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Abstract - The paper aims to generate a true cycle leading away from stable states through instability. This should lead 

through transformation and new windows of opportunity to new stable states – or into demise. The purpose is to create a 

predominantly theoretical effort complemented by a single short case study that illustrates the theoretical approach. For a 

scientific community, a paradigm consists of a constrained set of values, attitudes and assumptions, legitimate goals, concepts, 

and accepted pattern of behavior. These are considered to behavior. These are considered to be the normal way of viewing 

reality and are presenting the legitimate set of solutions. Therefore, this paper adopts the notion of a paradigm to a corporation 

in view of the fact that corporations through their „culture‟ also adheres to a constrained set of values, goals, and practices. 

These can be understood to be the „only legitimate‟ way of thinking and acting within the organization.    
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I. INTRODUCTION 

 

A viable system is any durable organization which can 

be seen as a system of structure and processes that has 

been formulated. It is able to survive in changing 

internal and external environments through processes 

of adaptation. Based on this, some people might vision 

that most organizations repetitively go through certain 

stages of transition with different dominant types of 

behavior that may or may not end well (Adizes, 1999). 

Yan (2006) noted that the popularity of corporate life 

cycle models and their importance in both academic 

research and real-world investment generally face at 

least two serious problems: (1) there is no consensus 

on the methodologies to be used to identify whether 

the corporate body has achieved a given life-cycle 

stage, and 92) the various life-cycle models are quite 

distinct and range from three to eleven different states, 

but mostly three to five stages (Yan, 2006;  Quinn & 

Cameron, 1983). Most life cycle models are variations 

of a cyclic pattern of birth, growth, maturity, and 

demise, but there are a variety of particular stage 

models to represent this. For example, Miller and 

Friesen (1984) identified an empirically supported 

five stages life-cycle, on the other hand Adizes (1999) 

produced an 11 stage cycle.  

 

II. A THEORETICAL FRAMEWORK OF 

ORGANIZATION CHANGE 

 

Figure 1 shows a framework of organizational change 

which was developed by Jacobs, Witteloostuijn, and 

Christe-Zeyse (2013). The main characteristics of the 

framework is (1) taking an inside and outside look on 

changing most organizations, (2) choosing three 

classes of categories: input (before the change), 

throughput (during the change) and output (after the 

change), and (3) exemplifying the scope of their 

configuration model with 13 propositions, which 

emerges from the elements of the model.  

Figure 1. A framework of organizational change (Jacob et al., 

2013) 

 

III ORGANIZATIONAL CULTURE 

 

As most people know that organizational change 

strategies are risky strategies because they require an 

appropriate analysis as well as an approach that can 

account for the specifies of the organization in 

questions (Sorge & Witteloostuijn, 2004; Ostrom, 

2007). Therefore, people should understand a 

configuration model of organizational culture which 

can help them handle a change.  

The organizational change framework of Jacobs et al., 

(2013) should be easily connected up with the 
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comprehensive configuration model of organizational 

culture (Dauber et al., 2012). The output categories 

„performance and legitimacy‟ are practically identical 

to the two external environment of the Dauber Model 

(See Figure 2). It is a task environment, where 

performance is achieved, and the legitimizing 

environment where organizational legitimacy is 

attained. The presumed „inputs‟ of the Jacobs Model 

(See Figure 1) from external opportunities and threats 

are modeled as information emanating from the task 

environment as „market feedback‟ and from the 

legitimizing environment as „cultural pressure‟, a 

term borrowed from Sagiv and Schwartz (2007). 
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Figure 2. A configuration model of organizational culture : Connecting internal and external environment (Dauber et al., 2012) 

 

IV SOCIO-COGNITIVE TRAIT MODEL 

 

These days, we should have a model in a way link up with organizational culture, but culture is only reflected 

through identity, attitudes, preferences, and feelings. Hence, at this point, it is apparently useful to turn back t the 

theoretical foundations of the configuration model as Figure 3 shows. 

Figure 3. Socio-cognitive trait model (Yolles, Fink & Dauber, 2011) 
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Figure 4 consists of five domains and eight processes. 

It emerges from a domain or is directed towards a 

domain. The core is the normative personality model. 

The personality model consists of three domains, i.e. 

the cognitive personality metasystem, which 

determines cultural identity; the figurative system, 

which determines goals to be achieved and be closely 

linked to leadership and strategy; and the operative 

system containing operative capabilities, which are 

closely related to structure and operations in the 

configuration model. Therefore, these domains are 

regulated by traits.  

 

V. A CASE STUDY ON THE IMPACT OF 

MANAGERIAL INTELLIGENCE ON 

MERGING ORGANIZATIONS 

 

It should be stated that an important function of 

managerial intelligence is to manage the bi-polarity of 

traits and to foster the organizational intelligences by 

attaching the appropriate weight to the one or other 

pole without neglecting the mutually auxiliary 

function of the alternate (information) processes. 

Another important function is to influence the 

relational systems in their organization by 

establishing and enacting norms for how 

organizational members should interact with each 

other, in a way that foster positive emotions and keeps 

unproductive negative emotions under control. 

 

Mergers and acquisitions are illustrative examples 

where two distinct managerial intelligences need to be 

“integrated” to achieve an expected level of 

performance. However, more often than not they are 

accompanied by unproductive negative emotions, 

often subsumed under “employee resistance” due to 

the lack of appropriate integration of organizational 

identities (e.g. Zaheer, Schomaker, and Genc, 2003). 

Therefore, M&A processes provide an interesting 

context to further explore the impact of managerial 

intelligences on organizational outcomes. This type of 

change process is frequently considered to cause 

negative emotions, in particular in “hostile takeovers” 

due ambiguous situations and a high degree of 

uncertainty (e.g. Dauber, 2011, 2012; Harris and 

Ruefli, 2000; Vaara, 2003). In the M&A context, 

Dauber (2011) systematically explored the notion of 

„hybridization‟, which refers to the blending of 

organizational cultures, i.e. blending of cultural, 

figurative and operative systems into a new coherent 

system, namely a new agency with traits, which 

perhaps are distinct from the traits of both merging 

organizations.  

 

For illustration, it is about the merger of two domestic 

organizations from the same industry is analyzed. One 

might be tempted to assume that organizations of the 

same industry and country might share similar 

cultural orientation traits.  

Table 1 provides an overview of the major differences 

that were reported by 19 interview partners from both 

organizations. Noteworthy differences were found on 

different levels. Not only did both companies pursue 

different strategies (figurative orientation), but also 

had different working styles, daily operations and 

organizational structures (operative orientation). 

Since these differences are to be considered as 

observable or partly observable manifestations of the 

underlying cultural orientations, it is possible to 

conclude that differences in cultural orientation traits 

exist/existed between the two organizations. 

 

 
Table 1: Reported Differences in Figurative and Operative 

Orientations (Dauber, 2012) 

 

ABC International Austria had acquired IDE LLC, 

because it wanted to get into the core 

Business-to-Business segment of IDE LLC. 

Business-to-Business has not been a focus of ABC 

International Austria therefore never formed part of 

their figurative or operative system. However, similar 

to many other acquisitions, managers of ABC 

International Austria instantly attempted to impose 

their figurative orientation and opted for changing the 

operative systems of the purchased company: They 

imposed a hierarchical structure with a rigid reporting 

system, which was in conflict with the operative traits 

of the acquired firm: Loose control and flat 

hierarchies. 

 

Through the introduction of new operative rules, a 

friction between the predominant figurative system of 

the acquired firm and the newly imposed operative 

system emerged, caused confusion, negative emotions 

and lack of understanding among employees of the 

target company. The change did not make sense for 

them. The incompatibility of the figurative and the 

operative system was shocking. It was 

incomprehensible for organizational members of the 

target company that business customers should be 

treated the same way as non-business customers. The 

social orientation traits were almost opposite to each 

other. The acquired organization perceived each 

single business client as very important and essential, 
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while the larger organization had so many customers 

that the loss of a single client was of no concern. This 

difference in organizational philosophies and 

cognitive meta-systems was hardly considered in the 

so-called “integration process”. Major emphasis was 

put on what seemed to be necessary and easy to 

implement: changes in the operative system by 

management decree. The lack of understanding of the 

cognitive meta-system in the acquired organization 

resulted in a low level of efficacy and negative 

emotions, which became manifest in communication 

breakdowns and resistance to change. Employees of 

the target company perceived these changes as 

negative shift in operative orientations which were not 

compatible with their prior figurative and social 

orientations. The differences and the hybrid state of 

figurative and operative systems would have required 

emotional and social intelligence of managers of the 

acquiring organization to ensure that staff can make 

sense of why changes in the figurative and operative 

systems are needed.  

 

Communicative skills are commonly associated with 

emotional and social intelligence (Dauber, 2011). The 

quick change in operations triggered the threat of 

emerging pathologies. Only because parts of the old 

figurative and operative systems had remained in 

place, the company managed to cushion the 

potentially exploding costs and emerging losses after 

realizing that a “full assimilation to ABC practices” 

cannot be achieved. It was essential to retain the 

knowledge of the business-to-business segment of the 

target company. Thus, ABC management noticed that 

continuing their „more of the same‟ strategy would 

have ended in disorganization and decay of the 

acquired firm. Thus, in a state of crisis, they decided to 

switch their attitudes and to give leeway to the 

acquired firm for hybridization.  

 

Figure 4 visually summarizes this case study in light 

of the normative personality model. A hybrid state in 

the figurative domain remained after the acquisition, 

which allowed ABC International to retain what was 

considered to be an important added value in the 

figurative domain (i.e. knowledge of IDE LLC) and to 

create synergies through streamlining operative 

orientations. 

 

 
Figure 4. Final stage after acquisition of IDE LLC by ABC International Austria (Adopted from Dauber, 2011, p.109) 

 

 
Figure 5 Cognitive map of manager’s communication 
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Figure 6 Cognitive map of staff communication 

 

Figure 5 visually summarizes this case study in light 

of the normative personality model. A hybrid state in 

the figurative domain remained after the acquisition, 

which allowed ABC International to retain what was 

considered to be an important added value in the 

figurative domain (i.e. knowledge of IDE LLC) and to 

create synergies through streamlining operative 

orientations.  

 

In Figure 5, the Cognitive Map of a Manager‟s 

Communication, the agency counterpart is staff, and 

in Figure 6, the Cognitive Map of Staff 

Communication, the agency counterpart is the 

manager. Such interactions will happen over any 

value, interest, and behavior conflict. When no 

agreement over open issues can be achieved, such 

interactions may go one for a long while. The one or 

other counterpart, or rather both counterparts, are 

challenging the paradigmatic position of the other. 

When this happens the organizational paradigm will 

drift into uncertainty and tensions will arise.  

It appears that the ABAC managers‟ simple first 

message (process 3) was what they perceived to be a 

relatively simple task and easily implemented. They 

imposed a hierarchical structure with a rigid reporting 

system, based on their own (ABC) framing and 

perceived interests to make the acquired firm similar.  

Since in the case of ABC taking over IDE the social 

orientation traits were almost the opposite between the 

ABC manager‟s perceptions and the IDE staff 

perceptions, the lack of the manager‟s understanding 

of the cognitive meta-system in the acquired 

organization resulted in negative emotions in the 

acquired firm and a low level of efficacy, which 

became manifest in communication breakdowns and 

resistance to change. Finally, a window of opportunity 

was opened when the managers of the acquiring firm 

decided to give up their „more of the same‟ 

assimilation attempt and to opt for hybridization of the 

existing different organizational cultures.  

As long as paradigms of organizations, managers and 

staff, are not harmonized through the processes of 

internalization, so that all have learned the same 

things, adhere to the same values and ethics, and 

through framing tell the same type of stories, there 

will be instability and conflict, because the realization 

of values fails, and value disparity is constituted as the 

difference between what is and what some segments of 

a culture consider ought to be (Meehl, 1997, Rummel, 

1979). The value conflicts involve ideology and ethics, 

and impact loyalty to the organization. While ideology 

involves the values as orientations towards action, 

action is constrained by ethics which identifies what 

ought to happen and involves processes of judgment.  

 

VI. FINDINGS, DISCUSSIONS AND 

CONCLUSIONS 

 

It should be said that crises in organizations may 

emerge due to 5 types of crisis; (1) Entrepreneurial 
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constraints, (2) Leadership constraints, (3) 

Collectivity constraints, (4) Formalization 

constraints, (5) Elaboration issues and need for 

revitalization. These can be described as follows:  

(1) Entrepreneurial constraints: Cultural  

intelligence is weak, i.e. if the organization does not 

permit creativity to emerge or if there is no 

coordination between different forms of cultural 

knowledge can be achieved.  

(2) Leadership constraints: Figurative intelligence is  

weak, i.e. there is lack of clear direction or lack of 

strategic coordination, particularly if knowledge and 

knowledge processes are confused.   

(3) Collectivity constraints: Figurative intelligence 

is  

not well projected into operative intelligence, and, 

thus, cooperation is weak among the groups that 

participate in the network of processes that constitute 

operative intelligence structures. Appropriate 

structures are not set and rules are too loose (the issue 

of control).  

(4) Formalization constraints: Operative  

intelligence is weak. Control is too rigid and 

motivation for task achievement is poor. 

(5) Elaboration issues and need for revitalization:  

Social intelligence is weak, i.e. if services of the 

organization do not meet requirements of the task 

environment and/or are not considered as legitimate, 

or if the means are not sufficient by which the 

organization interacts its environment. 

 

These five types of crisis could be considered as roots 

of different cyclical processes of paradigm change or 

reinforcement, which develop through seven to nine 

stages. At any of the 7 stages from stage 2 to stage 8 

predominant values, attitudes and assumptions, 

legitimate goals, concepts, and accepted patterns of 

behavior, are not considered anymore to be necessarily 

the „normal way‟ of viewing at reality and are not any 

more necessarily representing „the legitimate set‟ of 

solutions or ways how solutions could be found: 

1.    Dominant paradigm 

2.    Reflecting 

3.    Uncertainty drift 

4.    Tension increase structural criticality 

5.    Fluctuations and negotiations 

6.    Trifurcations 

7.    Major options emerging: 

- Paradigmatic death and disorganization 

- Reinforcement of identity: More of the same.  

- Morphogenesis and Transformation  

through new windows of opportunity.   

8. Hybrid formation 

9. Identity change to a new stable organizational  

paradigm (forming stage 1 of the next cycle).  

 

For empirical application of the suggested theoretical 

considerations and the referred to configuration model 

of organizational culture, it would be necessary to 

identify the perceptions of managers and staff of an 

organization [at national level of different 

organizations] of the 10 different processes and the 

importance attached to these processes by different 

classes of members of an organization [of different 

organizations]. If some of these processes would not 

function well, would be disregarded, neglected, 

ineffective or blocked, then pathologies likely had 

emerged in the organization. Beyond that, it should be 

investigated into the perceptions of staff and managers 

of the three bi-polar value dimensions of Sagiv and 

Schwartz and their interconnection with the identified 

organizational processes: embeddedness vs. 

intellectual autonomy, mastery and affective 

autonomy vs. harmony, hierarchy vs. egalitarianism, 

in order to identify critical value discrepancies.  

 

It should be suggested that in commercial 

organizations: 

 

(a) Resource based view and market based view  

are mutually supportive and both together can 

contribute to strategic clarity.  

(b) High levels of authority and strong hierarchy  

would be negatively correlated with loyalty and 

strategic clarity, thus, would also negatively impact on 

double-loop learning.  

(c) Double-loop learning would be more strongly  

correlated with single loop learning and the market 

based view than with the resource based view of the 

firm. 

(d) More formalized procedures are more closely  

linked to the market based view than to the resource 

based view. 

(e) Openness for adjustment processes is positively  

related to single loop learning processes and 

depending on strategic clarity. 

 

When most organizations pass through a 

transformational change its identity, values, attitudes 

and core purposes change. During this process 

ideological and ethical stability gets lost, what affects 

the dominant paradigm and its potential for gradual 

development. If, during such a „gradual‟ crisis, 

management turns to more hierarchy this may then 

induce disloyalty and corruption to emerge. New sets 

and systems of classifications, emphasis on 

occurrences and relations between events rather than 

on substances, and new motivation oriented theories 

might emerge that emphasize motivational aspects 

and address the concerns of individuals with newly 

emphasized shared needs and desires. A meta-view of 

phenomena and the ability to identify redundancies 

and variety in a system can create new perspectives of 
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possible patterns of change and capabilities to adapt to 

new challenges by self-organization. The emerging 

frames of thought are then considered to be 

post-normal and value laden. In this sense 

post-normal mode is concerned with complexity, 

uncertainty, different assigned values, and a plurality 

of legitimately argued perspectives.                         
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