw et al. (2000) argue 
that the higher the level of human integration in the early stages of the PMI, the easier and more effec-
tive the integration of tasks later on. Zooming in on this finding, Stahl and Voigt (2008) argue that the 
impact cultural differences have on the integration process, especially on human integration, should 
be thoroughly analysed and used in order to successfully realize M&A synergies. Despite some slight 
differences in definition, the authors mentioned agree that the lower the level of cultural integration, 
the higher the likelihood of post-M&A problems due to an insufficient or slow-paced task integration. 
The difficulty to integrate different corporate cultures after deal is often attributed to a strong resistance 
to change that organisations face in general and in particular in such instances such as M&As. Kotter 
and Schlesinger (2008) identify four most common reasons for resistance to change based on their 
analysis of numerous successful and unsuccessful organisational changes. ‘Parochial self-interest’ 

results from the fear of people affected by the change to lose something of value for them. Another 
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extremely important reason for resistance to change is ‘misunderstanding and lack of trust’. In this 

case, employees do not comprehend the impact of the change and think the change might cost them 
more than they could benefit from it. People might also resist to change when they ‘assess the situa-
tion differently’ than their supervisors and perceive the costs involved as higher than the benefits, not 

only for them but the entire organisation. The fourth reason ‘low tolerance for change’ emerges when 

people fear not to meet new expectations in terms of skills and behaviour imposed by the change. 
Given the overarching importance of overcoming such resistance to change, the last three 

decades have seen a growing body of research on key factors that positively influence post-merger 
human integration. It is the following interdependent factors that according to the majority of authors 
need particular attention.  
 
Speed of Integration: The optimal speed of PMI is a fairly debated issue in literature. Some research-
ers argue that firms should take time in fully implementing the changes and gradually prepare the em-
ployees for the change while other authors claim that right after the M&A announcement people are 
still open for change. There is often talk of the ‘first 100 days’ as a time frame critical for the post-deal 
success (Angwin, 2004). Feldmann and Spratt (1999: 2) argue that “if your transition is not progress-

ing along a hundred-day critical path, you are behind the power curve”. Relating this statement to a 

human integration perspective, faster integration takes advantage of the employees’ initial enthusiasm 

and reduces the timeframe for employees to experience uncertainty feelings that mostly result from 
rumours going around the firm, which in turn exponentially increase with time if not actively sorted out 
(Angwin, 2004).  
 
Trust: As Kotter and Schlesinger (2008) point out, one source causing resistance to change is a lack 
of trust between the acquiring firm and the employees, as the latter do not understand the conse-
quences of the change and might perceive the change as harmful for themselves. The term trust is 
defined as “a psychological state comprising the intention to accept vulnerability based upon positive 

expectations of the intentions or behaviour of another” (Rousseau et al., 1998: 395). Since the situa-
tion following the merger or acquisition announcement is highly unpredictable, especially for employ-
ees, people feel vulnerable and therefore initially tend to distrust the new organisational form (Stahl et 
al., 2012). The dynamic nature of trust, however, allows the acquirer to proactively further target em-
ployees’ trust through communicating shared norms, knowledge and goals among all employees 

(Bijlsma-Frankema, 2001). 
 
Communication: According to Kotter and Schlesinger (2008), one of best ways to deal with resistance 
to change is ‘education and communication’, meaning that the people affected by the change should 

be educated about it beforehand and the impacts of the change should be clearly communicated. Also 
Haspeslagh and Jemison (1991: 180) suggest to “alleviate concerns by carefully communicating and 

confirming what will not change to the managers and employees of the acquired firm” before combin-

ing the two firms. Bastien’s (1987) study of behaviour and communication during M&As found that 
extensive formal and informal communication was crucial in order to reduce employees' uncertainty 
feelings that involve sudden switches from very positive to very negative future scenarios. In periods in 
which no or poor efforts for communication where made, uncertainty feelings among employees im-
mediately grew, productivity decreased and employee turnover increased. Bastien (1987) concludes 
that the acquiring firm needs to understand their own and the target firm’s corporate cultures so that 

differing norms and practices do not evolve as sources of conflict and rejection. 
 
Retaining Key People: During a merger or acquisition the internal and external environment of the 
involved firms inevitably becomes unstable and precarious, making key performers either lose their 
commitment to the firm or even change over to competitors. For headhunters and competitors M&As 
are one of the top occasions to draft top performers (Galpin and Herndon, 2007). Galpin and Herndon 
(2007: 127) put it in a nutshell: “Your best players will find a new team first”. It does not seem surpris-
ing then that a study measuring top management turnover rates in M&As found out that for at least a 
decade following the acquisition, target firms lose 21% of their executives each year – more than dou-
ble the turnover rate of non-merged firms (Krug and Shill, 2008: 17). Therefore, “organisations should 
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give the retention and ‘rerecruitment’ of top performers one of the highest priorities during a merger or 

acquisition” (Galpin and Herndon, 2007: 128). The term ‘rerecruitment’ implies not only that key peo-

ple should be given incentives to for staying in the firm but also that actions should be taken in keep-
ing these key people motivated (Galpin and Herndon, 2007). 
 
 
1.3 The Link Between Cultural Due Diligence and Socio-Cultural Post Merger Inte-
gration Management 
 
While a few studies focus on pre-deal CDD (Blöcher, 2004; Zimmer, 2001; Schneck, 2007), most stud-
ies that show an interest in cultural integration issues exclusively look at PMI management (Pablo, 
2004; Stahl and Voigt, 2008; Quah and Young, 2005; Birkinshaw et al., 2000), essentially following 
Haspeslagh and Jemison’s statement that “all value creation takes place after the acquisition” (1991: 

132). Thereby these latter studies more or less all neglect that value creation might start long before 
the merger or acquisition contract is signed. There are a few exceptions such as for instance Kotter 
and Schlesinger’s (2008) proposition that communication should start prior to the deal in order to pre-

pare the people for the change. However, these studies ignore that this already requires a solid un-
derstanding of the prevailing corporate cultures both at the target and the acquirer, which can only be 
attained through an in-depth cultural analysis before any attempt is made to combine the two organi-
sations. Summing up, it turns out that overall the link between pre-deal CDD and PMI management 
has remained largely ignored by research so far. Hence, it is the aim of this paper to address this gap 
by examining in-depth the value a CDD has for socio-cultural PMI management.  
 
 
2 Concept and Methodology 
 
The conceptual model this paper draws on is shown in Figure 2. It posits that there is a strong interre-
lation of CDD and PMI. There are two basic propositions of the model: First, pre-deal CDD is able to 
identify restraining forces that potentially burden the socio-cultural PMI integration process. Second, 
these insights allow for an enhanced fulfilment of key success factors in the socio-cultural PMI pro-
cess.  
 

 
Figure 2: Conceptual Model (authors’ own compilation) 
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Given the rather piecemeal research on the subject and the need for basic theory building, this paper 
follows an explorative approach that aims to better elucidate and understand the interrelation between 
CDD and PMI by studying in-depth one case, i.e. the Hewlett-Packard-Compaq merger of 2002 (Dyer 
and Wilkins 1991; Yin 2009). Hence, the different CDD activities of the case merger in the pre-deal 
phase will be examined and their value for the post-merger phase will be analysed. The merger of 
Hewlett-Packard (HP) and Compaq (CPQ) was chosen since HP revealed detailed information about 
its CDD activities in this merger, what is not common. Moreover, still today it is one of the biggest 
mergers in the computer industry, what led to a strong public attention allowing to build this paper on 
secondary sources from business journals, academic books, newspaper articles. In addition, relevant 
material from the homepages of HP and Compaq was studied. 

Since there is no direct knowledge on what impact HP’s CDD activities had on the rather suc-
cessful socio-cultural PMI, the remainder of the paper is dedicated to study the integration manage-
ment processes throughout the pre-deal and post-deal phase and to examine their interrelation in view 
of the conceptual model. In other words, we will study whether the CDD facilitated an enhanced fulfil-
ment of key success factors of the PMI such as speed, trust, communication and the retention of key 
people.  
 
 
3 The Case Study: Cultural Integration at the HP-Compaq Merger 
 
The HP-Compaq deal is known as the biggest IT merger in history (Smith, 2002) that involved 150,000 
people in 160 countries (Business Week, 2001). Both companies were not in a favourable market 
position and there was no other way to be able to compete with major rivals such as IBM and Dell than 
this merger (Beer, 2002). Despite some strong opposition by one major shareholder (the son of HP’s 

co-founder, Walter Hewlett), the merger was decided on in March 2002. The new HPQ (HP-Compaq) 
reached a combined revenue of $87 billion, based on the numbers of the, at that time, last four quar-
ters, this putting them in a head-to-head position with IBM for the title of the largest technology com-
pany (Business Week, 2001). HP and Compaq further expected to reach cost synergies of about $2,5 
billion by 2004 with the merger (Lohr and Gaither, 2001), among other things achieved through the 
layoff of 15,000 employees (Kinsman, 2002). 

Looking back at the HP-Compaq merger ten years later, Carly Fiorina, former CEO of HPQ, 
regards the merger as definitely successful. In an interview with Bloomberg TV (2011) she said: “If you 

look at the numbers there is no question [that this merger was the right move]. We went from a lagging 
PC business to the leader in the world in terms of revenue, market share and profitability. […] And we 
improved the growth rate and the profitability of our already-leading printing business. So yes, it was a 
huge success” (Chang and Johnson, 2011). This assessment holds true today. Even though the com-

pany was struggling in recent years, HPQ hold the first place in terms of market share for a long time, 
until it has been overtaken by Lenovo by the end of 2013 (Montlake, 2013). HPQ now holds the sec-
ond highest market share (16,6%) in the highly competitive computer hardware business (Bloomberg, 
2015). Referring back to McKinsey’s figures revealing that 66-75% of M&As fail to achieve the antici-
pated synergies (McKinsey, 2010: 1), it seems that HP and Compaq managing the largest technology 
merger in history, have done a good job in merging and integrating their two large technology compa-
nies with strongly established and differing corporate cultures. 

Figure 3 provides a timeline of the merger and the main cultural integration activities that first 
took place in what has been labelled the clean rooms, then in the cultural integration team and finally 
in the so-called fast-start programme. 
 
I 
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Figure 3: HP-Compaq Merger Timeline (authors’ own compilation) 
 
 
3.1 The Clean Room 
 
In August 2001, already one month before the intention of the merger was announced, the companies’ 

CEOs Carly Fiorina (HP) and Michael Capellas (Compaq) decided on selecting a senior executive 
from their respective companies to be in charge of the integration effort (Burgelman and Meza, 2004). 
Fiorina chose executive vice president Webb McKinney, while Capellas assigned Jeff Clarke, Com-
paq’s chief financial officer, for the job (Burgelman and McKinney, 2006). Together, McKinney and 
Clarke headed the ‘Clean Room’ – a metaphorical clean room where ‘Clean Teams’ were able to ex-

clusively concentrate on the merger integration apart from the day-to-day distraction of the still operat-
ing and competing companies (Burgelman and Meza, 2004). The term ‘Clean Room’ originates from 
the health and computer chip industry, where work is done in separate clear environments in order to 
avoid contamination, with contamination in the M&A context meaning the flow of confidential infor-
mation merging companies are not allowed to exchange due to competition matters (Koob, 2006). 
Hence, ‘Clean Room’ members were only permitted to ask their non-Clean Room colleagues for in-
formation but they were forbidden to discuss any integration matters with them (Allen, 2012). 

The ‘Clean Room’ Model’ enabled the merging companies to work on integration plans even 

so the deal was still ahead (Koob, 2006). With an initially small, dedicated 30-person (Burgelman and 
Meza, 2004) team of project managers, OD experts, consultants and analysts, Clarke and McKinney 
started off with the integration work (Allen, 2012). During the following six months, the ‘Clean Team’ 

ultimately grew to about 2,500 people (Allen, 2012), who all halted working for daily business opera-
tions but were instead solely responsible for the immense integration workload (Burgelman and Meza, 
2004). The major key objective of the ‘Clean Teams’ work was to enable the merged company to 

“open its doors and hit the ground running day one” (Allen, 2012: 51). By March 2002, the ‘Clean 

Team’ had already worked an estimated 1.3 million hours on creating a road map for how to mesh the 
two long-term competitors to one single firm (Lohr, 2002). 

Within the ‘Clean Room’ environment, small individual Post Merger Integration teams (PMI 

teams) were formed according to a ‘Noah’s Ark’ model – a buddy system that should avoid a potential 
us-versus-them mentality (Burgelman and Meza, 2004). Its underlying idea was to match each HP 
manager with a Compaq counterpart, with these pairs working under the central Post-Merger Integra-
tion Office (Central Programme Management Office, cPMO) as illustrated in Figure 4 (Allen, 2012). In 
order to discuss and review their integration plans and proceedings, the ‘Clean Teams’ met every 

week in person. Within the ‘Clean Room’ an ‘Adopt-and-Go’ approach was applied. This essentially 
meant to identify and select the best practice to be found among both firms throughout the merged 
company (Tam, 2002). This encompassed business models, processes, products, as well as cultural 
cornerstones such as corporate values and objectives. What has not been identified as best practice 
was to be eliminated (Harvey, 2002; Allen 2012; Burgelman and Meza, 2004). Technically the ‘Adopt-
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and-Go’ approach operated a traffic light system for the over 10,000 adopt-and-go decisions, that had 
to be made: finished or ahead of schedule projects were marked green, projects that were on track 
yellow, and those being behind schedule marked in red. This approach allowed the combined firms to 
move fast once the merger had clearance (Allen, 2012). Clarke argued that the ‘Adopt-and-go’ strate-

gy later strongly prevented “politicking” among employees, as they were aware that the ‘Clean Room’ 

decisions were not up for discussion but only for execution (Burgelman and McKinney, 2006: 24). In 
order to supplement the ‘Adopt-and-Go’ approach, Susan D. Bowick, HP’s executive vice president of 

Human Resources and Workforce Development, introduced the ‘Launch-and-Learn’ approach, that 
legitimized fast decision making aiming at good but not necessarily perfect decisions (Burgelman and 
McKinney, 2006: 25). Finally, fast decision making was supported by the principle of ‘getting the dead 
moose on the table’ what meant to openly speak out differences among the teams in order to discuss 
and solve emerging conflicts before the integration of the merging firms take place (Burgelman and 
Meza, 2004; Burgelman and McKinney, 2006; Allen, 2012).  
The ‘Clean Team’ was closely linked to the Steering Committee, which consisted of a small group of 
high rank senior executives (as illustrated in Figure 4) who made quick decisions and had the standing 
of imposing their execution (without running into lengthy discussions). 
 

 
Figure 4: Merger Integration Team Organisation Chart Source (based on Burgelman and Meza (2004: 33) 
 
 
3.2 Cultural Integration Team  
 
Within the overall ‘Clean Team’ and as a sub-PMI team, the Cultural Integration Team (CIT) (as illus-
trated in Figure 4) was established in order to ensure an effective and fast cultural integration of the 
two companies (Burgelman and Meza, 2004; Allen, 2012). The CIT, consisting of both HP and Com-
paq employees and some external consultants from Mercer Delta, was introduced immediately after 
the merger announcement (Tam, 2002). So while the Clean Room itself was, in fact, developing a new 
corporate culture through jointly planning the ‘new HP way’, the CIT was launched in order to exclu-

sively examine the cultural differences of the two firms. With its launch, the CIT started to conduct an 
extensive CDD throughout both companies (Allen, 2012). This CDD consisted of 127 individual execu-
tive interviews and 138 focus groups that in turn assembled 1500 managers and individual contribu-
tors in 22 countries (Stachowicz-Stanusch, 2009). A large-scale survey was rejected after considera-
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tion as this might have confused employees and created uncertainty feelings among the personnel 
(Allen, 2012). In line with that, Elise Walton, then senior partner at Mercer Delta and consultant of the 
CIT, explained that “qualitative data was much more valuable [as] we were able to do a content analy-
sis of all comments and the output was immediately useful” (Allen, 2012: 52).  
The CDD assessment revealed many differences between the two strongly established corporate 
cultures. The major cultural differences derived from the CDD are summarized in table 2.  
 

Table 2: Differences in HP’s and CPQ’s Corporate Cultures (based on DePamphilis (2010: 210-211), Burgelman 
and Meza (2004: 11), Tam (2002), and Stachowicz-Stanusch (2009: 71-72)) 
 
 
The CDD data was then included into ‘Clean Room’ decisions, especially concerning human re-

sources, organisational design and structure, staffing of key positions, reward and compensation 
plans, as well as executive selection (Allen, 2012). Hence, by April 2002, HP announced the names of 
150 senior managers who would be in charge of key positions in the new HP’s four business lines and 

international corporate functions. In order to ensure a strong integration effort, both pre-merger HP 
and Compaq offered retention bonuses to about 8,200 key people, among which only 10% were in 
executive positions (Burgelman and Meza, 2004). These retention bonuses amounted to 50% of their 
salaries plus “target bonus” and were paid in two rates, one upon deal closure and the second after 

the first year (Fried, 2002). 
For the design and launch of the new HPQ culture, the CIT implemented a so-called ‘Living 

Systems’ approach that preferred a communicative and participative form over a top-down method of 
change (Maturana and Varela, 1980). In line with that, questions such as ‘which values and objectives 

of the two companies should be preserved’ and ‘what should be created’ were asked in order to gen-
erate an evolutionary set of cultural cornerstones (Allen, 2012). Then the ‘Adopt-and-Go’ approach 

was applied so as to pick the best of what existed between the two corporate cultures (see Figure 5). 
Paul Brandling, long-standing HPQ employee, noted that the underlying bedrock values were team-
work, trust and respect, speed and agility. He further argued that given the two corporate cultures 
would accept those, “they will start to shape attitudes and behaviours which eventually flesh out into 
culture” (Boyd, 2002: 2).  
 
 
 

Hewlett-Packard’s Corporate Culture Compaq’s Corporate Culture 
 

 Culture of consideration, thoughtful-
ness, and planning 
 

 More careful culture 

 

 Voicemail Culture 

 Bureaucratic managers 

 More internally focused 

 Rather systematic 

 Relies on organisation’s rich history 

as a source of knowledge 

 Review of events so as to find best 

practices 

 
 Culture of ready, shoot, and aim 

 

 Quicker to act due to less discus-
sions 
 

 E-mail Culture 

 Impulsive managers 

 More externally focused 

 Rather spontaneous 

 Focuses on future possibilities and 

learn as they go 

 Trial and Error; forges ahead with-

out looking back 
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Figure 5: The values and objectives of the new HP – Integrating the best of both cultures (based on HP and 
Stachowicz-Stanusch (2009: 74). 
 
 
Once the new cultural cornerstones were decided upon, the CIT then started to share them in interac-
tive sessions with the various ‘Clean Teams’ (Marketing, HR, etc.) (Allen, 2012). These sessions in-
cluded a ‘Mirror Exchange’ exercise in which HP and former Compaq employees had to metaphorical-
ly describe one another as for instance through the use of sports analogies (Tam, 2002). Along with 
this exercise, the CIT created an employee website that featured a monthly ‘culture-in-action’ story, 

illustrating the pre-merger cultures while at the same time highlighting the preserved cultural values. 
The intent behind these activities was to early on foster employee engagement and to create a mutual 
cultural awareness and understanding among the workforces (Allen, 2012).  
 
 
3.3 The Fast-Start Programme 
 
The CIT also introduced a Fast-Start programme, an integration workshop programme that should 
accelerate the successful starting of the newly integrated teams. In April 2002, before the Fast-Start 
programme was initiated and before merger day one, HP held a two-day ‘Leadership Readiness 

Summit’ with 300 Compaq and HP leaders to interactively start-off the new approach (Tam, 2002). 
The leaders were supplied with all the needed material and knowledge to share within their respective 
offices (Allen, 2012). ‘Fast-Start’ consisted of 10 modules that newly assigned managers had to walk 

through in their team’s kick-off meetings composed of HP and former Compaq employees (Stachow-
icz-Stanusch, 2009). These modules could be completed either in two consecutive full days or split 
into two-hour sessions over one or two weeks (Allen, 2012) and had to be completed within the teams’ 

first 30 days (Stachowicz-Stanusch, 2009). The completion of the Fast-Start programme was manda-
tory for all levels of the firm and its results were tied to the new HPQ balanced scorecard and manager 
compensation (Tam, 2002). The major objectives of these Fast-Start sessions were to accelerate 
HPQ’s cultural integration and to establish team cohesiveness that would drive execution and bring 

forth the newly combined corporate culture (Stachowicz-Stanusch, 2009). By October 2002, more than 
17,000 Fast-Start sessions had taken place (Allen, 2012).  
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4 Analysis and Discussion 
 
 
4.1 HP’s Cultural Integration Strategy  
 
According to the acculturation model by Nahavandi and Malekzadeh (1988), HP’s and Compaq’s ac-

culturation mode can be identified as ‘integration’. This implies that HP as well as Compaq cherished 

and desired to preserve their own culture while at the same time perceiving the other firm’s corporate 

culture as very attractive. In the HPQ merger this degree of congruence regarding their acculturation 
preferences led to low acculturative stress and hence to a higher likelihood of achieving cultural syn-
ergy. The acculturation congruence in the HPQ merger was insofar given as both companies were 
willing to adopt some cultural values and objectives of the other firm as well as giving up some of 
theirs as required by the ‘Adopt-and-Go’ approach. Further, HP’s extensive effort concerning its CDD 
activities and the associated integration mode is in line with Blöcher’s (2004) empirical study that re-

vealed that a CDD is typically applied by acquirers who strive for a high degree of integration.  
Likewise, the type of cultural integration strategy adopted by HP and Compaq strongly match-

es with Haspeslagh’s and Jemison’s cultural integration model (1991). More specifically, the integra-

tion strategy can be identified as a ‘symbiosis merger’ in which the best practices of both are com-
bined leading to cultural integration. A truly symbiotic merger can, according to Haspeslagh and 
Jemison (1991), only be achieved when both organisations adopt the original characteristics of the 
respective partner firm. The intention to achieve symbiosis is for instance recognisable in HP’s ‘Adopt-
and-Go’ approach and the ‘Noah’s Ark’ Model, that both aim at choosing the best of both worlds. This 

implies to retain an optimal interaction between the merging organisations through an evolutionary 
change process. The key here is evolutionary instead of revolutionary change process. Following 
O’Toole, (1985, cited in Carleton and Lineberry, 2004: 19) “anthropology indicates that culture chang-

es in one of two basic ways, revolution and evolution, and attempts at revolutionary culture change 
always fail; it is the shared experience and common history of a group over time that changes the 
culture”. In line with this, HP’s new cultural cornerstones have been designed according to an evolu-

tionary set of cultural values and objectives, also influenced by its ‘Adopt-and-Go’ approach.  
As already indicated, HP’s remarkable effort into its CDD procedure shows a high aspiration 

for cultural integration. The various CDD activities within the ‘Clean Room’ laid the perfect foundation 
to ensure a timely cultural integration. While the operations of the ‘Clean Teams’ developed a new 

culture, particularly the CIT through exclusively examining the different cultural factors, created the 
necessary cultural awareness and understanding between the two corporate cultures.  
 
 
4.2 The Link Between CDD and PMI 
 
In order to examine the actual value of the CDD for the PMI in the HP-Compaq case, we will now ana-
lyse in detail to what extent the CDD facilitated an enhanced fulfilment of the PMI key success factors 
speed, trust, communication and retention of key people. 
 
Communication: Following Kotter and Schlesinger (2008), communication is one of the best ways to 
deal with resistance to change. HP’s early integration efforts and the ‘Clean Room’ itself were indica-

tors for a timely communication between the merging companies. The launch of the ‘Clean Room’ and 

its ‘Clean Teams’ consisting of both Compaq and HP employees, allowed the firms to communicate 

already ten months before the deal. This sorted out the many feelings of uncertainty among the two 
workforces, that were due to the merger’s public discussion following a fierce proxy battle launched by 

a major shareholder (the son of HP’s co-founder Walter Hewlett). It was in particular the ‘Clean 

Rooms’ dialogic approach that largely avoided dangerous communication holes in that situation, which 

instantly lead to increased uncertainty feelings, employee turnover and a decreased productivity (Bas-
tien, 1987). Remaining uncertainty feelings were tamed by introducing the principle of ‘Getting the 

Dead Moose on the Table’. This principle turned implicit communication into a transparent two-way 
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communication that brought about trust and mutual understanding among the employees. The same 
effect was provoked by the CIT’s ‘Mirror Exchange’ exercise. Through an informal and reflective com-

munication exercise, crucial insights for the operations of the new HPQ teams in the post-merger 
phase could be gained. Finally, the Fast-Start programme clearly communicated the new cultural 
model that resulted from the ‘Clean Room’s’ work to all levels of the newly combined workforce. 
 
Trust: Another key success factor in the PMI that potentially decreases employees’ resistance to 

change is ‘trust’ (Stahl, 2012). As just discussed, HP’s integration effort displayed a high degree of 

communication that fought initial distrust resulting from the public debate about the merger. Moreover, 
the CR’s ‘Noah’s Ark Model’ contributed to the creation of trust between members of the integration 

teams within the ‘Clean Room’. Also decisions taken by the ‘Clean Teams’ were trusted in the two 

organisations as they were co-decided by an own colleague. Finally, the ‘Launch-and-Learn’ approach 

created trust in that it foresaw that decisions that turn out to have too many negative effects might be 
changed again as a part of the learning process (Kotter and Schlesinger, 2008). Overall it turns out 
that trust among the partners was already generated in the pre-deal phase with considerable positive 
effects for an accelerated integration process in the PMI phase.  
 
Speed: For the HP-Compaq merger, a merger within the extremely fast moving technology industry, 
the speed of integration was even more important (Burgelman and Meza, 2004). The ‘Adopt-and-Go’ 

approach substantially accelerated the decision making process of the various integration teams. This 
strategy stopped politicking and contentious debates and as such allowed for execution speed. Espe-
cially the ‘Adopt-and-Go’ traffic light system simplified the over 10,000 adopt-and-go decisions and 
was a critical success factor for achieving integration speed. Similarly, the ‘Launch-and-Learn’ ap-

proach encouraged the ‘Clean Teams’ to make decisions that were “fast and good enough” 

(Burgelman and McKinney, 2006: 25). Hence, employees did not waste time in trying to achieve per-
fect solutions. Moreover, the ‘Clean Rooms’ operating principle of ‘Launching the Moose’ reduced 

conflict and the time to solve such conflicts. Taken together, all these pre-deal integration activities 
contributed to “the fact that the new HP was ready to operate as one from the first day the merger took 
effect” (Burgelman and Meza, 2004: 20). Given HP’s extensive pre-deal integration efforts and the 
Fast-Start Programme, HP was able to take full advantage of the famous first 100 days and the initial 
employee enthusiasm.  
 
Retention of Key People: While HP was initially able to keep key people through retention bonuses 
and financial rewards, about two years after the launch of the merger many key executives who were 
involved in integration work had resigned or retired. Already six months after HPQ’s merger launch, 
Michael Capellas, former CEO of Compaq and HPQ’s COO, left the newly merged company without 

being replaced by another president (DiCarlo, 2002). Soon afterwards, in November 2003, Jeff Clark, 
leader of the CR and former CFO of Compaq, unexpectedly resigned from the new HPQ. His resigna-
tion occurred at about the same time as Susan Bowick’s, EVP of HR, and Webb McKinney’s early but, 
as analysts remark, genuine retirement announcements (Lohr, 2003a). After harsh criticism, HP’s 

CEO Carly Fiorina, had been forced out by the company’s board of directors (La Monica, 2005) in 
2005. The reasons for these and other key people to leave were manifold. Some apparently got unin-
terested in the integration work, with most of the work accomplished (Allen, 2012). Others seized the 
opportunity to accept more attractive job offers at other companies (Lohr, 2003b). Unsurprisingly, the 
departure of key people steering the integration work led to a fading of the integration effort. Neverthe-
less, the cultural integration achieved by that time was already rather high. 
 
Summing up: Even though the last key success factor mentioned (i.e. the retention of key people) was 
not enhanced through CDD, it still can be concluded that the CDD created a substantial value for the 
PMI. During the CDD restraining forces to the PMI could be identified and the enhanced attainment of 
key success factors such as communication, speed and trust significantly promoted the subsequent 
integration activities. As a result, the CDD can be seen as a prerequisite for a successful PMI, leading 
to cultural synergy and in turn increasing the potential success of the merger. 
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5 Conclusions 
 
Given the large number of M&As and their persistently high failure rate (McKinsey, 2010) researchers 
and M&A experts devote strong efforts to find reasons for the high failure rate. Most of these studies, 
however, have neglected the fact that value creation in M&As is a dynamic process ranging from ex-
tensive pre-merger planning to a well-organised post-merger implementation of the cultural integration 
plan. In response to that, this paper has made an attempt to examine the interrelationship of the pre-
deal CDD and the socio-cultural PMI through an in-depth literature review analysis and a case study. 
To the best of our knowledge this study is the first one to deal with this relationship. Therefore, it clos-
es an important gap in the body of research on cultural aspects of mergers and acquisitions. At the 
same time it puts forward a variable to be tested in research on cultural aspects of post-merger inte-
gration problems (Weber et al., 2009; 2011). In addition, this work adds to the more general literature 
on the link between pre-acquisition and post-acquisition stages in M&As, a field of research that is 
considered to still be in its infancy (Gomes et al., 2013). Here, our proposition, that the CDD is a pre-
requisite for the socio-cultural PMI and hence for the successful creation of cultural synergy, could be 
confirmed, in that the case study showed that the attainment of almost all key success factors were 
enhanced through a pre-deal CDD.  

Limitations of our study for one extend to the well-known problem of statistical generalisation 
of single case studies. Secondly, our findings are limited through the fact that the paper only draws on 
secondary data. Even though the size and the overall importance of the merger in the industry provid-
ed a solid amount of authentic, reliable and representative textual data that allowed for a triangulation 
of content, original data might have provided some further interesting explanations on issues barely or 
not at all reported. Lastly, the HP Compaq merger applies to a special situation in which the merging 
companies, sharing the same national location, planned to merge based on a pre-agreement of both 
boards and where the target company Compaq has not gone into an auction process. Only due to 
these preconditions, not being usually the case with mergers, the very early implementation of the 
‘Clean Room’ could be enabled. In line with these limitations further research should build on the con-
tribution of this paper and seek to confirm the positive relationship between cultural CDD and a suc-
cessful PMI we found for a larger number of cases either applying a case comparison or survey ap-
proach. This would also allow examining the research question with a broader set of data sources 
including primary sources gained through participant observation or interviews.  

Finally, next to some general recommendations that have also been mentioned by other stud-
ies (e.g. on maintaining leadership attention on cultural matters throughout the whole process) there 
are a two important practical lessons that can be learned from our case study. Firstly, managers con-
cerned with integration processes should be aware that cultural integration facilitates and accelerates 
the operational integration. Therefore, especially if the business environment is a fast changing one, 
integration speed is essential and cultural integration should by no means play a subordinate role. 
Secondly, managers should ensure a timely cultural integration through a clean room environment, 
foster employee engagement throughout the integration work and invest in a thorough CDD to prema-
turely reveal critical cultural gaps that could potentially lead to conflicts. 

  



IMB Institute of Management Berlin                                                                                                                Working Paper No. 84 
Hochschule für Wirtschaft und Recht Berlin - Berlin School of Economics and Law 

 18 

References 
 
Allen, A. M. (2012) ‘Culture Integration in a “Clean Room” – Reflections about the HP-Compaq Merger 

10 Years Later’, OD Practitioner , Vol. 44, No. 3, pp. 50-54.  

Angwin, D. (2004) ‘Speed in M&A Integration: The First 100 Days’, European Management Journal, 

Vol. 22, No. 4, pp. 418-430.  

Bastien, D. T. (1987) ‘Common Patterns of Behavior and Communication in Corporate Mergers and 

Acquisitions’, Human Resource Management, Vol. 26, No. 1, pp. 17-33.  

Beer, M. (2002) ‘HP readies layoffs during Compaq merger’, Agence France Press, 8 May. 

Bijlsma-Frankema, K. (2001) ‘On managing cultural integration and cultural change processes in mer-

gers and acquisitions’, Journal of European Industrial Training, Vol. 25, No. 2, pp. 192-207.  

Birkinshaw, J., Bresman, H. and Håkanson, L. (2000) ‘Managing the Post-acquisition Integration Pro-

cess: How the Human Integration and Task Integration Processes interact to foster Value Crea-

tion’, Journal of Management Studies, Vol. 37, No. 3, pp. 395-425.  

Blöcher, A. (2004) Cultural Due Diligence: Möglichkeiten und Grenzen der Erfassung und Bewertung 

von Unternehmenskulturen bei Unternehmenszusammenschlüssen, Aachen: Shaker Verlag. 

Bloomberg Business Week (2015), Computer Hardware Industry Leaders, March 2014, Available at: 

<http://investing.businessweek.com/research/stocks/financials/ratios.asp?ticker=HPQ [Accessed 

06 March 2014] 

Boyd, T. (2002) ‘HP contemplates cultural divide’, Australian Financial Review, 11 May.  

Burgelman, R. A. and McKinney, W. (2006) ‘Managing the Strategic Dynamics of Acquisition Integra-

tion: Lessons from HP and Compaq’, California Management Review, Vol. 48, No. 3, pp. 6-27.  

Burgelman, R.A. and Meza, P. (2004) ‘HP and Compaq Combined: In Search of Scale and Scope’, 

Stanford Graduate School of Business, 15 July. 

Business Week (2001) ‘The Key Players in the HP-Compaq Merger’, Business Week, 24 December. 

Carleton, J. R. and Lineberry, C. S. (2004) Achieving Post-Merger Success – A Stakeholder’s Guide 

to Cultural Due Diligence, Assessment, and Integration, San Francisco: Pfeiffer, an Imprint of John 

Wiley & Sons. 

Cartwright, S. and Cooper, C.L. (1993) ‘The role of culture compatibility in successful organisational 

marriage’, Academy of Management Executive, Vol. 7, No. 2, pp. 57-70. 

Chakravorty,  J. N. (2012) ‘Why do Mergers and Acquisitions quite often fail?’, Advances in Manage-

ment, Vol. 5, No. 5, pp. 21-28.  

Chang, E. and Johnson, C. (2011) ‘Carly Fiorina, Fmr. Chairman And CEO, Hewlett-Packard’ Bloom-

berg TV, 22 August. 

DePamphilis, D. M. (2010) Mergers, Acquisitions, and Other Restructuring Activities – An Integrated 

Approach to Process, Tools, Cases, and Solutions. 5th ed. London: Elsevier. 

DiCarlo, L. (2002) ‘Michael Capellas’s Next Move’, Forbes, 11 November. 

Dyer, W. G. and Wilkins, A. L. (1991) ‘Better stories, not better constructs, to generate better theory: A 

rejoinder to Eisenhardt’, Academy of Management Review, Vol. 16, No. 3, pp. 613-619. 

Feldmann, M. L. and Spratt, M. F. (1999) ‘A Summary of Five Frogs on a Log – A CEO’s Field Guide 

to Accelerating the Transition in Mergers, Acquisitions, and Gut-Wrenching Change’ Price Water-

house Coopers, Advisory Services, M&A Integration.  



IMB Institute of Management Berlin                                                                                                                Working Paper No. 84 
Hochschule für Wirtschaft und Recht Berlin - Berlin School of Economics and Law 

 19 

Fried, I. (2002) ‘Global 2000: HP deal: Some get layoffs, others bonuses’, CNET News, 14 January. 

Galpin, T. J. and Herndon, M. (2007) The Complete Guide to Mergers and Acquisitions: Process Tools 

to support M&A Integration at Every Level, 2nd ed. San Francisco: John Wiley & Sons, Inc. 

Garbade, M. J. (2009) International Mergers & Acquisitions, Cooperations and Networks in the E-

Business Industry, München: GRIN Verlag. 

Gomes, E., Angwin, D., Weber, Y. and Tarba, S. Y. (2013). Critical success factors through the mer-

gers and acquisitions process: Revealing pre- and post-M&A connections for improved perfor-

mance. Thunderbird International Business Review, Vol. 55, pp. 13–36.  

Harvey, F. (2002) ‘No culture clash seen for HP: ‘Adapt and go’ system’, National Post (Canada), 28 

May. 

Haspeslagh, P. C. and Jemison, D. B. (1991) Managing acquisition: Creating value through Company 

Renewal, New York: The Free Press. 

Hofstede, G. (2012) http://geert-hofstede.com [Accessed on 15th October, 2012] 

Kinsman, M. (2002) ‘Merger imperils ‘HP Way’’, Copley News Service, 8 April. 

Koob, J. (2006) ‘Clean Teams: The fast track to M&A integration and value’, Mercer Consulting; Marsh 

& McLennan Companies. Available online at: http://www.mmc.com/views/viewpoint/Koob2006.php 

[Accessed 27 December 2012] 

Kotter, J. P. and Schlesinger, L.A. (2008) ‘Choosing Strategies for Change’ Harvard Business Review, 

Vol. 86, No. 7/8, pp. 130-139.  

KPMG (2002) ‘Unlocking Shareholder Value – The Keys to Success’, Institute of Mergers, Acquisitions 

and Alliances. Available onlione at: http://www.imaa-

institute.org/docs/m&a/kpmg_01_Unlocking%20Shareholder%20Value%20-

%20The%20Keys%20to%20Success.pdf [Accessed 27 August 2012]. 

Krug, J.A. and Shill, W. (2008) ‘The big exit: executive churn in the wake of M&As’, Journal of Busi-

ness Strategy, Vol. 29. No. 4, pp. 15-21.  

La Monica, P. R. (2005) ‘Fiorina out, HP stock soars’, CNN Money, 10 February. 

Lohr, S. and Gaither, C. (2001) ‘A Family Struggle, A Company’s Fate’, The New York Times, 2 De-

cember. 

Lohr, S. (2002) ‘Assembling A Big Merger: Hewlett’s Man For the Details’, The New York Times, 25 

March. 

Lohr, S. (2003a) ‘Key executive in HP- Compaq deal resigns’, The International Herald Tribune, 26 

November. 

Lohr, S. (2003b) ‘Force in Hewlett-Compaq Merger Resigns’, The New York Times, 26 November. 

Marks, M. L. (1999) ‘Adding cultural fit to your diligence checklist’, Mergers & Acquisitions: The 

Dealermaker’s Journal, Vol. 34, No. 3, pp. 14-20.  

Maturana, H. R. and Varela, F. J. (1980) Autopoiesis and Cognition – The Realization of the Living, 

Dordrecht: D. Reidel Publishing Company. 

McKinsey (2010) ‘A new generation of M&A: A McKinsey perspective on the opportunities and chal-

lenges’, Perspectives on merger integration – June 2010 . Available online at: http://bit.ly/VP7bXF 

[Accessed 16 September 2012].  

http://geert-hofstede.com/
http://www.mmc.com/views/viewpoint/Koob2006.php
http://www.imaa-institute.org/docs/m&a/kpmg_01_Unlocking%20Shareholder%20Value%20-%20The%20Keys%20to%20Success.pdf
http://www.imaa-institute.org/docs/m&a/kpmg_01_Unlocking%20Shareholder%20Value%20-%20The%20Keys%20to%20Success.pdf
http://www.imaa-institute.org/docs/m&a/kpmg_01_Unlocking%20Shareholder%20Value%20-%20The%20Keys%20to%20Success.pdf
http://bit.ly/VP7bXF


IMB Institute of Management Berlin                                                                                                                Working Paper No. 84 
Hochschule für Wirtschaft und Recht Berlin - Berlin School of Economics and Law 

 20 

Montlake, S. (2013) ‘Lenovo Shares Jump As PC Shipments Overtake HP’, Forbes. Available online 

at: < http://www.forbes.com/sites/simonmontlake/2013/07/11/lenovo-shares-jump-as-pc-shipments-

overtake-hp/> [Accessed 23 May 2015]. 

Nahavandi, A. and Malekzadeh, A. R. (1988) ‘Acculturation in Mergers and Acquisitions’, Academy of 

Management Review, Vol. 13, No. 1, pp. 79-90.  

Pablo, A. L. (1994) ‘Determinants of acquisition integration level: A decision-making perspective ‘, 

Academy of Management Journal, Vol. 37, No. 4, pp. 803-836.  

Quah, P. and Young, S. (2005) ‘Post-acquisition Management: A Phases Approach for Cross-Border 

M&As’, European Management Journal, Vol. 23. No. 1, pp. 65-75.  

Rousseau, D. M., Sitkin, S. B., Burt, R. S. and Camerer, C. (1998) ‘Not so different after all: a cross-

discipline view of trust’, Academy of Management Review, Vol. 23, No. 3, pp. 393-404.  

Schein, E. H. (2003) Organisationskultur – “The Ed Schein Corporate Culture Survival Guide”. 

Bergisch Gladbach: Edition Humanistische Psychologie. 

Schneck, O. (2007) ‘Cultural Due Diligence. Warum Unternehmensübernahmen scheitern’, Kredit & 

Ratingpraxis. 

Smith, M. (2002) ‘Erskine workers await fate in wake of HP merger’ The Herald, 8 May. 

Stachowicz-Stanusch, A. (2009) ‘Culture Due Diligence based on HP/Compaq Merger case study’, 

Journal of Intercultural Management, Vol. 1, No. 1, pp. 64-81. 

Stahl, G. K. and Voigt, A. (2008) ‘Do Cultural Differences Matter in Mergers and Acquisitions? A Ten-

tative Model and Examination’, Organization Science, Vol. 19, No. 1, pp. 160-176.  

Stahl, G. K., Chua, C. H. and Pablo, A. L. (2012) ‘Does National Context Affect Target Firm Employ-

ees’ Trust in Acquisitions?’, Management International Review, Vol. 52, No. 3, pp. 395-423.  

Tam, P. (2002) ‘HP Designs Workshops To Break Postmerger Ice’, The Wall Street Journal, 11 July. 

Weber, Y., Tarba, S.Y. and Reichel, A. (2009) International mergers and acquisitions performance 

revisited - The role of cultural distance and post-acquisition integration approach implementation. 

Advances In Mergers and Acquisitions, Vol. 8, pp. 1-18. 

Weber, Y., Tarba, S.Y. and Reichel, A. (2011). A model of the influence of culture on integration ap-

proaches and international mergers and acquisitions performance. International Studies of Man-

agement and Organization,  Vol. 41, No.3, pp. 9-24.  

Zimmer, A. (2001) Unternehmenskultur und Cultural Due Diligence bei Mergers & Acquisitions. Aa-

chen: Shaker Verlag. 

 
  



IMB Institute of Management Berlin                                                                                                                Working Paper No. 84 
Hochschule für Wirtschaft und Recht Berlin - Berlin School of Economics and Law 

 21 

List of Tables and Figures 

 
Tables 
 
Table 1: Definition of the term ‘Cultural Due Diligence’ (authors’ own compilation) 
 
Table 2: Differences in HP’s and CPQ’s Corporate Cultures (based on DePamphilis (2010: 210-211),  
  Burgelman and Meza (2004: 11), Tam (2002), and Stachowicz-Stanusch (2009: 71-72)) 
 
 
Figures 
 
Figure 1: CDD Process Model (based on Carleton and Lineberry (2004: 49-81) and Schneck (2007)) 
 
Figure 2: Conceptual Model (authors’ own compilation) 
 
Figure 3: HP-Compaq Merger Timeline (authors’ own compilation) 
 
Figure 4: Merger Integration Team Organisation Chart Source (based on Burgelman and Meza (2004:  
    33)). 
 
Figure 5: The values and objectives of the new HP – Integrating the best of both cultures (based on  
    HP and Stachowicz-Stanusch (2009: 74)). 
 



IMB Institute of Management Berlin                                                                                                                Working Paper No. 84 
Hochschule für Wirtschaft und Recht Berlin - Berlin School of Economics and Law 

 22 

Working Papers des Institute of Management Berlin an der Hochschule für Wirtschaft 

und Recht Berlin 

 
1 Bruche, Gert/ Pfeiffer, Bernd: Herlitz (A) – Vom Großhändler zum PBS-Konzern – Fallstudie, Oktober 

1998. 
2 Löser, Jens: Das globale Geschäftsfeld „Elektrische Haushaltsgroßgeräte“ Ende der 90er Jahre – 

Fallstudie, Oktober 1998. 
3 Lehmann, Lutz Lars: Deregulation and Human Resource Management in Britain and Germany – Illus-

trated with Coca-Cola Bottling Companies in Both Countries, March 1999. 
4 Bruche, Gert: Herlitz (B) - Strategische Neuorientierung in der Krise - Fallstudie, April 1999. 
5 Herr, Hansjörg/ Tober, Silke: Pathways to Capitalism - Explaining the Difference in the Economic Devel-

opment of the Visegrad States, the States of the Former Soviet Union and China, October 1999. 
6 Bruche, Gert: Strategic Thinking and Strategy Analysis in Business - A Survey on the Major Lines of 

Thought and on the State of the Art, October 1999, 28 pages. 
7 Sommer, Albrecht: Die internationale Rolle des Euro, Dezember 1999, 31 pages. 
8 Haller, Sabine: Entwicklung von Dienstleistungen - Service Engineering und Service Design, Januar 

2000. 
9 Stock, Detlev: Eignet sich das Kurs-Gewinn-Verhältnis als Indikator für zukünftige 

Aktienkursveränderungen?, März 2000. 
10 Lau, Raymond W.K.: China’s Privatization, June 2000. 
11 Breslin, Shaun: Growth at the Expense of Development? Chinese Trade and Export-Led Growth Recon-

sidered, July 2000, 30 pages. 
12 Michel, Andreas Dirk: Market Conditions for Electronic Commerce in the People’s Republic of China and 

Implications for Foreign Investment, July 2000, 39 pages. 
13 Bruche, Gert: Corporate Strategy, Relatedness and Diversification, September 2000, 34 pages. 
14 Cao Tingui: The People's Bank of China and its Monetary Policy, October 2001, 21 pages. 
15 Herr, Hansjörg: Wages, Employment and Prices. An Analysis of the Relationship Between Wage Level, 

Wage Structure, Minimum Wages and Employment and Prices, June 2002, 60 pages.  
16 Herr, Hansjörg/ Priewe, Jan (eds.): Current Issues of China’s Economic Policies and Related Interna-

tional Experiences – The Wuhan Conference 2002 - , February 2003, 180 pages. 
17 Herr, Hansjörg/ Priewe, Jan: The Macroeconomic Framework of Poverty Reduction An Assessment of 

the IMF/World Bank Strategy, February 2003, 69 pages. 
18 Wenhao, Li: Currency Competition between EURO and US-Dollar, June 2004, 18 pages. 
19 Kramarek, Maciej: Spezifische Funktionen des Leasings in der Transformationsperiode, Juni 2004, 32 

pages. 
20 Godefroid, Peter: Analyse von Multimedia-Lern/Lehrumgebungen im Fach Marketing im 

englischsprachigen Bereich – inhaltlicher Vergleich und Prüfung der Einsatzfähigkeit an deutschen 
Hochschulen, September 2004, 48 pages. 

21 Kramarek, Maciej: Die Attraktivität des Leasings am Beispiel polnischer Regelungen der 
Transformationsperiode, April 2005, 33 pages. 

22 Pan, Liu/Tao, Xie: The Monetary Policy Transmission in China – „Credit Channel” and its Limitations. 
23 Hongjiang, Zhao/ Wenxu, Wu/Xuehua, Chen: What Factors Affect Small and Medium-sized Enterprise’s 

Ability to Borrow from Bank: Evidence from Chengdu City, Capital of South-western China’s Sichuan 
Province, May 2005, 23 pages. 

24 Fritsche, Ulrich: Ergebnisse der ökonometrischen Untersuchung zum Forschungsprojekt 
Wirtschaftspolitische Regime westlicher Industrienationen, March 2006, 210 pages. 

25 Körner, Marita: Constitutional and Legal Framework of Gender Justice in Germany, November 2006, 14 
pages. 

26 Tomfort, André: The Role of the European Union for the Financial Integration of Eastern Europe, De-
cember 2006, 20 pages. 

27 Gash, Vanessa/ Mertens, Antje/Gordo, Laura Romeu: Are Fixed-Term Job Bad for Your Health?  A 
Comparison between Western Germany and Spain, March 2007, 29 pages. 

28 Kamp, Vanessa/ Niemeier, Hans-Martin/Müller, Jürgen: Can we Learn From Benchmarking Studies of 
Airports and Where do we Want to go From Here? April 2007, 43 pages. 

29 Brand, Frank: Ökonomische Fragestellungen mit vielen Einflussgrößen als Netzwerke. April 2007, 28 
pages. 

30 Venohr, Bernd/ Klaus E. Meyer: The German Miracle Keeps Running: How Germany’s Hidden Champi-
ons Stay Ahead in the Global Economy. May 2007, 31 pages. 

31 Tomenendal, Matthias: The Consultant-Client Interface - A Theoretical Introduction to the Hot Spot of 
 Management Consulting. August 2007, 17 pages. 
32 Zenglein, Max J.: US Wage Determination System. September 2007, 30 pages. 
33 Figeac, Alexis: Socially Responsible Investment und umweltorientiertes Venture Capital. December 

2007, 45 pages. 
34 Gleißner, Harald A.: Post-Merger Integration in der Logistik - Vom Erfolg und Misserfolg bei der 
 Zusammenführung von Logistikeinheiten in der Praxis. March 2008, 27 pages. 
35 Bürkner, Fatiah: Effektivitätssteigerung im gemeinnützigen Sektor am Beispiel einer regionalen ‚Allianz 

für Tanz in Schulen’. April 2008, 29 pages. 



IMB Institute of Management Berlin                                                                                                                Working Paper No. 84 
Hochschule für Wirtschaft und Recht Berlin - Berlin School of Economics and Law 

 23 

36 Körner, Marita: Grenzüberschreitende Arbeitsverhätnisse - Grundlinien des deutschen Internationalen 
 Privatrechts für Arbeitsverträge. April 2008, 22 pages. 
37 Pan, Liu/ Junbo, Zhu: The Management of China’s Huge Foreign Reserve and ist Currency Composition. 
 April 2008, 22 pages. 
38 Rogall, Holger: Essentiales für eine nachhaltige Energie- und Klimaschutzpolitik. May 2008, 46 pages. 
39 Maeser, Paul P.: Mikrofinanzierungen - Chancen für die Entwicklungspolitik und Rahmenbedingungen 

für einen effizienten Einsatz. May 2008, 33 pages. 
40 Pohland, Sven/ Hüther, Frank/ Badde, Joachim: Flexibilisierung von Geschäftsprozessen in der Praxis: 

Case Study „Westfleisch eG - Einführung einer Service-orientierten Architektur (SOA). June 2008, 33 
pages. 

41 Rüggeberg, Harald/ Burmeister, Kjell: Innovationsprozesse in kleinen und mittleren Unternehmen. June 
 2008, 37 pages. 
42 Domke, Nicole/ Stehr, Melanie: Ignorieren oder vorbereiten? Schutz vor Antitrust Verstößen durch 
 Compliance“-Programme. June 2008, 25 pages. 
43 Ripsas, Sven/ Zumholz, Holger/ Kolata, Christian: Der Businessplan als Instrument der 

Gründungsplanung - Möglichkeiten und Grenzen. December 2008, 34 pages. 
44 Jarosch, Helmut: Optimierung des Zusammenwirkens maschineller und intellektueller Spezialisten. 

January 2009, 35 pages. 
45 Kreutzer, Ralf T./ Salomon, Stefanie: Internal Branding: Mitarbeiter zu Markenbotschaftern machen – 
 dargestellt am Beispiel von DHL. February 2009, 54 pages.  
46 Gawron, Thomas: Formen der überörtlichen Kooperation zur Steuerung der Ansiedlung und Erweiterung 

von großflächigen Einzelhandelsvorhaben. April 2009, 43 pages. 
47 Schuchert-Güler, Pakize: Aufgaben und Anforderungen im persönlichen Verkauf: Ergebnisse einer 

Stellenanzeigenanalyse. April 2009, 33 pages. 
48 Felden, Birgit/ Zumholz, Holger: Managementlehre für Familienunternehmen – Bestandsaufnahme der 

Forschungs- und Lehraktivitäten im deutschsprachigen Raum. July 2009, 23 pages. 
49 Meyer, Susanne: Online-Auktionen und Verbraucherschutzrecht – ein Rechtsgebiet in Bewegung. 

Zugleich ein Beitrag zu Voraussetzungen und Rechtsfolgen des Widerrufsrechts bei Internetauktionen. 
December 2009, 29 pages. 

50 Kreutzer, Ralf T.: Konzepte und Instrumente des B-to-B-Dialog-Marketings. December 2009, 40 pages. 
51 Rüggeberg, Harald: Innovationswiderstände bei der Akzeptanz hochgradiger Innovationen aus kleinen 

und mittleren Unternehmen. December 2009, 31 pages. 
52 Kreutzer, Ralf T.: Aufbau einer kundenorientierten Unternehmenskultur. December 2009, 59 pages. 
53 Rogall, Holger/ Oebels, Kerstin: Von der Traditionellen zur Nachhaltigen Ökonomie, June 2010, 28 

pages. 
54 Weimann, Andrea: Nutzung von Mitarbeiterpotenzialen durch Arbeitszeitflexibilisierung – Entwicklung 

eines optimierten Arbeitszeitmodells für eine Abteilung im Einzelhandel, June 2010, 35 pages. 
55 Bruche, Gert: Tata Motor’s Transformational Resource Acquisition Path – A Case Study of Latecomer 

Catch-up in a Business Group Context, October 2010, 28 pages. 
56 Frintrop, Philipp/ Gruber, Thomas: Working Capital Management in der wertorientierten 

Unternehmenssteuerung bei Siemens Transformers, November 2010, 35 pages. 
57 Tolksdorf, Michael: Weltfinanzkrise: Zur Rolle der Banken, Notenbanken und „innovativer 

Finanzprodukte“, November 2010, 20 pages. 
58 Kreutzer, Ralf T./ Hinz ,Jule: Möglichkeiten und Grenzen von Social Media Marketing, December 2010, 

44 pages. 
59 Weyer,Birgit: Perspectives on Optimism within the Context of Project Management: A Call for Multilevel 

Research, January 2011, 30 pages. 
60 Bustamante, Silke: Localization vs. Standardization: Global approaches to CSR Management in multina-

tional companies, March 2011, 29 pages. 
61 Faltin, Günter/Ripsas, Sven: Das Gestalten von Geschäftsmodellen als Kern des Entrepreneurship, April 

2010, 22 pages. 
62 Baumgarth, Carsten/ Binckebanck, Lars: CSR-Markenmanagement – Markenmodell und Best-Practice-

Fälle am Beispiel der Bau- und Immobilienwirtschaft, September 2011, 46 pages 
63 Lemke, Claudia: Entwurf eines Modells zur serviceorientierten Gestaltung von kleinen IT-Organisationen 

in Forschungseinrichtungen Theoretische Überlegungen und methodische Konzeption als erste 
Ergebnisse eines Forschungsprojektes an der HWR Berlin, October 2011, 43 pages 

64 Greiwe, Joris/ Schönbohm, Avo: A KPI based study on the scope and quality of sustainability reporting 
by the DAX 30 companies, November 2011, 31 pages 

65 Lemke, Claudia: Auszug aus der Modellierung des IT-Dienstleistungsmodells „proITS“ am Beispiel der 
Struktur von Forschungseinrichtungen und deren IT-Service – Erkenntnisse aus einem 
Forschungsprojekt an der HWR Berlin, February 2012, 46 pages. 

66 Grothe, Anja/ Marke, Nico: Nachhaltiges Wirtschaften in Berliner Betrieben – Neue Formen des 
Wissenstransfers zwischen Hochschule und Unternehmen, March 2012, 40 pages. 

67 Meyer, Susanne/ Fredrich, Jan: Rechtsgrundlagen einer Pflicht zur Einrichtung einer Complance-
Organisation, May 2012, 19 pages. 

68 Schönbohm, Avo/ Hofmann, Ulrike: Comprehensive Sustainability Reporting – A long road to go for 
German TecDax 30 companies, June 2012, 23 pages. 

69 Baumgarth, Carsten/ Kastner, Olga Louisa: Pop-up-Stores im Modebereich: Erfolgsfaktoren einer 
vergänglichen Form der Kundeninspiration, July 2012, 33 pages. 



IMB Institute of Management Berlin                                                                                                                Working Paper No. 84 
Hochschule für Wirtschaft und Recht Berlin - Berlin School of Economics and Law 

 24 

70 Bowen, Harry P./ Pédussel Wu, Jennifer: Immigrant Specificity and the Relationship between Trade and 
Immigration: Theory and Evidence, October 2012, 32 pages.  

71 Tomenendal, Matthias: Theorien der Beratung – Grundlegende Ansätze zur Bewertung von 
Unternehmensberatungsleistungen, December 2012, 35 pages.  

72 Schönbohm, Avo: Performance Measurement and Management with Financial Ratios – the BASF SE 
Case, March 2013, 26 pages.  

73 Olischer, Florian/ Dörrenbächer, Christoph: Concession Bargaining in the Airline Industry: Ryanair’s 
Policy of Route Relocation and Withdrawal, April 2013, 26 pages. 

74 Dörrenbächer, Christoph/ Gammelgaard, Jens/ McDonald, Frank, Stephan, Andreas/ Tüselmann, Heinz: 
Staffing Foreign Subsidiaries with Parent Country Nationals or Host Country National? Insights from 
European Subsidiaries, September 2013, 27 pages. 

75 Aschfalk-Evertz, Agnes/ Rüttler Oliver: Goodwill Impairment Testing according to IFRS in the United 
Kingdom - An empirical analysis of the discount rates used by the thirty largest FTSE 100 companies, 
November 2013, 28 pages.  

76 Stockklauser, Stephanie/ Tomenendal, Matthias: The Value of Political Consulting – A Segmentation of 
Services and Evaluation Tools, December 2013, 40 pages.  

77 Rosentreter, Sandra/ Singh, Penny/ Schönbohm, Avo: Research Output of Management Accounting 
Academics at Universities of Applied Sciences in Germany and Universities of Technology in South 
Africa - A Comparative Study of Input Determinants, December 2013, 33 pages.  

78 Baumgarth, Carsten/Sandberg, Berit/Brunsen, Hendrik/Schirm, Alexander: Kunst-Unternehmens-
Kooperationen (KUK) - Begriffsbestimmung, Typologie und potenzieller Nutzen, January 2014, 43 pages. 

79 Tomenendal, Matthias/Lange, Hans Rüdiger: Cluster-Entwicklung in einem dreistufigen Modell: das 
Fallbeispiel des Berlin-Brandenburger Energietechnik-Clusters, June 2014, 31 pages.  

80 Rhode, Alexander/ Schönbohm, Avo/ van Vliet, Jacobus: The Tactical Utilization of Cognitive Biases in 
Negotiations, June 2014, 28 pages. 

81 Tomendal, Mathias/Bernhard, Martin G.: Die virtuelle Beratungsorganisation am Rand des Chaos – Wie 
ein kleines Unternehmen große Projekte durchführen kann, August 2014, 27 pages. 

82 Fischer. Ingo/Kieler, Julia: Towards an Employer Brand - An Evidence-Based Approach to Develop an 
Employer Brand: a Case Study of a Berlin-Based Business Incubator in the Online and Mobile Gaming 
Industry, June 2015, 28 pages. 

83 Rumpel, Rainer: Das GQMS-Vorgehensmodell für das Messen der  Wirksamkeit von 
Informationssicherheitsmanagementsystemen, June 2015, 39 pages. 

 
Special Edition:  
Ben Hur, Shlomo: A Call to Responsible Leadership. Keynote Speech at the FHW Berlin MBA Graduation Cere-
mony 2006. November 24th, 2006, Berlin City Hall, April 2007, 13 pages. 




	IMB: IMB Institute of Management Berlin
	Titel_IMB: The Link Between Cultural Due Diligence and Socio-Cultural Post-Merger Integration Management as a Critical Success Factor in M&As
	Untertitel: 
	Autor(en): Authors: Natalie Witzmann, Christoph Dörrenbächer
Editors: Carsten Baumgarth | Gert Bruche | Christoph Dörrenbächer | Friedrich Nagel
	Ausgabe: Working Paper No. 84
06/2015
Series Editor: Head of IMB Institute of Management Berlin
	Impressum: 
	URL: www.hwr-berlin.de


