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Question: Pick a need from either Maslow’s hierarchy, or Burton’s human needs theory, and then explain the case related to the need, and offer one change intervention.
In many cases whenever two companies merge with the hopes of working together to boost each other’s gains, there is always hope for tremendous success. The merger between the American Online (AOL) and Time Warner was founded on such expectations.  However, the challenges inherent in the way the merger was actualized led to the separation of the two companies rather than a strong relationship that could aid in the attainment of each company’s wish. This could be interpreted to mean that the safety, belongingness, esteem, and self-actualization needs, which entail the level two, three, four, and five needs under the Maslow’s hierarchy of needs theory, were threatened (Jerome, 2013). AOL had hoped to benefit through the utilization of the Time Warner’s cable systems to ensure efficient service for its consumers. Time Warner, on the other hand, hoped to go digital and attract new audience through the internet. Safety needs were affected within the first year of the merger with an outcome of losses rather than profits. Esteem needs were further affected as the top managerial employees took the blame for failure, with Time Warner’s Chief highlighting the merger as the biggest mistake of its time. This was a turn against the anecdotal beginning in which the AOL’s CEO had foreseen the merger transforming the digital platform in tremendous ways, something that was never accomplished.
. The uncertainty of losing jobs could have been one of the causes of resentment between the employees, particularly because it was a disproportionate occurrence that hit Time Warner the hardest. With such an occurrence, employees of both companies felt unsafe as they perceived the threat of losing their job at any time, a factor that serves to lower the esteem amidst a loss of belongingness. The organizational management never took time to engage in integrative measures that could have merged the two cultures to create a sense of belongingness that could aid in boosting the esteem needs of the employees and win their commitment to the goals of the merger. There is also a threat to self-esteem among the top executive employees as disputes seemed the way of having the things done their way, a factor that culminated into the resignation of Time Warner’s Chief Executive Officer, Gerald Levin. Self-actualization, which comprise of the level-five needs were never met as the hope of each company to emerge as a winner ended into the termination of the merger. The need for self-actualization is founded on the attainment of other goals, having satisfied every other need included in the Maslow’s theory (Jerome, 2013). This could have included the desire to boost profitability and ensure the sustainability of the merger in the long run. The fact that the level two, three, and four needs were never met has the implication that the level five needs of self-actualization could never be a reality.
The Whole Systems Approach (WSA), proposed by Adams and Adams (cited in Holman, Devane, Cady & Associates, 2007, p.442), could go a long way in enhancing the actualization of change in the AOL-Time Warner merger. This approach embarks on “employee engagement, effective leadership, and peak performance levels” (Holman et al, 2007, p.442) as the determinants for success. This approach is further founded on fact-based rather than anecdotal decisions, such that both companies ought to have engaged in an evaluation process to know the financial position of each before merging. WSA could have enabled the executives of both companies to boost effectiveness in leadership, employees’ engagement, embracement of change, and realization of exceptional business outcomes (Holman et al, 2007, p.443). This would have served to promote safety among employees and self-esteem among all stakeholders and eventually the attainment of self-actualization needs.   
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