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 When combining two separate teams from two major corporations, there are bound to be 

some communication setbacks. Lack of communication between teams, arrogance in new 

leaders, and poor relationships between new leaders and long-standing employees are issues that 

will occur whenever a situation like Chrysler and BMW’s joint venture occur. It almost isn’t 

even a question of if it happens, but when it happens. Chrysler and BMW both seemed fully 

aware that a situation like this would occur, but they didn’t seem to try to take care of it from the 

beginning.  

 There are hundreds of thousands of business people that could dive deep into the 

financial analytic problems of this case study and give you an answer. That isn’t what I am going 

to do with this paper. Instead, I have chosen to analyze the three communication breakdowns and 

why they are so integral to creating a successful business merger. Without communication, 

businesses can never thrive; I believe that healthy communication is the key to almost any 

business problem.  

 

Problem One – Lack of Clear Communication and Goals 

If you have fourteen basketball players on the same team, and seven of them have a goal 

to win, and the other seven have a hidden goal to lose, there is almost no possible way for the 

team to find success. Because success is defined differently for different people within the team. 

This is the case of our Tritec Engine team. Their first major communication obstacle is creating 



clear goals and direction and having open communication from their leadership on just what the 

goal is.  

 When Chrysler and BMW decided to make an engine together, they were independent 

organizations with clear goals. Once you combine your workers together to work on a joint 

concept, you must create a clear new goal to achieve. This never occurred between the two 

teams. You had Product engineers from Chrysler focusing on a cheaper more easily 

manufactured product; you had BMW engineers focusing on groundbreaking technology, and 

manufacturing engineers from both sides couldn’t agree on which engine style would work with 

their manufacturing plans.  

The manufacturing teams were made months after the product engineering teams had 

been set in stone, leaving them several months behind the ideas and concepts that had been 

created by the product teams. Along with the late hiring decisions for the manufacturing teams, 

you still had the problem of mixed goals throughout each different department.  

When putting several teams together, creating a solidified goal across the board is a must. 

How can you create a healthy working relationship between departments if everyone wants 

different things? The simple answer is that you can’t. Without clear and defined goals animosity 

and frustration was bound to build between teams. It probably felt like they were playing 

basketball, but their team members were really playing for the other team. They just happened to 

be wearing the same jersey.  

Eventually management of the Tritec team saw that this was an issue. Their solution was 

to produce the “Tritec Contract Book.” “This formal document was designed to specify the 

measurable objectives of the project, the processes used to achieve them, and to help team 

members understand (and agree on) the overall strategy and relate it to their daily work 



activities”. There it was, a solution to the problem, but it wasn’t implemented in a way that could 

be considered successful.  

The first draft of the “Tritec Contract Book” was around one-hundred pages. It was 

presented in a single meeting, and everyone was expected to learn and react to the knowledge 

within that book with the given time constraints of the meeting, hardly a situation where you can 

sit down and consider all the options in front of you. After several revisions and modifications, it 

was whittled down to forty-seven pages. Forty-seven pages is much more manageable than one 

hundred.  

While their intentions were in the right place, the execution failed miserably. Because 

they were late on creating these industry goals, there were time constraints that led to the release 

of an unfinished document to the team. This caused confusion, frustration, and further division of 

goals. Had the Tritec management staff chosen to make these goals at the beginning of the 

project and released the final forty-seven paged document as those goals at the projects start, the 

reaction of their team may have been more reasonable.  

While too late for the Tritec project, we can learn a lesson from their experience. 

Regardless of company size and structure, a clearly stated goal and direction is key to avoiding 

communication breakdowns within organizations. When given the same direction to walk, it is a 

lot easier for your team to push forward with confidence and clarity. 

Problem two – Arrogance in New Leaders 

Jack Smith was brought on as the project leader for the Tritec venture early on in its 

lifetime. He was considered underqualified by both himself, and much of his team. His 

organization promised that he would be surrounded by people that would be able to lead him in 

getting the job done. He was given total responsibility of the project, and very little direction into 



where it needed to go. With no clear objectives set in place, as we learned before, Jack didn’t 

know what direction to go. 

Jack had many good qualities as a leader, which isn’t surprising given the fact that 

Chrysler hired him on to lead the project knowing he was underqualified, but those leadership 

skills never seemed to come across to the employees working underneath him. Nobody felt that 

he was in any position to run this project. Every single decision and idea that he had was 

criticized under a microscope. He made decisions that were considered major missteps by both 

the product and manufacturing engineers. 

Where did it all go wrong? I don’t believe that his inexperience was the problem. As 

promised by Chrysler at the beginning, Jack was surrounded by many intelligent engineers that 

knew how to handle the job that had been placed before them. Any information and direction 

that Jack needed with the project, he could have found through communicating with his teams.  

This is where the problem started. Jack saw that his teams were struggling to work 

together. Believing that his one-hundred paged “Tritec Contract Book” had given them the 

direction they needed, he looked elsewhere for problems when it was right in front of him the 

whole time. He believed that it was an inability to communicate that was causing the problems. 

When he first released the contract book, he didn’t communicate with anyone in the organization 

about it before deciding that it needed to happen. When the project began, nobody on the 

Chrysler team was told why BMW was the organization that was chosen for their joint project. 

Jack constantly brought in outside experts attempting to understand better approaches to product 

development. 

Without meaning to, Jack had created an air of arrogance around himself when it came to 

his team’s opinions. He never went to his teams for understanding, and he never brought his 



teams on for decisions, and he made decisions without talking to the people that it would affect 

the most. Even though in his heart Jack was doing the absolute best he could to ensure his team’s 

success, he never consulted the people that would truly bring the project home, the team 

themselves.  

Problem Three – Poor Relationships Between Leadership and Employees 

 With such an air of arrogance surrounding the leader, it is clear to see how a poor 

relationship between the workers and Jack would form. Feeling unvalued, underappreciated, and 

overworked are a combination for disaster within every team. Even if these feelings aren’t truly 

what Jack was attempting to create, once they occurred in his workers’ minds, they became real 

problems.  

 While working for a solar panel company worth several hundred thousand dollars, this 

was a lesson that I came to understand firsthand. With the main corporate office located many 

hundreds of miles away from Idaho in Visalia California, communication between leadership 

was minimal at best. One or two visits a year could not replace the feeling of neglect and 

frustration that ruled the Idaho office. After cycling through several hundred employees, and 

eventually sending most of their workers to be remote, the office in Idaho failed, and everyone 

was let go to save the company. 

 While the results may be entirely different, the lesson is still the same for the Tritec team. 

You cannot create a successful product without your leadership and employees having some kind 

of healthy communicative relationship. The dynamic can always be different from organization 

to organization. Steve jobs was known for creating a harsh and competitive working 

environment, most of his workers didn’t like him at all, but they respected him. Greg Popovich, 



coach of the very successful San Antonio Spurs NBA team is known to have a firm hand, but all 

the players still love him, and they respect him.  

 When you create an atmosphere where your team respects the leadership, the 

organization can grow into something incredibly successful. Not only are your workers focused 

on working hard for themselves, but they also want to bring success to their teams as well. This 

is what Jack’s goal was in the first place. He wanted to create an atmosphere where people 

weren’t just there for their own success. They were there to look at the success of their team as 

an individual milestone. 

The Solution 

 At the end of this case study Jack is faced with a decision to make. The product engineers 

and the manufacturing engineers cannot decide on an engine model to send into production for 

various reasons. Jack has given himself three options. He can make the decision himself and 

present it to the teams as the final ruling. He can call a meeting with senior managers and create 

a voting system. Or he can bring in all the teams for the decisions, leaning on their experience 

and ideas to find a solution. 

 Personally, after analyzing the communication problems that this specific case study 

presents, I believe that Jack should bring in members from all the teams to decide. These are the 

people that the decision will directly impact. It would create even more problems if they weren’t 

brought in on the decision. Of course, this will present difficulties in its own way, but solving a 

complex communication problem is never easy. 

Conclusion 

 Jack, Chrysler, and BMW are facing heavy communication problems. Lack of 

communication between teams, arrogance in new leaders, and poor relationships between new 



leaders and long-standing employees are intimidating problems to face when you look at them 

straight on. Being able to communicate clear goals to your teams, being humble when placed in a 

new leadership position, and building bridges to ensure your teams success, are just a few steps 

in climbing the mountain of success when it comes to solving the Tritec teams’ problems.  

 Every decision that we make as leaders has a major impact on those whom we are 

challenged to lead. Very rarely is our first attempt at leadership the route that will lead our team 

to success. Being willing to analyze the situation, and adjust our efforts is a major tool we can 

utilize to bring success to our organizations. Jack has the skills and qualities of a great leader, he 

has incredible talent surround him, and he has leaders above him driving for his success. By 

simply readjusting his direction of communication, Jack can bring success to the Tritec project, 

creating a direct gameplan to win their metaphorical basketball game.  
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