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4 C’s of Integration: Reasons for a Successful M&A

Communication: Win
Hearts and Minds

MERGERS and acquisitions
make people nervous on

both sides of the transaction for one
and the other reasons. They wonder
whether—and how—they will fit
into the new organization. All of this
means that you have to “sell” the
deal internally, not just to share-
holders and customers resultant
raisingan insatiable demand for
communication and connection.

Change Management:
Manage Resistance to
Change

Management cannot keep
everyone happy. But a number of

things can be done to overcome
some of the resistance and
minimize that which remains.
Below are some of them:

• Explain the reasons for the change:
Perhaps the most effective way
to minimize resistance is to
make sure people in the
organization have a good
understanding of the rationale
for the changes. The people in
charge should be very open,
very willing to share their
perspectives or the line of
reasoning that led to the
changes. When this sort of
information is communicated,
the odds increase that everyone
else will come to see the move
as appropriate.

• Creating a Supportive
environment: Change is accepted
by people more readily in a

nurturing, supportive environ-
ment. When this kind of
atmosphere exists, people are
more willing to take some risks
and experiment with new ways
of doing things. As the saying
goes, there is a need to “catch
people doing something right.”
That creates an environment
where people flourish, and
where change can take root.

• Monitoring the change process
carefully/Effective change team: If
the change is very complex or
very involved, there will be
some glitches. If these problems
aren’t sniffed out and met head-
on— that is, sensibly addressed
by top management—then the
people are going to bow up.
They are going to become more
resentful. Top management/
Effective change team should
encourage people to come forth

Many companies are getting better with M&A and the long-term trend of frequent acquisitions
has also accelerated/pushed companies to develop repeatable models for successful integration
and managers with professional integration management skills. Despite these successes, it’s
been observed and analyzed with professional’s experience that most of the acquirers leave
huge amounts of value on the table in every deal. The companies stumble in certain areas of
post-merger integration: Missing targets, Culture misfit, Communication gap with employees,
Conflicts, and many more. Sometime, companies fail to define clearly and succinctly the deal’s
primary sources of value and its key risks, so they don’t set clear priorities for integration. Some
acquirers seem to expect the target company’s people to integrate themselves and become
captative in culture misfit trap resultant talented people drift away. Uncoordinated actions or
poorly managed systems migrations lead to active interference with the base business — for
example, multiple (and contradictory) communications with customers. Competitors take
advantage of such confusion. All these difficulties are likely to lead to an inability to determine
whether the targets have been hit or not.

Here we will discuss various C’s of integration that must be considered at priority to convert any
deal into a successful one.
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– Mergers and acquisitions-well conceived and properly executed-
can deliver greater value. (BAIN & COMPANY’s report)
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with their complaints, concerns,
and gripes—that’s how
management ends up with the
information needed to fine-tune
the situation.

• Committed leadership: When
things are changing, when an
organization is destabilized,
people need someone to follow.
It has to be someone they have
confidence in, someone they feel
has the ability to lead them out
of the struggle safely. When
leadership is missing, resistance
festers and spreads.

Co-Creation
Co-creation, is about the joint

creation of value by a company and
other stakeholders, and in
particular consumers who work
with the company to co-construct
the service experience to suit his or
her preferences. (Prahalad &
Ramaswamy, 2004).

Conflict Management
Conflict management is a

practice of being able to identify
and handle conflicts sensibly,
fairly, and effectively. Conflicts in
businesses are a natural part of
workplace. When working on any
team, conflict management is a
necessary skill. Your business can
run like a well-oiled machine, but
conflict will persist. In M&A deals
it is a common one. However, it can
be dealt with effective conflict
management styles. There are five
conflict management styles all have
the goal of bringing the involved
parties to a resolution. Each style
exhibit different levels of
cooperativeness and assertiveness.
• Accommodating: An accommo-

dating conflict management style
is used when you set aside your
own wants or needs and focus on
those of others. You leave your
own concerns behind and
accommodate for those of
someone else. This style can often
be seen as weak, but this is not the
case. A big part of conflict
management is realizing when
elongating the resolution process
will only make things worse.

• Avoiding: An avoiding conflict
management style ignores the
situation altogether. Either one
or both of the people involved
in the conflict steer clear of it. It

works when the conflict is
meaningless.

• Compromising: A compromising
conflict management style tries
to find a way to partially satisfy
people on both sides of the
argument. Adjustments are
made on both ends to resolve the
conflict at hand.

• Collaborating: A collaborating
style includes finding a solution
that will completely appease all
involved parties. A win-win
situation, if you will. It can
sometimes be the hardest to
reach. Honest communication
with internal communication
software, or in person, is crucial
when using a collaborative
conflict management style. All
concerns need to be openly
expressed for them to be
addressed in the solution.

• Competing: With this approach,
you take a firm stance and refuse
to budge until you get what you
want. You are unmoved by the
perspectives of the other parties
involved in the conflict.

Adopting any of the conflict
management style is in itself a
challenge to manage with.
Integration process comes with
many challenges and above are
discussed some of the ways to dealt
with these challenges and turn the
deal as a successful one.

Define
A shored ‘hearts and minds’

purpose.
What do we seek to create

together? Set the Bar
What questions should we be

asking to achieve our
purpose?Clarify

Moto roles and responsibilities.
What will be my contribution to:

the project; community and
beyond?

Think
Things through together.
What option do we have
beyond easy answers?Realise

Bring our words, visions
and requirements to reality.

The above figure justifies the co
creation definition that M&A deals
are generally dependent on 5
pillars that is, Define: defining the
purpose of the co creation.
Clarifying the roles and
responsibilities, Realising the visions
and requirements to reality, setting the
bar to achieve the purpose of the deal,
thinking together to realise the due
diligence (Co-creation experiences:
The next practice in value creation,
Prahalad & Ramaswamy, 2004)
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