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A LEGACY OF  
EXPERTISE IN
MATERIALS AND  
MANUFACTURING
TECHNOLOGIES.
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1660 TODAY
GLOBALLY LEADING 
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2060
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OUR STORY
Integration & Culture
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Horizontal:  one business acquiring another that is 
in direct competition with it. 

MERGERS & ACQUISITIONS

Acquisition

Merger

Vertical:  one business acquiring another that 
belongs to the same supply chain.

Concentric:  both companies are in the same 
industry and one is acquired to expand their 
products and service offerings



Success for 10 to 30 percent



DO WE FIT?
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People  |  Process  |  Technology

Culture will help you understand

• How the company is managed (innovation, flexible, 
command and control, etc.)

• What is most important your employees and how to 
engage them

• How decisions are made and who is involved

• Level of rigor required in your change management 
processes

• How to set goals and hold people accountable

• How to create a compelling vision for the future



Most Acquisitions Fail Because 
People Aren't Boxes

David Garrison, Forbes Council Member and 
CEO of Profitable Engagements, 2019

“ “



The need for change centers around a Business Plan

Integration 
Centers Around 
culture topics



CONNECTING 
CULTURE

People integration: 
Roles, HR functions, etc.

Culture

Process 
Integration:
Finding 
efficiencies, 
streamlining 
systems, etc.

Technology Integration:
Integrating technologies
to maximize investments, 
etc.Focusing on “how” people work 

and what is important to them 
are the keys to success



INTENTIONAL INTEGRATION
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Our Future First Steps (1 to 2 years)



CONNECTING THE ORGANIZATION PRIORITIES & EMPLOYEE BENEFITS
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Our Future First Steps (1 to 2 years)



DATA GATHERING

Data, strategy, and employee 
engagement as the levers for a 
successful integration

CUSTOMERSTRATEGY

• Values
• Employee Interviews
• Success Profiles
• Leadership Competencies

LEADERSHIP

• Culture Survey 
• Site Diagnostics
• Employee Involvement
• Action Plans

CULTURE
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Our goal is to have an engaged and 
high performance culture that 
facilitates business success

“ “



Our culture is a system of shared 
assumptions, values and beliefs, which 
governs how we behave, communicate 
and make decisions.

UNDERSTAND
Examine each other’s business, strategy and start to understand 
each other as individuals.

FOSTER ALIGNMENT
Define what is important in the new organization.  Provides basis 
for thinking deeply about the best operating model for the site.

MOBILIZE THE TEAM
Engage the broader organization to execute on the priorities,  expected 
behaviors and start to build a single high-performing organization.

SUSTAIN THE CHANGE
Engage the broader organization to execute on the priorities and 
expected behaviors

CULTURE 
COLLOBRATION 
LAB (CO-LAB)



TURNING INSIGHTS INTO ACTION
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Employee 
Collaboration Lab

Provides an open and 
collaborative space for 

employees to review data, 
share information and help the 
site determine where to focus

Leadership 
Team Meetings

High level overview of 
survey results, trends and 

next steps for local leaders.

Action Plan
One Strength

One Opportunity

Actions create habits.  
Define the outcomes, behaviors, 
enables and blockers to sustain 

the positive and improve 
challenging areas of the culture



“ “Put the framework into practice, 
engage our workforce and together 

we design our future state.



CO-LAB OVERVIEW
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What will 
you do?

How Does 
It Work?

A place that foster collaboration that pulls on the strength of 
our collogues to create positive change.

Employees come together to review, debate and discuss a 
topic, process, etc.  This leads to identifying the necessary 
Behaviors and Outcomes needed for success. 

Creates impactful networking and collaboration that builds 
teamwork, trust, open and honest conversations. Co-Lab’s 
accelerate the pace of change by involving employees in 
the process. 

Benefit



CO-LAB PROCESS

Outcomes
What are you trying to achieve?

Things you want (and don’t want) 
our culture to achieve.

Behaviors
What do you want to see in 

employees at your site?

The positive or negative actions 
people perform everyday

Enablers and Blockers
How do you intentionally shape the 

culture?

Formal and informal levers to 
drive the culture at our site.
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Source:  Business Model Canvas is Strategyzer.com



SURFACING HABITS, ROUTINES 
AND PROCESSES

To support our desired culture it is important to 
understand the current cultural drivers.  The matrix 
allows us to identify habits, routines or processes that 
exist today and need to be preserved or left behind, as 
well as routines and process that will reinforce the 
desired culture. 

OBJECTIVE
Look at the behaviors you identified for Department and 
Leaders.  

Ask/ consider the following: Should we preserve them?
• Should we leave them behind?
• Do we need new ones (invent and prefect)?

PRESERVE INVENT

UNLEARN RETHINK

G
oo

d
Ba

d

Past Future
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ACCOUNTABILITY –
IMMEDIATE ACTIONS
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Participants take a moment to reflect and 
answer the questions below

• What immediate step will you personally 
take to support our desired culture?

• How will you show up more consistently way 
to employees (communication, expectations, 
etc.)

• What behaviors will you Start, Stop or 
Continue?

• How will you know if you are making 
progress?
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ACTIONS 
CREATE 
HABITS.
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One Strength
One Opportunity

Define the outcomes, 
behaviors, enablers and 
blockers to sustain the positive 
and improve challenging areas 
of the culture



TOOLKIT:  LEADING THROUGH CHANGE AND TRANSITION
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COLLOBRATION 
LAB
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“ “Corporate culture matters.
How management chooses to treat 
its people impacts everything for 
better or for worse.

--Simon Sinek



Thank you for 
joining the 
session today. 
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THANK YOU



APPENDIX



Create a formal CCE plan.  Be 
transparent and share information, 
educate the team Daily, Weekly, 
Monthly

Clarity of roles. Open 
communication, create an 
environment focused on 
collaboration, accountability and 
opportunity.

Make metrics and expectations 
clear; decide which systems and 
processes are important. Create 
an environment of support, 
stability and optimism.  

Communicate the vision, make 
expectations clear, work hard to 
keep strong high potentials by 
connecting early and showing 
opportunity for growth

1 2

3 4

Communication, Change 
& Education (CCE)

Productivity Decline & 
Demoralization

Power Struggles

Turnover

OVERCOMING CHALLENGES



BEHAVIORAL DIMENSION

Create a purpose Create change Build trust Walk the talk

Promote collaboration Empower people Enable development Leverage feedback
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CULTURAL INTEGRATION Three key elements in combination define the culture:

1. The behavioral norms exhibited by everyone from 
senior leaders to operators

2. The critical capabilities and decisions about where and 
how to compete, as defined by our strategy

3. The operating model; the structure, accountabilities, 
priorities, governance mechanisms and ways of 
working that make up the blueprint for how work gets 
done



ACQUISITION  STRATEGY FRAMEWORK
Capabilities and position asset analysis

0

2

4

6

8

10

R&D
Employee Acceptability

Company Credibility

Market share

Cash

Network coverage

Distribution Skills

Operation Skills

Technical Skills

Market Know how

Customer Service

Sales and Marketing

Know-How
• Technology
• Application
• Experience
• Customer
• Knowledge

Processes
• Technology
• Delivery
• Management

/Control

Infrastructure
• Facilities
• Distribution 

Chains
• Supply Chains
• Systems

Mkt. Presence
• Market Share
• Product 

Portfolio
• Franchise



MOST COMMON TYPES OF INTEGRATIONS
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• Strategically independent

• Less connected to the broader 
organization

• Limited changes to technology 
and processes

• Target is absorbed into the 
company; not autonomous

• Strategy is aligned to the buying 
organization

• Systems, processes are integrated

• Strategic decisions are made on 
what to integrate/ change and what 
to preserve

• Strategy is aligned to achieve 
business case outcomes

PRESERVE 
THE TARGET

FULL 
INTEGRATION HYBRID



Strategic Fit

Lack of  an aligned Vision for the future

Leadership Differences/ Lack of Leadership

Critical Talent Resigns

Did not understand the acquired company

Underestimate the need for change management

Unclear on how people work; misaligned expectations
Lack of clarity on integration process

Limited or poor communication after launch

Decision making process is not clear

Poor execution

… many more
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WHY DO THEY FAIL? 
CULTURAL DIFFERENCES



INTEGRATION

37

Transitional or Value Capture Fast-paced Timeline
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