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According to the work of Albert and Whetten, the task of managing organizational identity is often neglected until an organization reaches a point where it is unavoidable. This may happen in situations when an organization has experienced significant growth, downsizing, or fostered multiple identities that have become irreconcilable.  When addressing this question, an organization must undertake the task of identifying which of their aspects truly define themselves and how they should react to those characterizations. This may result in various actions such as setting an agenda to change an identity that has become negative, building on an identity to promote growth or influence in a community, or deciding which aspects to preserve while making budget cuts (Albert, Whetten, 1985). There are many ways to work through differences within organizations including open discussions and the use of task interdependence. Communication is an effective tool that plays an important role in helping manage organizational diversity. 
Discussions about conflict are often avoided within groups; however, recent research has suggested that open discussions about taskrelated conflict can be helpful within groups. Karen Jehn's 1995 study on the detriments of intragroup conflict found that open communication norms regarding task-related differences increased performance. When a group fosters norms in which task differences are accepted, the discussions are well-managed-and produce positive results (Jehn, 1997). When there is a stage set for open discussions, employees have the opportunity to get to know one another and learn about one another’s values and beliefs. Open discussions can also be the bridge that joins individuals’ personal identities and work personas. If leaders promote judgment-free listening, diversity of thought and open mind during discussions, they will create a productive and welcoming culture in the office. 

 "Task interdependence" is the extent to which group members rely on one another to complete their jobs. When tasks are interdependent, the demand for smooth interaction among group members (communication, cooperation, and coordination of effort) is heightened. This suggests that the proposed interfering roles of value diversity and social category diversity will be exacerbated when tasks are interdependent. In other words, the inhibiting effect of value and social diversity on the positive relationship of informational diversity and performance is enhanced when members must interact closely to perform a task (Jehn, 1998). 
Organizational synergy cultivates a sense of place and belonging for individuals. Leaders can better address similarities by analyzing the organization’s departments in order to identify key skills and find a way to connect them between departments so as to complement each other. Another way to create a synergistic connection is to identify and eliminate communication blockages. Another approach is to see what works best and efficiently within one department and apply it to others. 
Productive ways to work through organizational differences are open discussions and interdependent task allocation. Leaders can address similar identities by creating and implementing strategies that enhance organizational synergy. Communication plays an important role in all processes by creating interconnectedness through conversations about values and beliefs and internal organizational messaging. Open discussions and synergetic approaches create an inclusive culture that can help people navigate changes in their own identity throughout the span of their career.  
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