MERGERS & ACQUISITIONS
HOW THE GC INDEX CAN REDUCE CONFLICT BETWEEN CULTURES

Yahoo and Tumblr, Time Warner and AOL, eBay and Skype, there’s
no shortage of high profile mergers that end in disaster. One of the
most common reasons for such failure is a culture clash and an
inability for two teams to blend.

BUT WHAT IF THERE WAS SOME WAY THAT COMPANIES COULD JUDGE
IN ADVANCE WHETHER THEIR TEAMS WERE COMPATIBLE? ENTER THE
GC INDEX…
THE BACKGROUND
A global financial consultant firm was looking to branch
out into a new market, making this move one of its ‘big
bets’ for the future…

HOW THE GC INDEX® HELPED
The profiles The GC Index® produced, both for
individuals and for the teams as a whole, were used
to accelerate the integration of the two businesses.

As part of the move the firm bought another company,
already operating in that new market, in order to bolster
its expertise and footprint.
The company then brought in The GC Index as part of
the due-diligence process, specifically looking at the
leadership teams of both companies with a view to
analysing how they would work together and complement
each other as they entered unchartered territory.

www.thegcindex.com

HOW THE GC INDEX® HELPED CONT...
The results showed that the leadership team of the acquiring
company respected the capacity to develop strategy and
to see action within a longer-term strategic context. It also
valued a scientific approach, self-sufficiency and a rigorous
attention to detail.
By contrast the leaders of the acquired company maintained
a culture which rewarded creative, practical problem solving,
opportunism and pragmatism in the sense of fixing client
problems with urgency rather than developing perfect
solutions.
One key thing The GC Index® highlighted was the absence
of natural Play Makers in either team. This meant that
communication had to be prioritised to avoid siloed activity.
The results also showed what attitudes and characteristics
each team would need to adopt to ensure success. This
included allowing for flexibility, not getting ‘bogged down’ in
over-debate and bureaucracy and allowing freedom for both
creative and opportunistic expression as well as autonomy
to act.
The acquiring team also had to be clear about how it could
add value without undermining the talent that had been
brought on board.
An initial recommendation was for someone to take on the
role of Play Maker to facilitate the integration of the teams
around the challenges highlighted above.

Winfrey, Jobs and Musk, however, were all with their companies from the
very beginning. If you’re bringing in a new CEO or MD from outside how
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THE RESULTS
The GC Index® enabled the two brands to put aside
any differences. It helped both parties understand:
•

What each party was able to contribute.

•

How they could work together to achieve
combined objectives.

“The GC Index helped us recognise
strengths in both teams and quickly
understand how one another operate.
This strengthened our strategic
combination and enabled us to work
together seamlessly.”

The “our” company versus “their” company dynamic
was minimised by both teams coming together early
on to understand how they could contribute.
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