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Managing Conflict 

Over the past few years there have been many mergers that have been successful, while many others have failed. From airlines, to automobiles, to telecommunication companies, companies have devoted numerous hours to striking the right deal and figuring out how to deliver on the value that has been promised to shareholders and investors while keeping the business going. Although there is no one specific formula that can apply to every company’s unique situation, one key success to merger integrations is the way in which a company handles a merger. Having an effective plan in place is a key element when it comes to mergers. Employees need to have an understanding of the following: the company’s shared vision, the stages of the team development and how it will affect them, ground rules, communication and human factor and an understanding of the integrated organization or the company’s “new identity.” 
We can all agree that every company goes into a merger with a description of what the deal is about. We can also determine that a lot of time and effort goes into creating a statement that explains the merger; however employees often have questions with regards to how it will affect them. With this being the case, senior leadership needs to ensure that a shared vision is communicated to their employees. It is imperative that the companies be forthright and consistent with their communication of the shared vision and that they outline exactly what the company is attempting to accomplish in order for the goals to be recognized (Booz: Allen & Hamilton, Inc., 2001). 
Constant communication serves as a reality check for employees as the company continues to make decisions on a daily basis. In addition to this, by communicating the shared vision it allows the organization to effectively transition and integrate their employees along with their assets. 
The Tuckman Model lets us know that when you are going thru a merger or change within an organization, there are going to be some different reactions from the team. Bruce Tuckman has designed four stages of team’s development Forming, Storming, Norming and Performing. Each stage is unique however each stage plays an important part to the puzzle. 
Let’s take a look at our group assignment for this week. We have two teams combining into one. This will be an example of forming stage because when you are in corporate world and something this big occurred suddenly, you must address the issue immediately. First there is going to be confusion, anger, feeling betrayed, and what’s going to happen now. An action plan is needed to be addressed quickly to show control.  We need to share relevant information about the merger, encourage dialogue, provide structure, direct teams issues, and develop a climate of trust and respect.  
Forming-is the beginning stage, members are careful and confused, looking for direction base on formal leadership. In this stage leaders should share direct information, open communication, give instruction, address team issues and incorporate trust and respect (Torres & Fairbanks, 1996).  Once the ground rules have been explained and implemented then we can move to the next stage in the merging process. The employees must know that we are in this together and we must work, communicate, share ideas, and move forward to accomplish our goal.  
Our goal as members of this group is to achieve personal satisfaction and also accomplish our professional goals. In order to make this possible the appropriate team ground rules must be clearly understood by all members and also all opinions and suggestions from the group will be taken into consideration. These rules will enable all participants to reach into an agreement on how we will operate. One person (the leader) in this case will set up the deadlines that each participant will provide with their contribution, roles and responsibilities to exceed the expectations of our organization’s executive team. 
Our team leader will notify to all members about the short and long term expectations from the project, will also be responsible for ensuring active participation from all members, suggest alternatives when team members are having issues in a particular subject and mentor them towards the successful completion of the task. The team leader will be the mediator in any confrontation or issue that could arise through the project completion and will summarize and clarify team’s decisions in order to get the best results out of the project. 
Our team will need to meet in a weekly basis; this ensures a good communication flow and avoids misunderstandings. In the first meeting we will share all the work and information that needs to be worked and the work will be equally distributed. For those members who like to get the work done right away, is not a problem they will submit it to the team leader and the rest as long as the work is submitted before the deadline still fine. Also if any member fails to provide the work that has been assigned to him/her, the name will not be added in the project and I will take over the responsibility. An important point is the way we will communicate, everyone should do their work independently and the team leader if any question arises you could approach to the leader, also if any conflict happens the team members are responsible to approach to the team leader and he will decide the way this situation will be resolved. 
The goal of our team is to be able to improve the ways that our departments are currently functioning, also once the implementation of the project is done will facilitate all employees to enjoy more their job in the daily basis. 
For this merger to be successful, effective communication is necessary. Managers need to keep all employees informed on upcoming actions the company will be taking to ensure that everyone knows what is going on. Employees need to know the direct the company is headed in and without communication employees are left to assume and rumors began to surface. When communicating with employees the desires of the company the information should be clear to and leave no room for misinterpretation. Managers need to practice openness to facilitate effective communication in the workplace (Ashby, 2008). 
To begin effective communication the managers need to meet with their teams and let them know what the upcoming projects are and what change will be taking place. Managers need to ensure the information that the team receives is precise to include all relevant information to the project the team will work on. Managers need to communicate the importance of team member communicating with other members of the team as well as the manager to ensure that the team meets the project completion deadline. Managers should walk around and talk with the team members to ensure that the project is on track. Team meeting should be scheduled frequently to maintain open communication among team members. During these meeting, all the team members are encouraged to give input on the project and ask questions. 
With every member communicating, proper relaying of information the workplace ensure that project requirements and employee potentially are met (Deshmukh, 2012). 
When there is effective communication, the human factor of the organization become more apparent. Managers find out specific problems antagonizing the worker and work through these problems, no longer controlling employees. This empowers and unleashes the human factor within the team, department, and company ("Reintroducing the human," 2012). The employees began to assume more responsibilities because they have an understanding that they will be part of the in something great than themselves. The employees know that they are valued as part of the team and company. When an employee speaks, they know what they say matters and is taken seriously from managers. The technology of the company is nothing without personnel to manage, maintain, and it put it into action. It is the manager’s responsibility to ensure that the concerns of the members of the company are met, it the company is to survive. This process not goes for managers but the entire food chain of the company. Each higher level should support those below them. If this does not occur, improvement becomes obscured. 
Mergers are quite common in the business world today. They are quite beneficial and a great solution to weather through tough times economically. A merger is great financially, but what most CEOs tend to forget the psychological implications. The identity of the two organizations is disrupted and a new identity has to be found (Weiner, 2012). 
This organization/department may have a logo, but the logo is only the skin. Its identity is deeper than the exterior of the department; it is the very soul of it. Managers within the department must not mistake culture for identity also. It is very expected that some of the employees will not want to be apart of the team, but the common values will not be ‘Us vs. Them.’ Under this new identity 1+1=1 because there will be only one identity moving forward (Bouchikhi & Kimberly, 2012, p. 4). 
There are four different paths that can be taken when establishing the new identity, and they are: assimilation, federation, confederation, and metamorphosis. Assimilation happens when the parent organization totally ignores the acquired organization’s identity, and expects them to also adjust to the way they operate. Confederation is when the two organizations actually merge, and the historical identities can still hold to there true meaning. Federation occurs when an umbrella is formed that both parties in the merger can relate to, and function within. In essence, you are developing a new identity on top of what already exist (Bouchikhi & Kimberly, 2012). 
Finally, metamorphosis requires both parties of the merger to dissolve their previous identity and create a new entity that has never existed. It would be my recommendation to utilize the metamorphosis approach to promote an identity that is fresh/new. This will allow the employees of the department to forget what use to be, and embrace the new identity (Wharton, 2012). Most importantly, no one is looked upon as a winner or loser. Everyone will be embraced and also play an important part in the identity and making history. 
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