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Second Am.ong
Equals

ALl Mundra was surprised.
Duleep Ghai, chairman ofDu-
maire India, was on the line
sounding desperate: "Bali, I
need your help. Basudev Saha
has quit and only you can per-
suade him to withdraw his

resignation." While Mundra was expect-
ing this, he had hoped Saha would prove
him wrong.

For Mundra, it was like witnessing his-
tory repeat itself all over again. When he
had retired as chairman of Dumaire almost
seven years ago, the foreign parent com-
pany (Gelcot Dumaire, UK) had asked him to
name a successor. Mundra Gad to make a
choice between his two senior directors - Vi-
jay Pratap Dube and Duleep Ghai. It was indeed
a very tough choice to make. Both Dube and Ghai
were seasoned Dumaire veterans, having very high
profiles in the industry.

Dube was Mundra's blue-eyed boy whom he had
groomed for 16 years, and who had been handpicked to
head and run the consumer electronics project. He was ex-
tremely intelligent and known in industry circles as the brains
behind Dumaires new vat dyes project. It was clear that Mundra
wanted Dube to succeed him at Dumaire.

The other contender for the top slot was the genteel Ghai, a
terrific operations man and master strategist. Soft-spoken and
amiable, Ghai had been with the company ever since he joined
it as a management trainee way back in 1959. But it was no se-

What happens to the losers In the race to the
top position? Do they hold any slgnllicance lor
the company or should they be allowed to
leave in a hull?
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cret that Mundra and Ghai had several dif-
ferences. Ghai felt Mundra was too head-
strong and it was difficult to get him to agree
on a number of critical issues without a
heated debate.

But it was not as if the choice was clear.
Dube, in his haste to render viable the vat
dyes project which he was heading, had
glossed over some projections and disclo-
sures pertaining to significant cost overruns.
This was, however, tracked down in Du-
maire's internal audit. A deluge of media re-

ports followed, causing Mundra consider-
able embarrassment even as they

questioned the credibility of
Dube's proposed leadership.

When the succession race
at Dumaire began, me-

dia reports were
punctuated with rhetoric like 'is Dube's

leadership dubious?'.
Mundra had stuck to his ground

and relentlessly supported Dube,
pooh-poohing all suggestions

that Dube was not chairman
material. But the foreign par-
ent did not want controversy,
specially since internal au-
dit blamed Dube for 'inju-
dicious' acts. "This is ab-
surd!" Mundra had
argued. "Asix-page audit
report cannot wipe away
16 years of stellar per-
formance." But John
Wheitas at Gelcot Du-
maire was firm: "Bali,
we cannot have Dube
on your seat."

Mundra was
shocked to read about it
in the next day's newspa-
pers. "Why does every

sneeze at Dumaire make
headlines?" he had asked

Wheitas. Try as he did, every
issue at Dumaire was lapped

up by the media. And his un-
happiness over Gelcot Du-

maire's interference was not
spared a mention.

So, while the whole of the indus-
try was thoroughly convinced that

Dube would succeed, thanks to Bali
Mundras unstinted support, UK continued

to ruminate over the audit reports. And on a
fateful day, Mundra was compelled to name Ghai

as his successor.
The next day, Dube put in his papers. That was the

last thing Mundra had wanted. He called Dube to his resi-
dence and admonished him: "Your resignation is driven byemo-
tion. When you are vested with such seniority and responsibility,
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you have a duty to be stoic. Seniority does
come with an unfair share of public opinion
and inane gossip. But the system is strong
enough to support you, provided you have
the resilience. You cannot allow yourself to
be swayed by the temporary loss of an aspira-
tion. You are so much younger than Ghai and
with a little resilience, your innings will defi-
nitely come next."

But Dube was adamant. Mundra did not
want turbulence scarring his departure. Dube
was a valuable resource for Dumaire and his
contributions were critical for the future of the
company. But Dube stuck to his decision and
the press went wild again.

The following month, Mundra handed
over charge to Ghai. But he indicated his ab-
ject disappointment over his failed plan in a
post-retirement interview, where he openly

criticised the role of 'long-distance parenting' and firmly main-
tained that Dube was actually the ideal candidate to head Du-
maire, not Ghai.

Now, seven years after he retired from active corporate life, the
events at Dumaire India continued to anguish Mundra. After all, it
was a company he had given 37 years of his life to. In Saha's resig-
nation, he saw a parallel to Dube's hasty departure. The events
leading to the succession and the post-retirement interview, had
left a bitter taste and Ghai had maintained a discreet distance
from the former chairman. The same Ghai was now requesting
Mundra to persuade Basudev Saha to withdraw his resignation. It
was a difficult task, but Mundra was determined not to let history
repeat itself.

Over lunch that afternoon, he said to Saha: "Your decision to
resign is a hasty one. After 16 years of nourishing this vast organi-
sation called Dumaire, can one failed aspiration wipe out the vi-
sion you had for the company?" But to Saha, the loss of the post
was an expression of defeat and rejection, though he wouldn't ad-
mit it in as many words. He said: "If Bikash Tanna is taking over as
chairman, I don't see much else for me to do there. Besides, and
this is confidential, I have been offered the managing directorship
of Richmond Selsuss."

"That may not be very wise," cautioned Mundra. "Haven't we
all seen what happened to Dube?" asked Mundra. "He too was
disappointed over losing out to Ghai and on the rebound, joined
Fairwell Industries as their president. And what happened? In less
than 10 months, he resigned!" said Mundra.

Mundra revealed how David Steinway, the renowned interna-
tional headhunter, had hired Dube to succeed Fairwell's charis-
matic president, Govind Brahmbhutt. Fairwell needed a profes-
sional manager to head its Rs 1,200-crore empire. Over the years,
its businesses had grown in number and diversity without a clear
manpower development plan. As a result, although he had as
many as 112 senior managers, there was no one Brahmbhutt
could recommend as his successor.

"Mind you, Fairwell is part of the Rs 7,OOO-crore Morro In-
dustries and Dube's appointment had the blessing of no less a
person than Devdutt Morro, the group chairman. Yet, I had my
doubts about Dube finding peace in a new environment be-
cause you cannot easily pursue 6,000 employees to accept your
brand. It requires a great amount of patience and commitment.
I had heard from the grapevine that even Steinway had some
doubts," said Mundra.
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Dube's appointment as president of Fairwell had set tongues

wagging at Dumaire. "He won't last, he's too much of a whipper-
snapper for the stead, cautious Brahmbhutt and Fairwell," they
prophesied. Brahmbhutt, meanwhile, was not expecting to hand
over the spurs and reins by the next morning. "In fact, he was con-
fident Morro would extend his term on one pretext or the other,"
Mundra told Saha.

"But can Dube be blamed?" asked Saha. "Dube got tired of
playing second fiddle to Brahmbhutt. I have heard how Brahmb-
hutt never really allowed him to be president. At every turn, he
ticked off Dube, corrected him, reversed his decision and reduced
his role to that of an executive assistant!"

"It is possible that Brahmbhutt did interfere, as you say," said
Mundra. "But my point is that Dube would not have reacted the
same way had he been an insider, a Fairwell protege."

"Had he grown within Fairwell so much so that he was ap-
pointed president, chances are high he would have accepted
Brahmbhutt's residual leadership positively. He would have seen
Brahmbhutt as a knowledgeable leader, and not as a mere spoke in
the wheel," explained Mundra.

"But for how long?" countered Saha. "After he had been ap-
pointed president, Brahmbhutt should have signed off within six
months. But Morro did not pay attention to Steinway's advice. In
fact, he informally extended Brahmbhutt's tenure by a year be-
cause their chemicals plant had run into rough weather with the
pollution control board and Morro felt Brahmbhutt should tidy
that up before he left."

"What's wrong with that?" asked Mundra. "It's likely that
Morro did not want Dube to inherit the problems of the firm.
Maybe he wanted Brahmbhutt to tie up the loose ends before
packing up."

T
HE argument failed to convince Saha. "If you have ap-
pointed a person as president, then you stick to the prom-
ises you made. There will always be loose ends, no issue
gets fully resolved. Besides, Dube was the president, not
some departmental manager who needed handholding. If

he didn't get into the mainstream, he'd never begin playing his
role," said Saha.

Mundra couldn't help but agree with Saha on this particular
point. "But I feel that Dube was too anxious to start playing
president. Brahmbhutt did not matter to him because he was
seeing him as a competitor. Had he grown within the Fairwell
culture, he would have seen merit in Morro's plan and also in
Brahmbhutt's direction. He would have viewed Brahmbhutt's
extension as an impediment to his presidentship. Instead, he
would have shared the same vision for fairwell as Morrow and

Brahmbhutt and flowed with the tide."
Mundra's contention was that for Dube, the chance to prove his

mettle after the Dumaire debacle was uppermost on his agenda. "I
don't think so," said Saha. "Areyou saying that an insider would
have accepted any number of extensions to Brahmbhutts manag-
ing directorship? No! Ifhe has been appointed as No. I, he must get
his throne soon. Otherwise it is bound to cause anxiety," Saha said
with conviction.

"Then why didn't he go to Morro and state his fears?" de-
manded Mundra.

"Because of the simple reason that his word would have no
weight against Brahrnbhutt, who Morrow knows and reveres," an-
swered Saha.

"This is precisely what I am saying," said Mundra. "IfDube had
been an insider, Morro wouldn't misunderstand the anxieties of
his president-designate. He would be equally anxious to retain
someone whom he has nurtured to fill the post. Also, Dube would
not have been so aggressive. The post of president for which he
had worked so many years would be too precious to him and he
would have asserted his view point elegantly and effectively." In-
stead, Dube quit to join Sherwood Appliances as its chief execu-
tive in India.

After Dube submitted his resignation to Devdutt Morro,
Mundra was among the first to hear of the news. Shocked and an-
gry, Mundra called Dube's residence at the crack of dawn. Bythen,
Dube had received and accepted the appointment letter from
Sherwood. Fairwell insiders were shocked by the resignation too.
What rankled was Dube's close involvement in the Fairwell-Sher-
wood relationship. The old Dumaire tale was brought out of the
archives and the business press promptly raised old doubts over
Dube's credibility and competence. "He is a man in a hurry," they
said. "He will ride roughshod over anything, even if only to win."

"Wouldn't any manager whose promotion or grade has been
delayed get frustrated and resign?" asked Saha.

"Dube was not any manager," said Mundra. "He was presi-
dent and he had a duty to behave in a responsible and fitting
manner. The presidentship is not any odd job. It is the steward-
ship of a company; it is the No.1 position in the company. At that
level, you do not be hasty," he cautioned Saha. "You are young,
your innings could come with resilience and a commitment to
Dumaire's mission. Why, recall what had happened at Delaware
India. Do you remember the time I was trying to rope in Sagar
Salway of Delaware for Dumaire? That same fine gentleman
nearly became chairman of the Rs 1,600 crore-Delaware. But in
the last lap, he lost to Victor Arumugam." In Salway's attitude lay
a lesson in resilience, said Mundra.

Delaware was a very large consumer products and pharma-
ceutical company with a turnover ofRs 1,600 crore. In

1986, Delaware's chairman and managing director
Adi Wadia retired and of the two strong con-

tenders, Victor Arumugam and Sagar Salway,
it was difficult to say which would make it to
the finish line. If seniority was a criteria,
then it would clearly be Salway. Yet Aru-
mugam had succeeded. "But Salway didn't
resign," pointed out Mundra.

"But he did meet Steinway for the Pair-
well post two years later, the same time as

Dube," offered Saha.
"No doubt he did," but do you know that it

was Salway who actually declined the offer?"
asked Mundra.
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Mundra recalled in detail what had been re-

ported to him. It seemed that Steinway wanted
Salway step into Brahmbhutt's shoes. So when
he invited Salway for dinner at a restaurant,
Salwaywas not completely ignorant of Stein-
way's agenda. But Arumugam had got wind
of the meeting and invited Salway for a pri-
vate lunch in his office the same day and
said: "Iwant to tell you something which we
have kept under wraps for certain other rea-
sons. You are to succeed me three-and-a-half
years from now. This has been decided by
Switzerland." Arumugam paused cautiously: "So
may I request you to drop any plans to consider
other offers?"

For Salway, this was a stunning revelation. Early next morn-
ing, Salway received a call at his residence from Switzerland's
management development board, which repeated what Aru-
mugam had said. Within a fortnight, Salway had left for
Delaware's headquarters for a three-week relay of meetings
with the Swiss directorate.

"Thus, Steinway's dream of hiring Salway for Fairwell came to
an end," concluded Mundra.

Saha thought about it. As far as he could see, Salway's re-
silience was born out of the fine organisational practices at
Delaware. As he said to Mundra: "Delaware also had a very strong
and solid relationship with its 47% Swiss parent. For Switzerland,
India was a critical subsidiary and the relationship ensured that
the Indian management staff were subjected to the same detailed
management development programmes as in the UK and Eu-
rope. To Delaware, every subsidiary was seen as part of a global
management pool and this ethos traversed every country
management so that moves and shifts were evaluated from a
global perspective. Therefore, Salway may not have looked at the
Indian chairmanship narrowly. The world was such a large place
and with time, he could have just moved over to another country
aschairman."

But Mundra pointed out that there was another aspect to
Delaware's style. On the eve of Wadi a's retirement, media specu-
lation about the succession was at its height. But Delaware main-
tained a stiff upper lip throughout, refusing to let out any infor-
mation. Both Salway and Arumugam made pleasant but brief
statements while Delaware's corporate communications chief
remained elusive. Therefore, all the media managed to get was a
news item saying that Victor Arumugam had taken over as chair-
man of Delaware. There was no mention of Salway. Nor did Sal-
waymeet the press. And in the face of such aloofness, media cu-
riositydied a natural death.

"There is something to media exposure," said Mundra. "The
more you are written about, the more stressful your role be-
comes. Delaware preferred not using media; Dumaire was the
one that always made headlines. And you can see the difference
in the two situations."

Despite Mundra's efforts to make him withdraw his resigna-
tion, Saha was convinced that the experiences ofDube and Sal-
waywere unique. He went ahead and joined Richmond Selsuss as
managing director. Within two months, Selsuss was taken over by
a non-resident Indian Krish Khurana, and within months of the
takeover, a major division of interest within the family led to a
splintering of the business.

Meanwhile, marketing director Satish Malik quit, taking with
him some 20 senior managers and directors, to head and run a
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new foods company that was set up by the Tura Group.
At the frontline remained three directors, who pledged loyalty

to Khurana. As far as Saha was concerned, Khurana sidelined him
completely and appointed his own coterie. The situation at Sel-
suss got worse each passing day as more and more people left. As
a result, Saha felt claustrophobic, disappointed and completely
decimated. In his truncated role, he could do little to stem the rot
and resigned.

Mundra read the news within an enormous sense of disap-
pointment. That evening, he drove to Saha's residence and the
two talked over drinks into the wee hours.

"I hate saying this," said Mundra, "but did I not warn you?"
"Please try and understand that the takeover happened after

I joined," said Saha wearily. "Even so, I tried my utmost to keep
my chair."

To keep your chair, Basu," said Mundra gently. "That was all
you could do in your new position. But suppose you had
succeeded Ghai at Dumaire and this NRI had taken over Du-
maire .... Basu, you would not have resigned. Youwould have
fought tooth and nail to protect Dumaire. You would have

been able to stop the exodus of managers. Youwould have negoti-
ated and nibbled at every opportunity to retain the original vision
of Dumaire,' said Mundra. "You think I didn't do all that at Sel-
suss?" asked Saha.

"Sure you did. But the fact of the matter is how effective could
you have been as a newcomer to Selsuss and as a readily dispen-
sable number for Khurana? Don't forget, Khurana was himself
new to the Selsuss fold. He was more likely to want his coterie at
the helm. But ifyou had been an old Selsuss hand, you would have
succeeded in keeping the seams from breaking and for that rea-
son Khurana may not have sidelined you."

Mundra's contention was that as a newcomer to Selsuss, Saha
had in all probability reacted with disappointment instead of re-
sponding with tact. "There was the disappointment and shock
over the invasion of your turf.

Then there was panic at the loss of faith in your leadership as
manifested by the numbers who quit Selsuss. If this had hap-
pened at Dumaire, you may have been more confident in the situ-
ation and had the support of the managers. Youwould have pro-
tected Dumaire and not just your managing directorship,"
concluded Mundra.

Is Mundra's analysis tenable? Is quitting the only route avail-
able to contenders who lose out? Did Dube leave because he was
essentially ineffective or was it because his post was threatened?
And would a longer innings at Selsuss have helped Saha prevent
the rot that set in after the takeover? _
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ANALYSIS I: R.R. NAIR

Take Care Of The Loser
R.R. Nair is adviser and consultant (organisation development) at Hindustan Lever and

. Asia Business Group, Unilever.

SUCCESSION planning involves get-
ting ready with succession alterna-
tives for each job holder. This is very
important for strategic positions and
senior management staff. A good

deal of succession planning is also done at
informal levels by the top management.
However, succession planning systems are
yet to fully develop in many Indian organi-
sations. It is recommended that every or-
ganisation should develop mechanisms to
do succession planning systematically, at
least for senior management and all other
strategically important roles. In fact, identi-
fying the jobs where succession planning is
a must is in itself an important task.

Broadly, this case seems to highlight
the following issues:
• The role of the overseas parent com-
pany and the way it does its parenting.
• Succession planning, particularly at
senior levels.
• Handling the fallout of succession
planning decisions.

The foreign company, Gelcot Dumaire,
seems to have been a long-distance parent
which stepped in occasionally to imple-
ment international standards without con-
firming that these have been established in
their operations in India. We see the conse-
quences of a tendency to impose value sys-
tems and business standards without a
buy-in from the local leadership of the
company. The controversy-shy Gelcot Du-
maire asserted itself in preventing the can-
didature ofDube, but appears to have done
nothing to curb the adverse publicity that
accompanied the entire episode. A strong
difference of opinion developed between
the parent company and Mundra on the
audit findings. The indictment of Dube ap-
pears to have led to a win-lose battle on the
succession front. The relative merits and
demerits of both Dube and Ghai doesn't
seem to have been assessed fully before de-
ciding who would succeed Mundra. Nei-
ther is there any evidence of a consensus
between Mundra and the parent company
on the criteria that would decide the suc-
cessor. Well-established traditions in this
area are important to build confidence
about the future of the organisation, both
within and outside the company.

Contrast this with the role of the parent

company in Delaware. At Delaware, the
long-distance parenting was collusive and
in harmony with the needs of the local
company. There is ample evidence of a
continuous and supportive role in the
speedy backing up of the decisions to re-
tain Salway and the philosophy of devel-
opment programmes for managers across
the system as well as planning and execut-
ing management moves, keeping in mind
the global perspective.

The key point in this case is that long-
distance parenting should be in alignment
with local needs. There should also be uni-
form standards and equal opportunities
across the global existence of the company.

The case brings into focus the vicious
circle that is triggered in the absence of
succession planning systems. It results in
the need to recruit from external agencies
at senior levels, which may result in:
a. cultural misfits,
b. lack of confidence to carry the
organisation along, and
c. a desire to score early (often ill-con-
ceived) victories.

This is what we saw in the case of Fair-
well. Unable to find suitable internal man-
agers, they chose Dube to head the com-
pany. But with mid-career recruits at
senior levels in the organisation, one faces
cultural misfits. Then there is the desire on
the part of the new entrant to score early
wins which may be tangible but are short-
term in perspective. Nevertheless, they
give the new entrant a false but much
needed sense of achievement. Usually this
is accompanied by a fear of inability to
carry the organisation with them, espe-
cially when threatened by external forces
like takeover bids (like in Sahas case).

The case establishes that there is so
much more to succession planning than
grooming successors. It addresses the issue
of the 'loser' - should the firm let go ofhim,
or is the tackling of his needs also an inte-
gral part of the succession -planning exer-
cise?This is crucial because it is useless to
pretend that 'loser' is not an issue - we all
know that in a race, winners imply that
there are losers. The response to the possi-
bility of Salwayjoining Brahmbhutt was ap-
propriate. The action saved Delaware from
losing a marathon performer. In contrast,
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in Dumaire's succession plan, Saha lost out
as did the firm in its inability to retain a
valuable asset.

Failure to align personal goals with the
corporate ones is another issue. Dube
abandoned Fairwell for Sherwood be-
cause he could not adjust his equation
with Brahmbhutt. But he was the presi-
dent, so him quitting was like the captain
deserting his own vessel.

Agood succession- planning system not
only takes care of the replacement, but also
of the losers. The secret of retention lies in
being both imaginative and proactive. Suc-
cession planning at the top is not a contin-
gency, but is a well thought-out process.
The idea is to be proactive in not only
grooming the right candidate through a
grooming-planning process but also keep-
ing alternative assignments ready for the
losers. In this case, international firms can
find suitable opportunities overseas. The
fact that he made it to the last lap estab-
lishes his credibility in handling tough as-
signments. It also conveys signals to the rest
of the organisation in terms of the treat-
ment meted out to losers.

Managing anxieties .and losses is a com-
plex task. Representatives of the overseas
parent and senior functionaries in the local
company, both having a credible relation
with the loser can also make the process less
painful and more effective. In the absence of
such processes, succession planning be-
comes partially successful; with every suc-
cessful replacement, the company loses an
almost equally good performer.

Organisations should try to identify em-
ployees who are likely to achieve top posi-
tions. The common starting point is to take
a view about the future situations top man-
agers will have to face and draw conclu-
sions about the attributes, skills and knowl-
edge required.

Not all firms try to identify their 'high
flyers' at an early stage of their careers.
Those that do rely on this process use a sys-
tem for appraising performance and po-
tential. A few use assessment centre tech-
nologies. The most -effective process used
to develop 'high flyers' include challenging
job assignments, learning by working with
particular bosses, relationships with peers,
hardships and setbacks. •
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ANALYSIS II: G.K. VALECHA

A Dialogue Is Necessary
G.K Valecha was director, Essaechandran Institute, Bangalore. He passed away in 1999.

THE case study highlights the issues
of ego clashes, personal rivalries and
the price one pays for impatience
and the uncontrollable ambition to
be numero uno. It also underscores

the importance of 'fit' between the organi-
sational culture and individual style and
values, positive and negative interper-
sonal dynamics at the top, and the double-
edged impact of the media - a fire that
can warm as well as scorch.

What is the common driving force
that impels such high performers like
Dube, Saha, Ghai, Tanna, Arumugam and
Salway? Power. All Ofthem are galvanised
by the power motive, and as a result be-
have like champion gladiators who aim
for the top position in the organisation.
After all, it is only in this position that one
can exert the highest influence, create the
greatest impact and shape the organisa-
tion's destiny.

For both Dube and Saha (who had
built a positive self-image of being sec-
ond to none in performance and poten-
tial), it was a question of 'winner takes all'.
In their perception, there could be only
one winner. With such a psychological
make-up, both Saha and Dube (existen-
tially) had no choice but to quit when
they felt they had been denied their due
reward - the post of chief executive. It
was the exceptional organisational acu-
men of Delaware that could have, with a
degree of maturity and finesse, prevented
Salway from resigning. Salway was of-
fered a viable and honourable path to
progress, which seemed unavailable to
both Dube and Saha.
• The importance of 'fit' and 'match'
between the organisational ethos and
the chief executive officer's personality
and style.

The above issue, together with the role
of the situational realities, is brought
about very well in the course of events in
both - Saha and Dube - the cases.

Dube walked into a complex web at
Fairwell where the charismatic Brahmb-
hutt was well entrenched. He had the for-
midable task of 'dislodging' the long-
standing image and authority of
Brahmbhutt who was still firmly in the
saddle. Perhaps the personality of Dube

would not let him play second fiddle even
temporarily, win his way to obtain
Brahmbhutt's 'blessings' and patiently
gain the confidence of the senior man-
agers at Fairwell.

Further, by having two chiefs, Fairwell
did not provide Dube a fair and even field
to do well. The personal chemistry be-
tween Dube and Brahmbhutt could only
be volatile, given the situation and the
kind of personality Dube has. Besides,
since Dube had joined Fairwell not out of a
reflective, proactive choice but on a re-
bound, it did (in all probability) com-
pound the difficulties and led to his appar-
ent 'failure'. It is pertinent to note that
proactive actions differ qualitatively from
the reactive.

In the case of Saha, he had to face the
unforeseen hostile takeover. The odds
were stacked against him. But Richmond
Selsuss proved a bad decision and wrong

interest of both the organisation and the
employee.

It stresses the need for the brass of the
company to have empathetic and career-
guidance skills and acumen to engage in a
sophisticated and sensitive dialogue to ef-
fectively tackle the desires and ambitions
of the managers. This fact is superbly ex-
emplified by the efforts of the senior per-
sonnel at Delware in handling Salway's
growth and career aspirations.
• Being in tune with organisational cul-
ture before attempting to orchestrate any
kind of change.

An organisation is a living and complex
entity, and anyone wanting to be effective
as its guiding force naturally needs to first
make a sincere attempt to understand its
functioning and be sensitive to its values,
traditions and customs.

Perhaps Dube neither believed in do-
ing so, nor was his personality make-up

choice for him only in hindsight. Mundra
is too eager to prove his foresight, but it
was the unfortunate turn of events that
'overtook' Saha who was no match to Krish
Khurana's manoeuvres.

The culture, values, style, succession
issues and sensitivity to senior executives'
motivations and ambitions at Dumaire
stand out in relatively poor light when
compared to those of Delaware. Delaware
appears to be a really solid, sensitive, ma-
ture, media-wary and sophisticated or-
ganisation, which is fully capable of initi-
ating pre-emptive steps to ward off
potential problems of their senior man-
agers exiting.

This case effectively brings out
the need for progressive organisations
to actually develop proper strategies of
succession planning. This exercise is
extremely necessary to ensure proper
avenues and alternatives for high-
performing executives in the best
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capable of effectively undertaking such a
course of action. This partly contributed to
his being a misfit at Fairwell and his even-
tual exit from the company.
• Media's meddlesome moments best
avoided.

Another important issue is media ex-
posure. Being media hungry can and does
prove to be dysfunctional, distracting
(from accomplishing avowed organisa-
tional goals) and detrimental to the com-
pany's overall well-being. This important
fact is brought out by the effective aloof-
ness of all the key players at Delaware. Un-
fortunately, just the opposite was happen-
ing at Dumaire.

In conclusion, the case study sheds
light on the high stakes which are involved
in reaching the top of the organisational
pyramid, and how some organisations and
persons like Dumaire, Dube and Saha
bungle, while others like Delaware do a
better job. •


