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Organizational Conflict and Negotiations in Acquisitions and Mergers: Synergon and Beauchamp, Becker, and Company Case Study
Organizations have a diverse portfolio of human resource personalities, ideologies beliefs and behavior that often become the conduits through which conflicts emanate. In a system where such diversity exists conflicts are always imminent. Nevertheless, conflicts in an organization can emanate from a variety of sources and are of various types as discussed later in this essay. However, it is not the existence of the conflict that the organization should worry more about but the response to the conflict because the response can escalate the conflict and make situation worse or resolve the conflict. Therefore, this essay discusses sources of conflicts as well as approaches used to manage conflicts using a typical and fictional mergers and acquisitions between Synergon and Beauchamp, Becker, and Company to illustrate the concept of organizational conflicts.
In this fictional case study, Synergon acquires Beauchamp, Becker, and Company during the tenure of Nick Cunningham as the manager. The top management of Beauchamp, Becker, and Company is retained by Synergon to help in the transition of the acquisition to a merger. Consequently, Cunningham finds himself in a difficult situation because of the top management approaches used to ensure that Beauchamp, Becker, and Company improves its performance because conflicts arise among the stakeholders. Cunningham bosses employ confrontational approaches and impose policies and rules on the Beauchamp, Becker, and Company employees, something that they do not approve thereby creating tension. Clearly, there are organizational, intergroup, interpersonal and intrapersonal sources of conflict in this example.
To begin with, the nature of conflict can be of two types. Conflicts can be functional or dysfunctional. A functional conflict is also referred to as constructive conflict by Debow (2015) and the author argues that it is a healthy confrontation that leads to openness, exchange of information and negotiation for mutual resolution of the conflict (Debow, 2015). Parties to a functional conflict explore alternatives to the conflict to ensure that an amicable solution to the conflict is attained. On the other hand, a dysfunctional conflict also referred to as a destructive conflict is a hostile conflict characterized by reluctance to share and deliberate withholding of information, high expression of negative emotions that often make the conflict resolution difficult thus throttling the negotiation process (Debow, 2015). In this conflict, parties are unwilling to compromise or accommodate therefore issues accumulate thus complicating the conflicts further. Therefore, I confidently argue that the conflict in the above example is a dysfunctional conflict as supported by the following arguments.
The top management of Synergon forces the management of Beauchamp, Becker, and Company to follow the strict rules that they have devised in order to improve the performance of the acquired company without consulting the employees. They operate under the illusion of independence devoid of the critical role of the employees of Beauchamp, Becker, and Company in the success of the merger. In fact, the managing director is expected to retire due to the unfavorable work environment, strict rules and policies of Synergon. This means that Synergon top management is unwilling to compromise, accommodate or collaborate to solve the conflict. Furthermore, for the conflict to escalate to appoint where a senior director finds the work environment stressful and opts to retire, the conflict must have unresolved issues that pile up thus escalating the conflict.  The confrontational nature of top management of Synergon convinces me that this conflict is indeed, dysfunctional. According to Bauer., & Erdogan (2012, c10.2), a dysfunctional conflict is unhealthy, destructive to work relations and throttles chances of organization to attain optimal performance as clearly seen in this case study (Bauer., & Erdogan, (2012, c10.2). 
Furthermore, the dysfunctional conflict witnessed above result from a variety of organizational, intergroup, interpersonal and intrapersonal causes ( Luthans, Luthans, & Luthans, 2015 p.258-264). For example, the strict organizational policies enforced by the top management of Synergon on the merger in the case study are a major organizational cause for the conflict. Moreover, policy changes are an organizational cause of conflicts. Also, intergroup issues are at play in this cases study. Top management is in conflict with the group that is retained in the newly acquired Beauchamp, Becker, and Company employees. Mr. Cunningham is the middle party in this intergroup conflict.
Moreover, interpersonal causes such as variations in business ideologies, behavior, perceptions and beliefs of employees contribute to this conflict. For instance, Synergon top management is too confrontational, impose strict rules and operate under the business ideology of success. In my opinion, they are irrational because they do not seem to care about the concerns of the employees of the firm they acquired thus making some of them stressed, frustrated and opt to retire. Furthermore, personal differences, goal incongruence, and role ambiguity could be causes for the above conflict (Luthans, Luthans, & Luthans, 2015 p 262). When there is confusion on job description of employees and personal differences among employees, interpersonal conflicts are highly likely to occur.
Similarly, intrapersonal reasons are probable causes of the above conflict. According to Luthans, Luthans, & Luthans, (2015 p. 258-262), intrapersonal reasons such as frustration, stress, and hostile work environment can make an employee to conflict within himself ( Luthans, Luthans, & Luthans, 2015 p. 258-262). These are conflicts within an individual. For instance, in addition to organizational, interpersonal, and intergroup conflicts, the managing director of Beauchamp, Becker, and Company has intrapersonal conflict which makes him to consider retiring from the job. The work environment may be hostile.
Conflicts can be healthy or unhealthy to an organization depending on the nature of the conflict and the conflict management approach used to respond to the conflict. According to Shearouse (2011 p.2), parties to a conflict can respond to a conflict by avoiding, compromising, competing, directing, collaborating, accommodating (Shearouse, 2011 p.2). Avoiding means that both parties withdraw from the conflict and do not make any attempts to negotiate and solve the conflict while compromising style involves both parties giving up something to settle for something less but mutually acceptable (Shearouse, 2011 p.2).
 Likewise, accommodating involves one party giving in to the desires of the other party to preserve the relationship which the party can capitalize on in the future (Shearouse, 2011 p.2). On the contrary, competing and directing are hostile approaches where parties are selfish and don’t mind about the impact of the conflict on the opponent (Shearouse, 2011 p.2). It is a win-lose mentality that uses all manner of theatrics to secure a win over the opponent in the conflict negotiation. Lastly, collaboration style capitalizes on mutual trust and cooperation in negotiation to find an amicable solution acceptable to both parties. In this style there is no loser, all parties are winners. Therefore, going by the elaboration above, collaborating or compromising style is the best approach for Mr. Cunningham to use when negotiating for the resolution of the conflict because they would lead to mutually acceptable outcome. 
In conclusion, my advice to Mr. Cunningham is to be an impartial mediator in the conflict. He should initiate the conflict resolution process for the parties to negotiate and agree on the best way forward for both parties to solve the conflict. However difficult it might be considering that He is an employee of one of the parties to the conflict and ideally should follow their orders; he should endeavor to bring both parties to the table for constructive negotiations. Due to the above conflict of interest, Cunningham should be a passive negotiator who will only guide the negotiations. Additionally, he should be prepared for whichever outcome of the negotiation.
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