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Introduction

Leaders and managers have to understand their firms from multiple perspectives to enhance their leadership skills. Ingersoll (2013) came up with four frames that can be used in the analysis of an organization. The models include the symbolic, political, human resource, and structural frames. In the symbolic frame, the appearance and the outcomes are the two facets used in judging an organization. The political frame involves the influence of power on relationships in an organization. On the other hand, the human resource frame focuses on the influence of each employee on the achievement of the objectives of the organization. Also, the structural frame involves the influence of structural culture and technology on employees. The frames can be used in the analysis of Celestial Corporation, which deals in production and selling of goods for consumer markets globally. The company is on the verge of restructuring itself to overcome the pressure from the increasing global competition. This section analyses the structural, human resource, political and symbolic frames of Celestial Corporation.

The Four Frame Model Literature Review

The modern and dynamic business environment asserts that every business organization has to continue making profits to remain viable. To do so, they must continuously ensure that customers are fully satisfied at all times. However, tastes and preferences change alongside many other factors that make customer satisfaction a complex process to achieve (Phillips, 2014). For many organizations, these factors pose challenges that need to be addressed if the business is to run as usual. For this reason, top management and leaders need exquisite strategic management plans that will result in better, if not the best position in any market situation. It is, therefore, necessary to study how managers and leaders in business organizations strategize their activities so as they may achieve success for their organization. Various researchers have studied how this can be achieved, and there is enough literature on how a business and its management team can move forward and make profits all the time overcoming all the problems that come their way (George 2013). 

The following section provides the literature on the strategies of making the running of a business smooth and profitable. It provides the literature on the four major organizational frames in strategic decision making so that an ethical and a working environment that is socially responsible maybe created to improve the effectiveness of the organization. It also provides the literature on the relevance of the four frames in providing solutions to the challenges that affect business organizations. Also, the literature on the importance of the frames in improving the performance of the employees is discussed. The four mainframes are the structural, the human resource, the political and the symbolic frames
Literature Review

Klein (2015) carried out their research that focused majorly on cognitive convergence in a globally distributed team (GDT).  These researchers defined their objective as the process whereby structures of distributed members of teams that are rational become more and more similar gradually over time. They explored the process of convergence by employing a strategy based on the longitudinal ethnographic research. This particular strategy enabled them to follow a GDT that occurred naturally for fourteen months. The results provided them with very relevant information concerning not only the factors but also the processes that influenced convergence. These findings were as follows; when the commonly shared cognition increases alone, it does not influence the gains on a GDT, instead, cognition increase as well as the reversal of patterns that lead to a widening of divergences that may lead to the refusal of important knowledge and domains lead to gains on GDT. 

The researchers also found out and highlighted the factors that influenced the cognitive convergence process beyond direct knowledge sharing which included similar learning experiences in a common domain, hidden knowledge coming to light, collaboration and task independence. The researchers also found out that the geographical distribution of resources and people and the way management and leaders of a business organization exploited the historical, the cultural and the linguistic dimensions of such a distribution to the betterment of their business agendas greatly influenced the gains on the GDT. In their conclusions, they said that business organizations could bring together divergent points of view that may lead to new and exclusive capabilities of the businesses in their activities by exploiting the GDTs early enough and noting both their existences as well as how valid their differences are. This will enable the organization to probably adopt better methods in achieving their goals (George 2014).
Klein (2015) researched breakdowns in implementing models of organization change. Their main objective was to address the gap arising from the fact that the process of implementing change lagged behind the process theories of the changing development of the organization. The examined four organizational change process models which included: planned change or teleology, the life cycle or regulated change, the conflictive change or dialectics, and finally the evolution or the competitive change. Their findings suggested that change agents respond to the breakdowns of change by correcting the people as well as the processes of the organization involved so as they can adjust to their change models (Turner 2013). The added that managers should revise and reflect on their mental models so as they can confirm the change in their organization.

Conditions under which the change in members of a particular team contribute to a constant change and improvement in performance of the team and the coordination of the team members were studied by (Turner 2013). Their finding showed that when a there is a change in team members, there is a corresponding constant change in the way the team coordinate. According to these researchers, this constant change occurs when a team member move to a role that is more strategic and more important. It also occurs when the transfer of information during the change is very low. Also, the researchers found that greater levels of constant increase in change and coordination positively resulted from the putting together strategic major role holders.

The relationships between the functional backgrounds of team members and the various forms of involvement within a team were analyzed by (Turner 2013). The researcher focused on team member functional background and involvement in management teams as well as the moderating role and the direct effects of centralization of power. The researcher checked team involved in the process of decision making. The researcher argued that a functional background that provides valued expertise and the one that is similar to functional backgrounds members of other teams will have both forms of involvement. However, the critical regulator of the relationship in decision involvement is the decentralization of power in a team. He added that similarity matters more for decision involvement in teams that are centralized. The researcher found strong support of the hypotheses stated by testing management teams. 

Klein (2015) carried out a study on change agents, networks, and institutions: A contingency theory of organizational change. They established the contingency theory for the way a network can undergo a structural network. They defined this as the terms of the extent to which the network contacts of a particular actor are related to each other, as well as how they affect the beginning and the adoption change in an organization. The researchers used longitudinal surveys data and supplemented them with 8 case studies, where analysis was done to sixty-eight organizational change initiatives. There finding suggested clearly that structural closures at low levels aided the starting and the adoption of the changes that tend to diverge from the status quo of the organization. The findings also suggested that low-level structural closure hindered the adoption of changes that are less divergent.

According to (Turne 2013) big periodic changes can be avoided by few companies. Such changes are triggered by such things as market maturation, costs that are creeping; an environment that is macro economically tough, struggles that are too competitive, or sometimes the organization may just decide to improve its ways and process of delivering their objectives. These organizations respond to these issues potentially by restructuring their supply chains, changing their marketing strategies, reconstructing the sales chains, restructuring the human resource by either training the employees, changing their manufacturing techniques among other factors. To achieve these, managers and workers need to feel inspired all the time. They need to be made to feel less overwhelmed by collaborating with each other throughout the particular organization. They should be helped to embrace change and change programs. They should be passed through dialogues, and discussions but no one should attempt to dictate or force them to accept change. They should be made to feel that change is something very good, in their hearts, not from intimidation and force. These researchers found out that tackling this challenge requires that leaders are put in the middle of major operational improvement program that needs the production of the new system over many plants of the particular organization. The researchers found out that the operations of the organizations business activities with centralized management over many plants resulted in a good performance that was consistent in the process of change. 

According to these researchers, however, the drive for change comes with many predicaments to the workers. These include the stigma of incompetence, disengagement or lack of trust in senior management, and the fear that one might make a mistake. Also, the employees might feel like they are treated as cogs and that their supervisors are more enforcers than supervisors. The researcher concludes that there is much worry that is substantially supported by the strong culture of safety and the aversion of the risk of a business organization. Therefore, learning, human resource, political and symbolic frames are concerned when a change is to be affected. The researchers, however, suggested various ways in which one can achieve change in such an organization where there are so many barriers to it. They say that change is inevitable, and so is ignoring challenges. They added that to deal with such problems, the teams ate the senior levels should look past the technical improvements and concentrate on how they can help the leaders of the business organization to grasp and master the changes that depend on the behavior of persons to support the ones that are operational. The researchers found out that after three years of applying change strategies to a particular organization, the profits improved tenfold. They add that new leadership behavior is crucial to the success. That without including leadership development in the improvement and change programs, the improvement would only be half the one with the inclusion of leadership in the plans.

Another researcher by the name Klein (2015) carried out the studies on the scenes from the lines of change. They consulted three leaders and examined how the changes the ever made in their leadership decisions affected the performance of their companies. The researchers further gave some general principles in which leadership development can be achieved without failure and would be constructive to many organizations that could undergo transformational change on a large scale. First, they consider the process of sourcing. They wanted to find out how sourcing could be made more efficient without additional resources. Their finding on this suggested that to achieve this goal, it was there was a need to create a single global sourcing system rather than relying on the regional and divisional existing ones. This approach would make efficiency higher, it would bring in sources at a lower price, and it would also cut down on costs of interactions and chains of distribution. However, getting to engage a group of stakeholders at a global level most of whom would prefer to act independently would be very difficult. Therefore, the employee involved with this is required to build the skills that are necessary for engaging with globally. The employee is required to not only join them intellectually but also emotionally so as they would get committed to the approach that is new and even understand the reasons why the method could be better than what they currently have. The researchers add that the employee could achieve these by learning to keep discussions focused on solutions and how to build strengths to overcome the barriers and resistance to change. The researchers also carried out the study on how an organization could achieve a change such as closing a plant. Such a move is so severe that it could come with adverse consequences to the in business if care is not taken. They examined a plant during a global financial crisis. 

In this particular plant, the demand from several of its core consumers went into a massive and a seemingly irreversible tailspin. At that appropriate time, many companies were affected by the global market situation. They were closing down, but most of them were not telling the worker about the closures until the very last minutes (Meyer 2016). The managers and leaders of these companies were in a very difficult situation, and as such, they underwent training on how to find the courage to disclose such information to workers honestly and also to learn how to show empathy to such employees. With the training and the values in mind, one manager announced to the employees about the disclosure of the company nine months earlier. He was open with employees about his fears. Later, he was able to help his displaced workers find new jobs. He also spent only forty percent on issues related to the closure of the business. During the nine months, this company was the only one that avoided violence and lockouts. Therefore, a successive business organization will tie training of its employees to the goals of the businesses, it will ensure sponsorship, and create a network of change leaders.

From the literature review, it is evident that both structural, human resource, political and symbolic frames affect the way change can be perceived in an organization. These are associated with barriers to change. There are however ways in which the barriers to change in an organization can be overcome so as the change is received and embraced by every member of the organization for the good of the business activities. From the literature, we can deduce that change in a business organization is inevitable. Organizations have adopted ways to cope with the change situation, and this has always resulted in better performance and hence more profits. Businesses also adopt the changes in many different ways, most of which conform to their objectives and goals.
Case Analysis

The Structural Frame of Celestial Corporation

Virtual teams are a group of people who work together from different geographical locations and communicate through telecommunication methods such as emails, fax and video conferencing (Shojania, 2013). A virtual team is also called a Globally Distributed Team. What this means is that people work together to achieve a common goal, but have no face-to-face contact with each other. Given the proximity and the distribution of virtual teams, some challenges are experienced, which may threaten the existence of the whole organization. These challenges are discussed in this section. 

The fact that virtual teams are made up of people from different geographical regions mean that they have different cultural beliefs and each sees things differently (Binder, 2016). For instance, in the case of the Celestial Corporation, the working relationship between the French and American organizations was greatly hampered by cultural differences. There existed barriers such as language where the American executives did not speak French, while on the other hand, the French executives insisted on conducting business in French. This clash of cultures led to the Celestial Corporation being so dependent on a French executive that he controlled all interaction between the French and American corporation (Tichy 2015).
The fact that the Americans were dependent on a French intermediary, who was a subordinate in dealing with the French executives made them vulnerable to manipulations and arm twisting by the French intermediary. This means they had to give in to the demands of the intermediary, including offering him influential positions within the company. Cultural barriers often lead to challenges in communication and most times leads to poor team coordination. Delegation is one concept that almost all organizations adopt in their operations. Delegating tasks means that each person is allocated duties and responsibilities that best suit them. The challenge when delegating duties in a virtual team is in the lack of timely feedback from the side. A delegation of duties in a virtual team based on the assumption that they are aware of all that needs to be done, thus no need to personally supervise them. The problem with such an arrangement is that at times, the team members may make errors, which the head office may not detect in time, leading to reduced output. By the time the error is discovered, it may be too late to do anything (Mike 2014).
Organizational culture includes the values that employees of an organization are guided by in their work. Each company has a unique way of conducting business and the values they hold differ across the board. In a virtual team, team members have different perspectives on how things should be done. This often leads to a clash of ideas where each person feels that their approach is the best suited. Most times, the disagreements occasioned by differences in the geographical locations come from the team members’ backgrounds. There are those who are used to a particular way of doing things, and when they become part of a team where they are expected to change, they may find it undesirable and have less enthusiasm to perform their tasks.  An example of organizational cultural barriers is the case of Celestial Corporation and Voila Corporation where the Americans were viewed with skepticism by their French counterparts because they seemed like they were invading the French market and imposing their American values (Damanpour 2014).
When managing a virtual team, there is the problem of lacking direction and focus towards a common goal. The reason for this scenario is that virtual teams are made up of people with different cultures and beliefs. The fact that they are from different regions means that they may not necessarily share common ideas about the organization and what a member from one district considers as a priority may not be a priority to another. Given the differences in time zones, interactions may not be beneficial as it would mean interfering with a private time of some members (Deshpandé 2017).
Unlike in a physical team where team members work from the same region and conduct meetings on a regular basis, the virtual teams lack the element of team work because activities take place at different times, making it impossible to exchange ideas and establish social relationships that are very important for organizational success. An example in this specific case, the decisions made at Voila and Celestial Corporations were initially characterized by poor coordination where the head of Voila, in the turnaround plan, David Hyde kept most of his team members out of key decisions in an attempt to avoid resistance. This ended up creating a lot of discomfort among the top executives at Voila which greatly hampered the implementation of the pilot project with the Product Family Management Program (Damanpour 2014).
The Human Resource Frame of Celestial Corporation

The human resource frame is characterized by cultural differences that eventually define the leadership styles. Cultural differences are a major characteristic of virtual teams. However, having a culturally diverse team does not necessarily have to be problematic to the organization. Since a global organization operates in diverse regions and cultures, having a team that is diverse would help bring a variety of perspectives to the organization. Particularly, having teams derived from different regions brings about a collaboration of ideas resulting from their different backgrounds.  Having someone who understands a particular culture as the head of division in that region helps in blending the organizational values into the specific culture. This results in an organization with a global presence, leading to more effectiveness and profitability (Crowston 2016).
In this case, some leaders were involved I the collaboration of Celestial Corporation and Voila company. These were people who handled different functions within the organizations. One of the notable leaders was James Morris, who was a Celestial executive based at the company’s headquarters who had helped one of Celestial’s affiliates, Americart when it had faced bankruptcy. He was a hands-on an executive who had helped the company implement a turnaround strategy based on the Product Family Management Program as well as improve the relationships between the two companies. This shows how much of an achiever he was. 

The other leader was Cathleen Drummond, who was a result-driven executive, having successfully worked at Americart in the implementation of the PFM. She was a proven achiever and played a key role in the establishment of Celestial corporation’s operations in Asia. There was also Henri Couture who was head of the French division and in charge of coordination between the French and American executives. He was more of a self-centered leader who believed in having all authority to him, given his perceived value to the organization. He eventually resigned when he felt that he was not given the authority he believed he deserved. 

Lastly, there was Geraldine Hannover, whose preference to stay at the company’s American headquarters despite being more involved in the French division portrays him as a fewer hands-on compared to Cathleen Drummond who had to relocate to Tokyo to manage the company’s operations. The various leaders involved in the Celestine Corporation turnaround projects were effective in different levels. For James Morris, he was very effective in establishing functional relationships and was an effective agent of change. He was very good at identifying talent and knew who would bring in the much-desired qualities. Cathleen Drummond was very effective in managing the operations in Asia and even managed to play two roles in the multifunctional roles she took. This shows how much of a committed leader she was. As for the other leaders, they played a role in the company implementing the turnaround strategy. However, the success that they had does not mean that they could not have done better. The factors that led to the initial lack of synergy were cultural differences and mistrust between the French and American team. The French specifically saw the Americans as imposing and were less responsive to their style of management.

Eventually, the challenges were resolved by a change I leadership where those who had proven performance record were identified and given roles in the different areas. Specifically, James Morris had previously succeeded in another company and was seen as more capable of succeeding in bringing the much-desired change at Celestine. From Celestine’s case, there is no doubt that cultural barriers are one of the main issues that need to be addressed for a company’s performance to improve. Another issue is delegation where having different divisions handling different functions makes it easier to make decisions within the organization, results in more effectiveness and overall better performance for the company (Damanpour 2014).
Indeed, cultural barriers greatly affect how a team in a virtual set up works. This is an issue that can be solved by taking a cultural approach. Instead of the managerial approach that was taken to involve people from particular cultures in their familiar regions, another approach based on cultural change can be more effective. This would involve offering training to top executives in different cultures so that they are familiar with as many cultures as possible. This way, there would be no need to be too reliant on one individual to the extent that they take advantage of the organization’s vulnerability to pursue personal agenda (Crowston 2017).
Like in the case of Celestine and one of its subordinate staff members, Henri Couture, the organization would have dealt with Voila effectively if it had initially invested in building the capacity of its top executives to deal with the French company’s executives without relying on a subordinate. The justification for applying a cultural approach instead of an organizational approach is that the organization would have executives who are all-rounded and who can be working in different regions that it seeks to venture in. This would ensure that the organization does not force people to accept a culture they are not familiar with (Hosmer 2017).
The Political Frame of Celestial Corporation

The product family management (PFM) methodology was actualized y the officials of Celestial Corporation, James Morris, and other colleagues, as a promoting technique with the clients. The approach uses particular groups of items as a critical strategy for success by the administration. The client and interior relationship were to be redesigned y Morris as required by PFM associate, Viola. Celestial Corporation adopted the PFM strategy after its relationship with Viola, who was their client in France, dwindled. It was a power-sharing strategy between the two sides. Power and influence played a vital role in the acceptance and impact of PFM. Morris used his influence and power to enhance the adoption of PFM after investigations at Viola showed that it was the appropriate approach. He used his influence to hire Cathleen Drummond, who had enough experience in the execution of PFM. Drummond was a skilled person who had previously worked with Morris in another company, Americart. Morris also used his power and the influence of Drummond to persuade the French, Viola, side to collaborate with them. Also, both the Americans and the French side were using power and influence to sabotage the strategy of each side (Damanpour 2014). However, Celestial Corporation displayed its political frame tactic when it maintained the hierarchal rights and power in the agreement between the two sides.

All the individuals on the two sides had power since no side worn and both had equal powers. The battle between the two sides, the French and the Americans were because of their power hustle. However, each side seemed to express equal power as they attempted to sabotage each side’s strategy. Although Morris was powerful, his orders were unable to solve the interdependency reversal. The power hassle between the two sides was also evident when there was sabotage of the entire communication process of the teams through the video conferencing. The act showed the equality in each side although they were both powerful. Besides, the balance of power resulted from the fear of uncertainty on each side. The individuals on both sides were afraid of losing their employment, which could have a negative impact on the teams. The fear inspired the teams to settle on an agreement that would end the conflict between them. Finally, the teams integrated regarding their behavior and other factors that impacted their association. As a whole, the individuals had equal power and no side worn, which was caused by the fear of uncertainties on either side. Such fear led to an agreement between sides and came up with the PFM (Crowston 2017).
Issues that need to be addressed to improve to improve the performance of the company involve the delegation of power. Previously, Couture was the director of Celestial Corporation, and he was a leader who was undisputed. However, the company hired Drummond as a director when they wanted to adopt the PFM. Morris hired Drummond since she was highly experienced in matters concerned with PFM. However, having two directors on the team is challenging regarding delegation of power. Worse is the fact that Drummond has awarded more power than Couture, who had served the company for long. There are various steps that Morris could take to solve the dilemma. First, he should consult all the members of the company before hiring another director. Besides, he should have explained to Couture the reason for hiring the new director before hiring Drummond. Another issue that required to be addressed is the conflict between Celestial Corporation and its retail customer Viola (Williamson 2015). The problem can solve through the creation of negotiating arenas and formation of coalitions among the conflicting parties. Such approaches will enable them to reach a consensus.    

The Symbolic Frame

Virtual teams refer to a collection of people who work across structural boundaries, time and space, and are mainly concerned with electronic communication. There are numerous problems that were encountered by the virtual teams during the execution of their duties. The two corporate cultural values responsible for the problems encountered by the virtual groups are the difference in social orders and trust element. Under the social order, the teams relied on their social order in both the two teams. The American side tried to maintain its cultural imperialism while the French also held on their social order. Such a disparity led to a difference in the work ethics among the two teams. The manner in which the Americans establish societal and authoritative issues is different from the way the French side perceives them. On the other side, trust element led to distrust and suspicion among the two groups. Previously, people from the initial French side relied on the contacts in Viola, who were close to their homes, regarding their businesses. However, the agreement between Celestial Corporation and Viola initiates distrust in the people. The French did not believe in the association as they believed Americans only wanted to intrude and manipulate them. The perception of the French regarding the PFM was that it was a pathway for the Americans to dominate their culture. The French rebelled against the initiative due to their resistance to further intrusion by the Americans. The two corporate cultural values are an establishment of the symbolic frame. The symbolic frame is dependent on symbols, spirit, and culture that enhance the effectiveness of the organization, unlike the other frames that relies on rules, managerial authority, and policies. In essence, the problems experienced by the virtual teams arise due to the difference in social orders and element of trust. Such corporate cultural values represent an establishment of the symbolic frame (Carroll 2018).
There are various issues that need to be addressed regarding the tension between Viola and Celestial. The issue of communication should be addressed to enhance the performance of the company. All the differences between the two sides require appropriate strategies to be solved. However, the strategies can execute effectively through effective communication channels. The two sides, the American and the French, are supposed to engage in negotiations to reach an agreement (George, & Brief, 2014). Considering the differences in their cultural background, an appropriate communication will be relevant between the two sides. Besides, the two sides should devise ways that will eliminate the barriers to communication. The elimination of the barriers can be achieved by both sides presenting their perception regarding the PFM and getting to an agreement. Besides, the objectives of the organization should be made clear to all the sides and the method of achieving them to reach a common goal that will benefit either side.  Also, a clear communication channel should be designed regarding the hierarchal structure of the mutual combination of the two sides, Celestial and Viola. Each member of the group should be made aware of the leadership of the new combination. A clear hierarchal structure will enhance communication across the organization, which will foster a positive association. 

Strategy for solving the identified problems

Sometimes, decisions are made that do not necessarily result in the desired outcomes. In the same way, virtual teams face problems that significantly affect how they operate. Just like the cultural and organizational challenges that affected the collaboration of voila and Celestial Corporations, challenges will always be there, but what matters most is how they are approached. To begin with, cultural differences cannot just be wished away. There would always be differences in cultures among teams, and the best way to use that diversity for the good of the organization is creating an environment where diversity acts as a learning opportunity for the team. This would involve efforts for team members to learn about each other as a much as possible so that they appreciate the differences between them. Creating an environment where team members understand each other’s cultures would enhance teamwork, and eventually, the organization wins by having a team that is focused on one goal (Carroll 2018).
One way to bridge the cultural barrier is staff rotation across regions. For instance, having the French employees moved to America and the American executives moved to France would give them more familiarity to each other’s culture, thus making it easier for them to view things from a common perspective. An example is the Celestial corporation’s collaboration with the French company, Voila. Both companies were based on different cultures where the French company was more of a traditional retailer. The Product Family Program introduced by Celestial looked new to the French firm because they had not been exposed to it before. This led to a lot of discomfort in the team. This could, however, have been solved by ensuring each of the executives knew as much about the other as possible before introducing to them the new organizational concepts. 
Another problem identified in the celestial and Viola scenario is the cultural difference between the two sides. The frame that can be used to solve the challenge is the human resource frame. The frame is concerned with the relationship and understanding of individuals. The factors considered in human beings include skills, needs, fears, prejudice, and development opportunities (George, & Brief, 2014). In the case of the Celestial Corporation, human resource frames evident in the hiring of Drummond who was skilled in matters regarding PFM. Besides, she had eight years’ experience in the field since she had the same project in her previous station. Regarding the cultural differences between the two groups, various strategies can be used to solve the problem through the human resource frame. The cultural difference can influence the behavior, thinking, and communication. Such an influence has an impact on the business executives of the two groups. The cultural differences can hinder the negotiation between the two sides since there is the existence of various cultural elements that act as a hindrance. The two strategies that can be used include interpreters and negotiators.  

The interpreters are essential in the negotiation process since they can enhance personal connection through effective communication. Morris could have used an interpreter to eliminate the communication barrier. Since Morris only communicated in English, he could not effectively convince the French since they could be more convinced through the French language. The interpreter could be appealing to the fears and needs of the French, which falls under the human resource frame (George, & Brief, 2014). The two sides could have reached an agreement very easily if the services of either a French or English interpreter were applied. On the other hand, cultural differences can be eliminated by use of an experienced negotiator. Morris went the negotiation with an inexperienced negotiator, who was a subordinate staff. The use of such a junior staff member is inappropriate professionally. Hence it hindered the negotiations. He should have picked an experienced negotiator who had a vast knowledge in human resource. The negotiator should be able to convince and be appealing to the French side to accept the PFM initiative. In essence, use of interpreters and negotiators is essential in negotiations as they enhance the process by being appealing and persuasive to the French. Such approaches are under the human resource frame since they are concerned with the fears and needs of the parties involved (Crowston 2017).
The human resource frame approach is considerate of the ethics and social responsibilities of the involved parties as it focuses on their needs and fears. The ethical concerns are further enhanced by the incorporation of moral techniques in the negotiating process. The human resource approach is more appropriate as compared to the other frames. The effectiveness of the human resource is in the fact that it is not only concerned with the structure and policies of the organization but is also concerned with the needs of the individuals involved (Salancik 2018).    
Conclusion

Indeed, various frames can be used to analyze an organization, identify the problems associated with the organizations’ processes and offer solutions to the problems. The frames include the political, human resource, structural and symbolic frames. The conflict between Celestine and Viola was analyzed using the political and symbolic frames (Podsakoff, 2013). The political frame dealt with matters regarding power in the implementation of the PFM, which was an agreement between the two sides after their relationship had declined earlier. The symbiotic approach, which is concerned with appearance and outcome, identified the corporate cultural values that impacted the virtual groups in the implementation of PFM. The two problems identified by the two frames were communication and cultural differences. However, human resource frame is the essential frame for identification and solutions of the identified problems since it not only focuses on the structure and policies but considers the needs and fears of the involved individuals.
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