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CEO Breakfast Series
Event Takeaways


Topic:
“Against All Odds: Successful Integration After the Deal.” Senior officers experienced with merger and acquisition discussed their proven processes for transition and integration.


Panel Members: 

· Chris Dice, CEO, I–Behavior

· Michael Routh Ph.D., VP and General Manager, GE Water and Process Technologies

· Stu Lucko, CFO, Envysion Inc. 

Major Themes:

· Make sure you take care of the employees during the transition.

· Provide clarity on the business issues, advantages, and value proposition that is causing the transaction (merger, acquisition, or sale).

· Start preparation of due diligence far in advance. 

· Protect the “essence” of the acquired business from dilution and spin off (the reasons you purchased the company).  

· Communication should be specific and efficient and clearly define processes and procedures (e.g. timing and urgency, meeting guidelines.)

Advice to the Buyer: 

· Ask yourselves, “Why invest now?” (growth strategies, make money, best practices)

· What is motivating employees to stay with the company? 

· Don’t get “stuck” in corporate formula; execute swiftly and don’t get bogged down in emotions which often lead to “smash and crash.”

· Pay premium price - 55% above stock price to create higher performance expectations for leaders and employees.

· Spend lots of time with acquisition target to prior and after the deal closes to intimately know value proposition

· At close of deal, integration leaders and team should be onsite immediately to celebrate and be visible. 

Pitfalls to Avoid:

· Assess the experience of the integration teams, buy and sell side, and defer to the team who has the most experience with culture integration (e.g. this did not happen with one deal which prematurely cut funding for critical functions of the acquired business.)

· The larger company does not always have the better way of doing things. An example of bandwidth problems and short changing on technology; a Buyer insisted on using native technology processes negating the success track record of the Seller in this area.  

· Make sure prior to deal close, consideration is given to mapping employees into the larger organization. Problems can emerge with loss of titles, and confusion over new areas of responsibility can slow down integration. 

Executive Role: 

· Keep in mind; you are transitioning yourself and your people.

· The time of the sale is an opportunity to reorganize your staff: employment agreements, target and transition senior staff and plan for the impact of the departure of key staff.  

· Some CEO’s and their leadership teams feel the loss of not running the business “Why aren’t they asking my opinion anymore?”  This transition can take up to one month after deal close but can be helped with the following strategies:

· Meet with the new CEO to quickly learn their leadership style and performance expectations for you, and share support during transition 

· Coach your direct reports on post-integration acceptance, which can sometimes take months. 
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