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Donaldson should be returned
to the United States
immediately. Argos needs a
local European to unite the
acquired companies.

Donaldson should be returned to
the United States immediately.
There is no way that retaining him
in Ztirich will help either him or the
company. “Besser ein Ende mit
Schrecken als ein Schrecken ohne
Ende.” Better a calamitous end than
an endless calamity.

Officially, the explanation can be
“family reasons.” It's clear that Don-
aldson is facing serious family prob-
lems. His wife has not succeeded in
integrating herself into the Ziirich
environment, and their eldest daugh-
ter is having problems at school.
Using those issues as a cover, he can
be returned to the States with his
dignity intact.

After all, he deserves decent treat-
ment. He is in Ziirich because Loun
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has pushed him there, even though
neither his background as an aca-
demic in Egypt nor his experience in
cross-divisional and cross-function-
al team building in the United States
qualifies him for this job. He has no
experience living and working in Eu-
rope. Apart from English, he speaks
no European languages. He has no
experience gluing a group of compa-
nies and their various management
organizations together. And his ac-
tions indicate that he is not a good
listener or communicator. It is not
really a surprise that, within nine
months, Donaldson has become
frustrated and unhappy, and has lost
respect and credibility not only with
Waterhouse but also with all his lo-
cal staff in Ziirich and most of the
European managers.

Waterhouse should make a thought-
ful but decisive settlement. In his
meeting with Donaldson, he should
focus on his family situation. He
should suggest the idea of returning
to the United States and thus solv-
ing his family issues. He should tell
Donaldson candidly that, after consid-
erable thought, he has decided that
Argos needs a local European to
unite the acquired companies. He
might mention the possibility that
exciting challenges will open up for
Donaldson back in the States. He
should help him view this experi-
ence as a learning process so that he
will return to the States with a posi-
tive outlook and not think of his
time in Europe as wasted.

Then Waterhouse should get on
the phone with Loun and sell him
the situation. Waterhouse has a
record of success in Europe. He also
has credibility with the CEO. Clear-
ly, Argos can't afford to lose Water-
house at this stage, and his decision
and recommendation will be in the
best interests of the company and its
sharcholders. His message can be,
“What's needed here is action, and
I will guarantee that positive results
will follow.” Loun will listen; he
really has no choice. And, because
Loun thinks highly of Donaldson,
he’ll try to find a good opportunity
for him back in Detroit.

After Loun has approved the ac-
tion and Waterhouse has informed
Donaldson, Waterhouse should call
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a staff meeting with all the relevant
executives at the Ziirich office to tell
them about the changes. Then he
should inform all the European gen-
eral managers and key staff of the de-
cision. After that, he should launch
a search for Donaldson’s succes-
sor, possibly with the help of an ex-
ecutive search consultant who has
inter-European experience and a
good understanding of U.S. corpo-
rate environments. The ideal can-
didate probably would be from
Scandinavia, Switzerland, Belgium,
Luxembourg, or the Netherlands.
(People from these countries are
generally perceived as being neutral;
as a rule, they are accustomed to
dealing with multinational situa-
tions, and they usually speak many
languages.) He or she will have sales
and marketing knowledge, strategic
planning skills, and some experience
in merging different companies and
corporate cultures. A search will
probably take two to three months,
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during which Waterhouse will have
to fill the gap himself with the help
of human resources director Paul
Janssen and Donaldson’s former as-
sistant, Bettina Schweri.

When a new team builder has been
hired, that person should spend sev-
eral weeks at Argos’s headquarters
in Detroit to get a comprehensive in-
troduction to the Argos company
culture and the vision of senior U.S.
management. And, upon joining Ar-
gos Europe, that person should be
closely coached by Waterhouse. Wa-
terhouse should not turn the job
over completely for several months.
He also should establish clear goals
and objectives for Donaldson’s suc-
cessor so that his or her achieve-
ments can be measured.

Argos must give its U.S. expatri-
ates much more support and cultur-
al guidance. Only by learning from
this experience will the company
avoid another similar problem in a
future assignment.
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