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A Proposed Plan Improve the Defensive Climate in Scenario 3
Communication climate is a terminology that is used to refer to an organization’s or team’s atmosphere, the atmosphere of which has a great influence on how members share information. In scenario 3, the merging of Misha’s Project Management Consulting Firm with the Projects Unlimited Firm has created the need for employees of two different firms with completely different organizational cultures to work together within the atmosphere. The resulting effect of this merger has been the increase of distrust between and among not only employees but also managers, something that has created a defensive cultural climate where employees are scared, defensive, and not communicating openly with each other and the management. This defensive climate can be improved by a plan whose main objective is to create five components which include trust, openness, supportiveness, participative decision making, and emphasis on high quality goals.
The first step towards the improvement of the defensive climate is to create a climate of trust and openness within the organization. The employees are not openly communicating with each other and the managers most probably because there is no trust between these parties. The building of trust between the managers and employees should be done by managers making their motives and intentions clear to all employees. This can be done by organizing open forums where employees can voice their concerns before managers and as well giving managers an opportunity to clear the air with their employees. The managers should ask questions and then “use the Answers Forums to discover what types of questions others are asking and to learn from answers.” (Adler & Elmhorst, 2012; pg.22). For this to be successful, the managers should voice the same message that is sincere in dealings among themselves and with their employees so that they can serve as good examples to their employees. Part of making their intentions clear to the employees should dwell on reassuring the employees that no one of them will be victimized or subjected to any form of retaliate action for their supply of negative information about their managers or their workmates. This reassurance will promote relational communication that will eliminate the fear among employees and make them more open with the voicing of their concerns, especially negative concerns, within their working environment. It is this kind of openness that will promote the development of effective informal communication networks that will help in “expediting on official messages” (Adler & Elmhorst, 2012; pg.20) within the organization by enhancing their willingness to share information between themselves. The resultant product of this would be a communication climate of the organization where information flow is smooth among all members.
 The second step of the plan to improve the defensive climate is to promote supportiveness within the organization. A Supportive communication environment can be created by managers through conveyance of messages that not only recognize but also appreciate the creativity, effort, and teamwork of employees. This helps by easing the tension between employees and managers and hence encourage the free exchange of information between employees and their managers. Another way of creating a supportive environment is by using supervisors who are trainers and not evaluators. As Adler & Elmhorst (2012) state, “Don’t just be an information seeker. Whenever possible, make an effort to put people who will benefit from contact in touch with one another.” (pg.23). Such supervisors should be ready and willing to help employees whenever there is need and encourage them to learn new ways of doing things. This will build positive relationships between employees and their supervisors by reducing the defensiveness of employees who may be making mistakes because of the new working environment created by the merger and therefore defending themselves in fear of being sacked due to their incompetence. When supervisors engage in on job training of employees, instrumental communication is enhanced between employees and their superiors, something that promotes a more supportive climate where employees freely communicate with themselves and their superiors within the organization.
The third step of the proposed plan to improve the company’s communication climate entails the advocacy for participative decision making within the organization. This involves engaging all the employees in the process of making decisions within the company. One way to encourage participative decision-making is by encouraging employees to identify the problems that are affecting them within the organization and giving them an opportunity to suggest solutions that can be used to improve their working environment. Thereafter, the management should harmonize employees’ suggestions and align them with clearly stated organization objectives and then communicate the feedback to employees to inform them on how their suggestions have been implemented. This fashion of upward and downward communication helps managers to know “how subordinates feel about each other and the job” (Adler & Elmhorst, 2012; pg.17), and also make employees feel important in the organization, something that motivates them to work together as a team and achieve their set standards and targets. It is this resultant motivation towards teamwork and personal networking that will reduce the tension and defensiveness among employees and increase supportiveness, leading to a viable communication environment where employees freely communicate with each other and their managers.
The fourth and final step of the proposed plan to improve the defensive communication climate within the organization entails the clear communication of, and emphasis on, high quality goals. One of the reasons that may be making employees reluctant to share information is that they may not be feeling the need or relevance of giving out such information when asked to do so. Making the organizational goals clear to all employees and emphasizing on high quality performance goals. Such goals serve as a challenge to the employees who must work collectively to achieve them. This need to work collectively will encourage employees to develop constructive attitudes towards their workmates and to see the need and relevance of free communication, resulting into an organizational climate where communication is greatly improved. 
In conclusion, the implementation of this plan in its entirety is very important as it will help to reduce the fear among the employees and enhancing their willingness to voice out their concerns about their workmates and superiors irrespective of whether such concerns are positive or negative. Therefore, this plan should be implemented to create all the five components within the organization so as to promote free relational and constructive communication and hence create an enhanced communication climate within the organization.
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