


As I complete my first year as dean, I am pleased and encouraged by our continued 
movement toward academic excellence. Administrators, faculty, and students are working 
together to build a management curriculum that will move the School of Management 
into a solid position among the best programs available anywhere. 

One aspect of that movement that pleases me is the growing base of support we are 
receiving from alumni and friends. This edition of Exchange recognizes the many people 
and organizations who have provided funding support to the School of Management 
during the past year. Two listings appear: one of gifts given by individuals and one of 
organizations' donations. The gifts range from a few dollars to hundreds of thousands of 
dollars, but all are greatly appreciated. I'd like to give you a few examples of how such 
gifts can make a difference. 

One major contribution allowed us to expand our computer equipment and labs. As a 
result, SOM students are now getting more experience with the technology so essential 
to their success in today 's management world. At the same time, faculty members are 
becoming more productive using their computers, and administrative matters are being 
handled more efficiently. 

Gift monies have also made possible additional faculty research. For example, Dr. 
James B. McDonald of our managerial economics faculty has received support for his 
nationally recognized work in forecasting techniques. He has represented the university 
well as he has presented his findings at major conferences at Princeton University, and in 
Montreal, London (Ontario Province), and Boston. His work-and, thereby, BYU-are 
becoming well known in the field of econometrics. 

Dr.). Patrick Kelly, a specialist in retail marketing, has been active in research 
sponsored in part by funding from the Skaggs Institute of Retail Management . His work 
dealing with point-of-purchase signs and per-unit forecasting has brought new light to an 
area were few, if any, studies had been done before. As a consequence, Kelly and his 
associates are making a major professional contribution. 

Another fine example of nationally recognized research comes from our School of 
Accountancy. Dr. W. Steve Albrecht teamed up with Professors Keith R. Howe and 
Marshall B. Romney to summarize several years of intensive study of white collar crime 
in a recently published book, Deterring Fraud: The Internal Auditors Perspective. 

Students have also been beneficiaries of gift monies. Several new scholarships were 
created this year (see "Briefly" section of this issue) . More than one hundred students 
now receive scholarship support, while many more profit from assistantships which 
combine financial help with the opportunity to gain one-on-one learning experiences 
with professors who are working on major research projects. 

All donations are appreciated. And continued financial support is essential to the 
development of the School. I personally thank those of you who have contributed. I 
invite you to continue and, where possible, enlarge your support as we progress toward 
excellence in management education. 
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c 0 M M E N T 

We Can't 
Go On Meeting 

Like This 

Paul R. Timm 

T 
he President of Moose Lips 

. Corporation meant well, 
but somehow things just 
didn't work out quite the 

way he thought they would.* Matt 
Bayless had built Moose Lips from a 
one-man operation working out of 
his garage to the largest manufacturer 
of camping and recreational gear in 
the Pacific Northwest. Despite rapid 
financial growth, Matt had the uneasy 
feeling that things wouldn't continue 
to be so good. He was disturbed by a 
marked rise in production costs and 
an apparent increase in competitor 
activity. Nothing specific, but he was 
just uncomfortable. 

Then he hit on an idea. 
After dusting off a management text

book he'd read in college, Matt decided 

• This commentary is based o n an article by the 
autho r which appeared in Co mmunicators j ournal, 
Sept. /Oc t. 1984 , pp. 54-8. 
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to use "participative decision making" 
to cope with the company's problems. 
"Sure, that 's it," he decided. "We'll 
have a big meeting and get some new 
ideas." 

His memo to all employees went out 
the next morning. Everyone was 
"invited" to participate in an all-day 
retreat at the Seaside Resort and Con
ference Center about 20 miles out of 
town. The agenda was set: The 
employees would all be getting together 
to "share their ideas" on how to 
retain market share, how to cut pro
duction costs, and "any other topics 
relevant to the success of their 
business." The entire company would 
be shut down all day Friday while 
the 126 employees conferred. 

A few days before the big meeting, 
word filtered back to Matt that a 
number of the Moose Lips employees 
had been mouthing off about having 
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Some surveys 

estimate that 

executives 

commonly 

spend 70 to 90 

percent of their 

workdays in 

meetings. 

to spend a whole day at the con
ference center. 

They already were feeling a lot of 
pressure to keep up with their work, 
and, in fact, they were coming up on 
the busiest time of the year for 
several departments. Besides, no one 
seemed to understand what was 
supposed to be accomplished at the 
proposed meeting. 

Matt was upset by the grumbling. 
After all, participative decision making 
was supposed to make workers feel 
good. Everything he read said PDM 
is the way to go. So he sent another 
memo to answer their objections. He 
explained (in a tone that didn't 
succeed at concealing his irritation) 
that , while no specific proposals were 
expected to be voted on at the 
meeting, he felt the opportunity to 
"share input" was very important, and 
he expected everyone to be there. 

The big day came, and 115 people 
showed up for the all-day retreat. In 
the opening session, the president 
stated his concerns about market 
share and production costs. He then 
indicated that , to be systematic, the 
morning would be spent in 12-member 
"buzz groups" dealing with market 
share. Each group would report back 
to the larger assembly just before 
lunch . The afternoon would follow a 
similar schedule but would deal with 
production problems. 

The buzz groups were assigned 
randomly, and everyone-including 
Matt and the other company officers
participated. By five o'clock when 
the meetings broke up, it was clear 
that most participants were frustrated 
by the futility of the whole process. 
Employee grumbling had become a 
dull roar. No one, including Matt , 
could clearly describe what had been 
accomplished. And the net cost to 
the company went far beyond the 
charges for the rental of the facilities 
and the catered coffee breaks and 
lunch. The costs included well over a 
thousand man-hours. 

And what did Moose Lips Corpora
tion get for this expenditure of time 
and money? An objective observer 
would be hard pressed to see any 
gain. Indeed, the downside-the 
feelings of frustration among both 
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bosses and employees-would likely 
outweigh any "solutions" which 
were presented. 

An exaggerated story? Not at all. In 
my research into the uses anp misuses 
of meetings, I constantly hear of 
stories like the Moose Lips situation. 
Well-meaning leaders with sincere 
concerns for their organizations fall 
into the all-too-common trap of 
misusing participation as a decision
making strategy. 

Is PDM Killing Productivity? 

It doesn't take much heavy research 
to conclude that a lo t of people get 
tired of the overuse of meetings. 
Some surveys estimate that executives 
commonly spend 70 to 90 percent of 
their workdays in meetings of some 
type. Most of these meetings at least 
pretend to exist for the purpose of 
making decisions. 

As I talk with people about the 
meetings they attend, I often hear 
cynical comments like : 
0 A meeting is a place where you 
can show your colleagues in length 
what you lack in depth. 
0 In every meeting, there's at least 
one fellow who obviously hates the 
idea of returning to work. 
0 Many of the meetings I attend are 
held simply because it's 9 o'clock in 
the morning, and we always have our 
meeting at 9 o'clock each morning. 
0 Maybe if we waste time in a few 
more meetings, the problem will 
eventually go away, and we won't 
have to make a decision. 
0 A committee meeting is where the 
boss gathers subordinates to hear 
what they have to say, so long as it 
doesn't conflict with what he's 
already decided to do. 

Why the increasing dissatisfaction 
with meetings? Isn't such "partici
pation" widely regarded as desirable? 
After all , participation is democratic, 
and de..rp.ocracy is good; therefore 
participation must be good . 

Maybe so. But if all these meetings 
are so good, why do more and more 
decision makers in organizations 
suffer from feelings of restlessness, 
disgruntlement and raw boredom as 
they come out of their many meetings? 

The answers lie in management 's 



tendency to choose participative 
decision making out of habit rather 
than out of thoughtful consideration 
of the pros and cons of the process. 
Often the best decision strategy does 
not call for the group process. 

Advantages of Participative 
Decision Making 

At the risk of stating the obvious, 
Groups seem one potential advantage of group 

decision making is that a variety of 
better at points of view can be brought to bear 

on a problem. This can be useful if 
dealing with the group has developed systematic 

ways of assimilating the ideas provided. 
controversial or To be successful, the group must use 

adequate procedures for : 
emotionally D sharing ideas and perspectives so 

that members may build upon one 
charged another's insights. 

D resolving differences among group 
problems. members which, if left unattended, 

would lead to excessive conflict and 
would prevent eventual consensus. 
D drawing out useful information 
from all participants while toning 
down those who tend to dominate. 

Under such conditions, a synergistic 
effect can result . In other words, the 
group's decision can be better than 
the sum of all individual decisions. So, 
the No. 1 advantage of participative 
decision making is that groups can 
reach synergy- sometimes. 

In addition to the way the group 
shares information and builds con
sensus, the nature of the problem 
will also determine where synergy 
can result. 

Studies show that groups are better 
at solving problems that require the 
making of relative rather than absolute 
judgments. That is, groups can better 
solve problems for which there is no 
single, correct solution and for which 
solutions are difficult to verify 
objectively. This finding suggests that 
groups are not better than indivi
duals at handling certain kinds of 
clerical tasks (such as adding up 
columns of figures) or at solving 
logical "brain tease1s" which require 
purely rational answers. Problems 
having only one correct answer are 
more "structured" and can often be 
better solved by a motivated indi
vidual- or by a computer. 
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Groups, however, can be more suc
cessful than individuals working 
alone when the problem is complex, 
having many parts and requiring a 
number of steps to solve. (Jroups also 
seem better at dealing with controver
sial or emotionally charged problems. 

A second advantage to group deci
sion making is that participants are 
likely to feel a stronger commitment 
(and/or less resistance) to a group 
solution than to an individual decision. 
Similarly, if those who participated 
are commissioned to execute the deci
sion, they will do so more faithfully 
because they understand why and 
how the decision was reached. 

In one well-known study conducted 
in the late 1940s, workers' resistance 
to technological changes in their jobs 
was measured. The studies found that 
when workers participated in dis
cussions about implementing new 
machinery on the job, significantly 
less resistance to those changes arose; 
among work groups that did not 
participate in planning the machinery 
changes, more resistance to the 
changes emerged. Later research has 
repeatedly confirmed that participa
tion reduced resistance to changes, at 
least among American workers in 
industrial settings. 

Unfortunately, today some managers 
use this principle to reduce employee 
resistance without allowing genuine 
participation. The manipulative man
ager wants workers to feel that they 
are participating. He goes along with 
the group so long as it comes up with 
the same decision the manager wanted 
in the first place. The group is used 
as a rubber stamp for the boss, not as 
a true decision-making body. None
theless, when particularly emotional 
decisions need to be made, such as 
organizational changes that workers 
may see as a threat to job security, 
meetings can dissolve the resistance 
if the meetings are handled well. 

How the Advantages Can Be 
Negated 

The significant advantages of 
meetings, then, are (1) synergy can 
result in potentially better-quality 
decisions, and (2) less resistance to 
implementation may result. There are, 

Some managers 

use the 

principle of 

PDM to reduce 

employee 

resistance 
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allowing 

genuine 

participation. 



however, situations under which 
these advantages can be completely 
negated by inept or unqualified parti
cipants and leaders as well as by some 
other factors I'll discuss in a moment. 

When managers opt for participative 
problem solving, they give up some 
control over the decision process. 
Although relinquishing control can 
result in more useful decisions, there 
remains some risk. Conversely, some 
managers use meetings as a way to pass 
the responsibility to others instead of 
making difficult or painful decisions. 

One disadvantage, then, is that 
meetings are used as substitutes for 
action. Some managers confuse the 
appearance of activity with the hard 
reality that nothing substantive is 
happening. Consciously or uncon
sciously, they hope that by "talking it 
out" they can avoid the unpleasant 
necessity of acting. 

Ultimately, meetings should reach 
a decision, but too often they don't. 
When meetings lack such closure, it's 
likely to be because: 
D The problems or issues haven't 
been clearly defined, 
D The participants aren't really 
interested in reaching a solution, 
D The task is not amenable to the 
group process, or 
D Some procedural roadblocks 
haven't been handled well. 

The meeting-as-a-substitute-for
action can become a bad habit. A 
' 'when-in-doubt-call-a-meeting'' 

It's as Easy as A-C-T 

Managers normally have a choice 
of three decision strategies. They 
may make a decision working 
ALONE (using information readily 
available, including computer data , of 
course), in CONSULTATION with 
others contacted individually, or 
TOGETHER with others in the group 
process. 

A "yes" answer for each of the 
following questions strengthens the 
case for the use of participation , 
while a "no" answer suggests that 
working alone or in separate consul
tation with others may be more 
efficacious for producing an accept
able decision. 

attitude can eat up enormous amounts 
of time and energy. And in the end 
the tangible result is nothing, except 
possibly some social satisfaction from 
sitting around gabbing or playing 
organizational games. The Moose Lips 
example showed a number of these 
drawbacks. 

Another disadvantage of group deci
sion making is that meetings cost too 
much money and time. A group 
decision inevitably takes more time 
than an executive action, and the 
costs of such time can really add up. 
If it takes a 12-member committee 
three hours to make a decision, and 
the average committee member's salary 
is $35 ,000 a year (including benefits), 
the decision costs at least $605.88. 
And this estimate includes only direct 
labor costs. 

We also need to consider the ripples 
of psychological costs to the indivi
dual and the organization, which can 
be staggering. For example, work done 
by subordinates is often tied up 
while the boss is in conference. 
Talented employees engage in mono
tonous busywork while waiting for 
direction from the absent leader. 
Customers are annoyed that they 
cannot talk with the conferring 
manager. The manager's work piles 
up, so that he is faced with a stack of 
phone messages to respond to, a pile 
of papers in his in-basket, and half
dozen people who just have to talk 
about some pressing matter when the 

Do the people who would be 
involved in the decision : 

D Have sufficient knowledge or 
expertise to make a contribution ro a 
sound decision? 
D Feel enough responsibility or 
concern for the problem that they 
will want to help solve it? 
D Share the objectives and goals of 
the organization or group that will 
ultimately choose a solution (no 
serious "hidden agenda" conflicts)? 
D Have sufficient communications 
and interpersonal skills to work ef
fectively in a group? 
D Understand the limitations within 
which the organization must work in 
dealing with this p roblem? 

A "when-in-

doubt -call-a-

meeting" 

attitude can eat 
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conference ends. Each of these kinds 
of things saps psychic energy from 
people who are paid to use their minds. 

The question is one of opportunity 
cost: What could the meeting-goer 
do with that time if he or she weren't 
tied up in the meeting? The manager 
must ask, "Is this meeting worth it?" 

Can we be sure that the $600-plus 
committee decision described above 
is better than one reached by a 
manager working alone for, say, $8.50 
in labor costs? In many cases, we 
cannot. In fact, under some circum
stances, a group decision may be worse. 

The group process can backfire, 
resulting in poor decisions. This can 
occur when: 
0 Group members lack "hard data" 
about the topic of discussion. The 
outcome of such a group will be no 
more than pooled ignorance. If the 
issues require specialized expertise, 
go to an expert . Don't muddy the 
water by using a committee. 
0 Excessive conflict prevails within 
the group. In meetings, some conflict 
is potentially useful-it can help 
refine and improve ideas. But when 
participants in a group get into a no
holds-barred, win-lose position, the 
outcome in terms of both relation
ships and quality of decisions can be 
devastating. 
0 The group takes excessive risks. 
Still another problem which has been 
identified by social scientists can 
affect the quality of group decisions: 
the risky shift phenomenon. Some 
groups tend to make more daring or 
more risky decisions than individuals 
do when working alone. Social pres
sures from within the group can result 
in potentially counterproductive 
behavior; some group members adopt 
a "safety in numbers" position and 
recommend extreme solutions that 
they wouldn't dream of taking respon
sibility for as individuals. You end up 
with a lynch-mob mentality. 
0 The free flow of information in the 
group is impeded by "groupthink" 
or individual dominance. The term 
groupthink was coined to describe a 
condition of likemindedness which 
tends to arise in groups that are par
ticularly cohesive, where members ' 
desires for consensus or harmony 

7 

become stronger than their desire for 
a good decision. Under such condi
tions, critical thinking and objective 
analysis of ideas are foregone in 
deference to a smooth-running group. 
The likelihood of group think increases 
if the group becomes insulated from 
outside influences and the fresh flow 
of information. 

A second type of pressure which 
censors the free flow of information 
is individual dominance. In many 
groups, certain individuals become 
excessively dominant by virtue of 
their personality, articulateness, or 
organizational position. President Matt 
Bayless ran a serious risk of censoring 
the Moose Lips group discussion by 
assigning himself and his vice presi
dents to discussion buzz groups. 
Most employees would feel uncomfort
able disagreeing with the boss. 

Other participants become reluctant 
to interact freely because they see 
their contributions are of lesser value. 
While individual dominance can speed 
up the decision process, it does so at 
the risk of reducing decision quality. 
The loud-mouth member 's ideas may 
not be the best ones, but they often 
find "acceptance" among the group 
that has grown weary of resisting. 

So, when should we use participa
tion, and when should we avoid it? 

The disadvantages of meetings can 
be overcome, and the advantages can 
be maximized. My point is that man
agers need to think about the dis
advantages and benefits before calling 
a meeting. The group process should 
not be the first choice, and we should 
not use meetings out of habit. 

Like any habit , frequent meetings 
are "comfortable" in a rather per
verse way. But the manager who will 
succeed in the turbulent times ahead 
is the one who is willing to question 
especially the "ways we've always done 
things." Even management approaches 
that are "obviously" good, like par
ticipative decision making, should be 
subject to a fresh look. 

When faced with a need to make a 
decision, we can work alone, gather 
additional points of view from others 
individually and then decide, or call 
together a group to deal with the 
problem.= 

Even 

management 
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Lynn McClurg 

Consider the club sandwich. It has 
a top and a bottom with various layers 
in between- turkey, lettuce, cheese, 
perhaps bacon and several other items. 
A toothpick holds the parts together. 

Now consider the two typical cor
porate or institutional planning 
strategies, often called "top down" 
and "bottom up" planning. Both have 
significant problems. 

Planning done by top management 
exclusively often doesn't meet the 
needs of those at the operational 
level. Executive-level managers just 
aren't exposed enough to the layers 
below them. 

Those at the operational level, on 
the other hand, frequently don't see 
the big picture clearly enough. Their 
planning often fails to fit well into 
the overall organization. 

That brings us back to the club 
sandwich, an apt metaphor for a 
synthesis of these two flawed ap
proaches that yields a successful 
strategy: stratified planning. This 
kind of planning is done by mana
gers in each layer, or stratum, of an 
organization but is guided by clear, 
general principles that apply to all. 
We (in BYU's central administration) 
are using this approach to guide 
planning for the emerging University 
Information System (UNIS). 

The unique feature of this approach 
is analogous to the toothpick in a 
club sandwich-in this case several 
toothpicks. These are the philosophical 
statements framed by top management. 
Just as toothpicks run through every 
layer of a club sandwich, these guiding 
philosophies, or planning criteria, 
should run through every stratum of 
an organization as managers make long
and short-range plans. 

One toothpick in a corporation's 
sandwich, for example, might establish 
whether the corporation intends to 
be a technological leader or to be a 
conservative actor in using technology. 
Another company may consciously 
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decide to focus on new products versus 
seeking market shares with products 
like those already available. A tooth
pick in a university's sandwich might 
state the expectation that before gra
duating, all students must be well 
prepared in using computer techno
logies applicable to their majors. 

If managers at each level of an 
organization understand the "tooth
picks," they can do the best possible 
planning within their areas, and their 
plans will fit within the overall organ
ization's parameters and goals. 
Planning is unimpeded except for the 
slight intrusion of the planning 
criteria. A toothpick, after all , occupies 
very little space and doesn't harm 
the sandwich. It just holds it in proper 
orientation. 

I have found these planning tooth
picks most useful when they are viewed 
more like conduits than solid 
skewers-conduits that carry feed
back to the executive level. With this 
feedback, executives can refine the 
planning criteria. That keeps the 
criteria dynamic and evolving, not 
rigid and unyielding. 

Stratified planning has been applied 
to development of BYU's UNIS. The 
system encompasses every means of 
information gathering and dissemina
tion. It includes all machinery, data, 
systems, programs, and personnel 
involved in or affected by the univer
sity 's information processing tech
nology-computers, telephones, and 
television, plus their networks and 
wire plants, print and copy processes, 
and storage and retrieval systems. 

Information systems, by their very 
nature, present a new management 
challenge because they are not marked 
by the traditionally clear boundaries 
of other resources. Coping with this 
new resource requires a fresh planning 
strategy. 

Most traditional long-range planning 
strategies establish a point on the 
horizon- an objective- and then put 
in place parameters within which the 
objectives would be met. 

But for information systems, the 
planning horizon has become so short 
that it is virtually nonexistent. 
Technologies are emerging so quickly 
and evolving so radically, sometimes 
in a matter of months, that normal 
parameters become meaningless
there is no time for a stream of 
planning documents. In the evolution 
of UNIS, we must make sound deci
sions quickly in an established 
strategic direction (symbolized by 
the toothpicks), recognizing that we 
cannot manage toward a concrete 
objective on the horizon . 

The overall guiding strategy of stra
tified planning for UNIS is to keep 
our options open. Every decision must 
be made remembering that the tech
nology will soon change. If we do 
things right, and as the technological 
horizon unfolds, we will not have 
closed off options. 

For example, as we consider net
working arrangements for our campus 
computers (our computers range 
from mainframes to microcomputers), 
we cannot turn to industry standards 
and protocols because there aren't 
any. Whatever partial or temporary 
connecting architectures we choose 
now must be flexible enough to ac
commodate a desired technology 
that might come along. Since we 
know we have a huge investment in 
software for our mainframe computers, 
we have concluded the mainframes 
will , at the very least, be involved in 
any network. All interim networking 
decisions, therefore, must accept the 
mainframes. 

That philosophy of keeping our 
options open, expressed in a category 
called "architectural considerations," 
is one of the six "toothpicks" we have 
established for the University Infor
mation System. Similarly, we have arti
culated "toothpicks" in five other 
categories: standards and policies, 
software and hardware selection, usage 
decisions, applications development, 
and data considerations. 

The standards and policies philo-

sophy, as another example, outlines 
what information-processing standards 
of literacy the university ought to 
embrace. We have determined that 
students will be expected to come to 
the university with basic information
processing skills, and admissions will 
be weighted toward those who are 
prepared. Those without the skills will 
be expected to educate themselves 
through extracurricular study. 

For a business that offers a product, 
planning criteria might include 
guiding philosophical statements in 
such categories as projected market 
share, product differentiation, and 
advertising strategy. There is nothing 
sacred about the categories; they are 
hooks on which to hang an organiza
tion's overriding philosophies. 

With articulated planning para
meters in mind, managers at each 
level can write plans for their areas of 
responsibility. We have not dictated 
any particular format at BYU for UNIS 
plans except that they contain a long
range plan (three to five years), a plan 
for the next budget cycle, and an 
explanation of how resources already 
available will be used or disposed of. 
This last requirement, an unusual 
request, helps departments and col
leges determine whether their current 
resources are already obsolete and 
need revision. 

Managers forward short summaries 
of these plans to our office. We ask 
that their summaries include a descrip
tion of the impact decisions could 
have on other units within the univer
sity, or any impact they foresee that 
others ' decisions could have on them. 
As the summaries come in, we adjust 
the criteria as needed. 

In any corporation or institution, 
sound decision-making at each stra
tum will build a strong organization 
that is nevertheless adaptable. Like a 
good club sandwich, its layers will 
retain individuality and flavor, with 
just a toothpick here and there to 
securely-yet flexibly-hold every
thing together. 
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A D D R E S s E s 

1985 Graduation 
Convocation Addresses 

Insights into the 
Human Character 
Lawrence L. Corry 

Resisting "the temptation to speak 
to the subject of how to achieve 
success in the 'real world,'" 
Amalgamated Sugar Company Execu
tive Vice President Lawrence L. Corry 
told students completing their 
master's degrees that they "are already 
successful according to the most 
accurate definition of success, which 
is being on the path of progression." 

Corry went on to share some things 
he has learned, been exposed to, and 
that he has come to believe in over 
the past twenty or so years since he 
"sat where you now sit." 

"There are four broad categories 
of human characteristics in which 
most of these insights could be 
included: determination, reaction, 
patience, and service. Most importantly 
. .. we must remember to weave the 
thread of integrity through all that 
we do or all that we plan. There is 
absolutely no substitute for integrity." 

Discussing determination, Corry 
told the graduates that strong desire 
focused on worthy aims breeds 
determination. "You should plan a 
lot. Especially more important 
actions. But don't make everything 
you do fit a given plan. You must be 
the master of your plan, and allow 
much room for spontaneity. Often I 
have found that many things that are 
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good for us and change our charted 
course for the better happen as 
flukes, rather than being planned." 

"Be interested in the entire scope 
o f your business, not just that segment 
of which you are a part. Another way 
of saying that is be nosy about what 
others are doing, without being 
critical of how they do it. Ask 
questions, but not those questions 
that put others on the defense. 

"One of the best insights to share 
on this subject is the necessity of 
being detail-oriented. Many of you 
may say, 'But I'm not a detail person.' 
I challenge you to think of the one 
favorite hobby, pastime, or recreation 
that you may have. Do you not go 
into great detail in preparation for it 
or in the performance of it? There is 
much detail even in being a spectator 
of sports. 

''A personal attribute greater than 
almost any other- that of self-esteem 
- can be the best motivator toward 
worthy determination. No matter 
how many failures we experience, we 
must work to hold ourselves in very 
high regard. Failures are often the 
steps to achievements, as paradoxical 
as that may seem. We must never give 
up on ourselves nor forget the value 
that we have, especially to others." 

Discussing the second character
istic, reaction, Corry told the 
students that they will face many 
things that they have not planned 
for, or were not wishing to have 
happen, or that are plain uncomfort
able, harmful, or discouraging. "You 

should remember that it is not what 
happens to you that counts, but it is 
how you respond to what happens 
to you that really counts. 

"We can just let life happen to us, 
or we can resiliently respond to life's 
episodes, and thus experience real 
living. If your reaction allows you to 
become a vital part of a situation, 
then at least one of the end results 
can always be your own satisfaction." 

The third characteristic spoken of 
was patience. Corry encouraged 
listeners to hold "an attitude of being 
available for something else, some 
other position or opportunity, 
without being discontent with that 
which you are currently doing. 

' 'Almost all of us have someone to 
whom we report. You should treat 
the person who is over you as if he 
or she is as smart and as wise as you 
are. Being critical of your boss will 
not benefit you or anyone else. I 
believe someone once said, 'Control 
your desires, rather than desire to 
control.' We must always be cautious 
when we have the urge to control or 
direct others' lives. We can be a good 
influence, however, on others if we 
show that we can control our own 
desires. Now here's a catchy verse: 

Put up in a place 
where it is easy to see 
the cryptic admonishment 

T-T-T 
and when you feel how 
depressingly lowly you climb, 
it 's well to remember that 
Things Take Time 





"Saving the best for last ," Corry 
used the last few moments " to speak 
of those insights that have impressed 
me concerning service-the best of 
any human characteristic by far." 

"I believe that the world 's 
economic base is built on the tripod 
of (1) necessities, such as food , 
clothing, shelter, basic learning, and 
production; (2) enhancements, such 
as cultural arts and volunteerism for 
the emotionally and the physically 
handicapped and impoverished; and 
(3) luxuries, of which I can't think of 
anything to say. Our time must be 
full of those first two legs of life's 
economic tripod. For surely there are 
plenty of other people who will 
spend plenty of time shoring up that 
third leg. 

"You 've heard it said in business or 
government circles that you should 
surround yourself with good men 
and women if you wish to achieve 
and be successful. I contend that you 
should make good men and women 
out of those who surround you. 
Building up people in a sincere and 
pleasant manner should be upper
most in our actions. And as you 
become successful financially, and 
most all of you will, be sure to share 
it with others and to serve them with 
your means." 

Mr. Co rry closed with this 
admonition: "Above all , enjoy what 
you do. Enjoy your work, enjoy your 
play, enjoy your service, but don't 
become so addicted to your work or 
to your service that you don't enjoy 
your own life, family, and friends. 
Someone once said, 'If you can't find 
something that you enjoy doing, 
then for heaven's sake, enjoy that 
which you find to do.' Search out 
and make all the time that you can to 
do things for otljers-those close to 
you as well as those you barely 
know. Success is not what you are, o r 
what you will become, but it is what 
you do for others. A most important 
person once said, 'He who is the 
greatest among you , shall also be 
your servant, and all that he has can 
be yours '." 
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.. . Where 
Ami Going? 

Dallas H. Bradford 

Dallas H. Bradford, a partner in the 
Arthur Andersen and Company's Salt 
Lake City office addressed students 
receiving their bachelor 's degrees at 
the College of Business convocation 
in April. Below are excerpts from his 
address. 

"I have entitled my remarks tonight 
'Who Am I? Where Did I Come 
From' Where Am I Go ing? and, How 
Am I Going to Get There? ' 

"To the first question that you 
might ask, 'Who am 1? ,' my respo nse 
is: 'you am you .' Or to be somewhat 
mo re grammatically correct, 'I am 
me.' Do n't try to be someone you are 
no t. In the extreme effo rt to achieve 
that each o f you have been taught , 
some may make the unfortunate 
mistake of trying to be someone o r 
some thing of w hich you are no t 
capable. I implore you to find out w ho 
you are and to be the bes t that you 
can be, but don't put o n a facade to be 
something o r someone you are no t. 

"You should find o ut who the 
leaders are (in the o rganizations 
you'll wo rk in], and learn what they 
do and how they do it- and you 
should learn from them . But you 
should no t build your business life 
around a model that you cannot 
sustain . 

"Who else are you? Many o f you 
are members of The Church of j esus 
Christ of Latter-day Saints. This is 
significant . It can be a great benefit 
to you , and I have never fo und it to 
be a detriment to me. But be no t 
deceived . Being a member of this 
great Church , o r being a graduate of 
this great institution does no t and 
will no t o f itself give you a leg up on 
your competitio n . Indeed , in many 
respects, yo u have much to overcome 
to be o n a par with your non-member 
colleagues. Nevertheless, even tho ugh 
yo u may have some things to over
come, do no t ever compromise your 
high standards. 

"The next ques tion that I'd like to 
pose to you is, 'Where did I come 
from' ' There are many answers to 
this query, but I'd like to focus on 
one of the more impo rtant . You 
came from Brigham Young University. 
What does that mean? Yo u owe a 



great debt to this university. You owe 
it allegiance. You owe it gratitude. 
You owe it reverence for its name 
and what it stands for. And you owe 
it much more. You also owe it 
money. Yes, you owe it money. 

"The outstanding program and 
faculty that have provided so much 
for you cannot continue without 
your financial support. The Church 
cannot continue to provide all the 
needed financial support to Brigham 
Young University that it has in the 
past . You must help. There is no 
alternative. 

"The next question: 'Where am I 
going? ' That 's a good question, and 
you ought to ask that question in 
soberness. My answer is that you can 
go just about anywhere you want to 
go if you are persistent and patient. 
Frankly, one of the most disturbing 
traits that I have noticed about a 
large number of BYU students is 
their impatience in their rate of 
progression in the companies with 
which they affiliate. We hear so many 
success stories about our graduates 
and their rapid rise up the ladder of 
success that many of us somehow 
believe that we are a failure if we 
don't achieve that same meteoric rise. 
I don't agree, and I hope that you do 
not either. Be patient. Be persistent. 
Be personable. And be productive. If 
you are, you will progress as fast and 
as high as you should. 

"Where else are you going? I hope 
you're going to the four corners of 
this earth . When my wife and I were 
discussing the question of where to 
live after we graduated, we considered 
a number of areas, including our 
home in the Washington, D.C. , area 
where both of our parents lived, 
where we grew up, and where we 
had many friends. It would have 
been easy, and comfortable, and a 
good life to go back to the 
Washington, D.C., area. However, for 
some strange reason, we decided on 
Southern California (no applause 
please), which was three-thousand 
miles away, where we knew absolutely 
no one, and absolutely no one knew 
us. All of our children were born 

there, without any help from grand
parents. Everything worked out well. 

"I can state almost unequivocally 
that starting out our new life after 
college away from our family and in 
a new environment was the greatest 
blessing in our young lives. Sure it 
was tough being away from our 
families-particularly on special 
occasions and on holidays. But we 
grew, and we developed, and we 
developed a strong testimony in the 
Church, and we developed bonds of 
love and affection for friends that 
survive today, and will survive for 
many, many years. 

"I encourage you students to be 
pioneers. Venture into the unknown. 
Be prepared to cut a clearing in the 
wilderness, and make a home for 
you and your little family. You will 
find opportunities for growth and 
development in the community and 
in the Church that you will never 
find available in Utah or in the 
Intermountain West. I hope many of 
you will accept the challenge to go 
to other parts of this great nation , to 
make your home there, and to make 
it a great success. 

"Finally, let me ask the question of 
you: 'How are you going to get to 
where you are going? ' The greatest 
and most important attribute that 
you students can take to your new 
job is that of integrity-absolute, 
unwavering honesty and unwillingness 
to wink at indiscretions in business. 
Your personal integrity is absolutely 
imperative and the greatest asset that 
you can take to your new employer. 
It alone will not make you successful, 
but without it you will be a failure. 

' 'A second requirement is to develop 
in yourself and in your leaders 
uncommon courage and a willingness 
to sacrifice momentary credit to the 
bottom line oflong-term enhancement 
to the retained earnings of mankind. 
I hope all of you can relate to those 
accounting symbolisms. 

"What else must you do to get 
where you want to go? You must 
learn to communicate. Communica
tion and everything that it 
represents -selling, motivating, 

training, etc.- is the heartstring of 
business. You must learn to communi
cate ~erbally and in writing. Believe 
me, no matter how good a communi
cator you may be today, you ain't 
good enough. (My wife encouraged 
me not to use that word.) 

"What is another way to get where 
you want to go? Please, get involved. 
Because of who you are, you can 
make a difference. Get involved in 
your company. Get involved in your 
community. Get involved in your 
Church and make a significant con
tribution in the lives of people. 

"Next item: be willing to forego 
notoriety. Some people have such an 
insatiable drive to make a lot of 
money and to "succeed" that they 
lose sight of reality. Unfortunately, 
many of our people are trying too 
hard to get something for nothing. 
Their motives may be honorable; 
they want to contribute a million 
dollars to the School of Management, 
or to the football team, and in their 
righteous quest they make unwise 
investments, or get involved in deals 
that are questionable at best. I 
encourage you to avoid such ten
dencies and to remember the old but 
true adage, 'if it 's too good to be true, 
it's too good to be true.' That 's not 
exactly how it went, but I like my 
way better. 

"The last item relates to those of 
you who will be entering one of the 
professions. The standing of many 
professions in our society is slipping 
fast. We must resurrect the high 
standing in which professions were 
once held. As professionals, we have 
a deep responsibility and obligation 
to the public and to the clients who 
we serve. The chairman of my firm, 
Duane Kohl berg, recently made a state
ment that I think is profound, and I 
would like to encourage those of you 
who are entering one of the profes
sional disciplines to remember it: 'The 
purpose of a business should be to 
make a profit , and incidentally render 
a service. The purpose of a profession 
should be to render a service, and 
incidentally make a profit.' The differ
ence is subtle, but vital." :: 
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I n June of 1983 , then Governor Scott 
Matheson called upon an assistant 
professor from BYU's School of 

Management to accept a challenging 
assignment . The Utah State Tax Com
mission had come under fire following 
a critical audit from the state auditor, 
and Governor Matheson decided it 
was time to change direction at the 
commission. Dr. Gary C. Cornia was 
invited to accept a three-year appoint
ment as one of four commissioners 
who oversee a staff of 650 people 
responsible for collecting and remitting 
to the state treasury about $1.5 billion 
a year. 

Before accepting this position, Cornia 
faced a dilemma. He had earned his 
Ph .D. in public finance at Ohio State 
University in 1979 and, after teaching 
at the University of North Carolina at 
Charlotte and BYU, he was becoming 
comfortable with his role as a success
ful university professor. He, his wife 
Laurel, and their five children were 
getting along fine, thank you , living 
in Orem. And the daily trek to Salt Lake 
City didn't excite him much. Besides, 
the college's Institute of Public Manage
ment and Health Administration needed 
Gary. He was popular with students 
and his colleagues alike. He had won 
the Exxon teaching excellence award. 
He was becoming nationally recog
nized as an expert on public budgeting 
and state and local finance. So the 
choice was not easy. 

But one of Cornia's personality char
acteristics tipped the scales in favor 
of the new offer: Gary has a passion 
for doing things right. He wants to be 
the best in his professional field. And 
to do so, he's aware that there is no 
substitute for "real world" experience 
on the firing line. He just didn't feel 
that he could continue to teach-con
tinue to grow professionally-without 
having "been there." Other colleagues 
in the Institute of Public Management 
and Health Administration, including 
Lennis Knighton and N. Dale Wright , 
had earlier taken leaves like the one 
offered to Cornia to enhance their 
research and teaching effectiveness. 
In fact , the School of Management 's 
professional leave program encourages 
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Utah State Tax Commissioner 

faculty to take advantage of just such 
opportunities. So a leave was granted 
and Gary Cornia signed on with the 
tax commission with the understanding 
that he would stay for two years and 
then return to BYU. 

Cornia joined a newly revamped tax 
commission chaired by Mark Buchi, 
who had been the lead attorney for tax 
issues in the attorney general's office. 
The other commissioners were G. 
Ellsworth Brunson, a former partner 
at Peat, Marwick, & Mitchell in Salt 
Lake who later started his own ac
counting firm , Brunson, Pickett and 
Tanner (Brunson was also president of 
the Utah Association of CPAs); and 
Marthe Dyner who had been the state 
planning coordinator for Governor 
Matheson. 

Now, two years later, when asked 
how he felt about the appointment, 
Cornia says, "I was naive-I thought 
it was going to be much easier." But 
what he really found was a series of 
difficult tasks, dealing with myriad 
constituencies and innumerable tough 
issues. "Few people are excited about 
paying taxes. Each group or interest 
will exert as much force as possible 
to minimize its tax burden. Yet the 
machinery of government must be fed 
with dollars. The tax commission 
seeks to enforce taxation legislation 
fairly and equitably." 

During Cornia's tenure, the commis
sion has been involved in some contro
versial issues. Citing an example, 
Gary speaks of the "unitary tax" -
a system that allows a state to go 
beyond its borders to essentially 
unitize the company and tax the 
income of that company in relation 
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to the total number of employees, sales, 
or assets within the state. Under such 
a system, national and even inter
national corporations become Utah 
taxpayers, "but not without con
siderable resistance." 

The commission also has an enforce
ment function- dealing with those 
who would illegally avoid paying taxes. 
It also serves to adjudicate property 
tax matters through a two-level appeals 
process. People who challenge the 
valuation of their property come to 
the tax commission for review, the 
first step in what may eventually go 
to the Utah State Supreme Court. 

Dr. Cornia has been well trained for 
his chosen profession. Raised in Wood
ruff, Utah, he earned his bachelor's 
degree at Weber State College and went 
on for a master's at Utah State Univer
sity. His doctoral work at Ohio State 
University was followed by work as 
public finance research associate at 
the Academy for Contemporary Pro
blems, a public affairs think tank in 
Columbus. Still in his thirties, Gary 
Cornia has covered a lot of ground and 
has emerged as an exceptional scholar. 

So, what 's next for Cornia? Later this 
year he will return to full-time teaching 
and research at the School of Manage
ment . And he'll return with, as he 
says, "enough war stories to keep my 
students entertained for months." but 
more importantly, he will have had a 
rich experience. Says Cornia, "My 
leave experience will be beneficial to 
me as a faculty member and to my 
students in a number of ways. I will 
return with a lot of ideas I'll want to 
flesh out for publication and inclusion 
in my teaching in areas of public policy 
and management issues. Through this 
professional development leave, I have 
gained a much greater understanding 
of the complex issues surrounding 
tax management and tax compliance." 

BYU students are in for a treat 
when Gary returns to teaching both at 
the Provo campus and in the Salt 
Lake Center master's program. His 
legendary sense of humor and his 
ever-increasing expertise in public 
finance make him a true asset to the 
School of Management. :: 

15 



School of Management 
Expresses Gratitude to 
1984 Corporate Donors 

The School of Management 
wishes to acknowledge with 
appreciation the fo llowing 
o rganizations which have made 
substantial contributions to 
the school in 1984 : 

American Freedom Foundation 
American President Lines 
American Video Assoc. 
Apple Computer, Inc. 
Arthur Andersen & Co. 
Arthur Young & Company 
Bechtel Foundation 
Cardon Oil Company 
Citation Builders 
Commercial Security Bank 
Coopers & Lybrand 
Delo itte Haskins & Sells 
Ernst & Whinney Foundation 
Exxon Education Foundatio n 
First In terstate Bank 
First Security Bank 
Forty-two Ten Investment 
General Mills Foundation 
Goldman Sachs & Co. 
Hewlett Packard 
Home Stake Products Co. 
IBM 
James Kemper Foundation 
KIRO Broadcasting Company 
Lakeside Foundation 
Lexington Companies 
KMG Main Hurdman 
Main Hurdman Foundation 
Marathon Oil Company 
Marrio tt Corp. 
Motorola, Inc. 
North American Health Care 
Ore-Ida 
Peat, Marwick, Mitchell & Co. 

16 

:XCHANG3 
B R I E F L y 

Phillips Petroleum Foundation 
Price Waterhouse Foundation 
Procter and Gamble Fund 
Skaggs Companies, Inc. 
Sweet Candy Company 
Touche Ross & Company 
Utah International , Inc. 
Utah Power and Light Company 
Washington Post Company 
Westworld Foundation 
Woodgrain Moulding , Inc. 

Accounting Program 
Nationally Ranked 

Periodically the Public 
Accounting Rep ort surveys 
accounting department chair
persons at universities through
out the nation to determine 
the best academic programs. 
Rankings reported in December 
1984 once again reflected favor
ably on BYU: We were ranked 
No. 6 nationally. 

Respondents to the PAR sur
vey considered such things as 
class size, quality o f faculty, 
success o f p rogram graduates, 
and the balance between re
search and practical emphasis 
in the curricula . The top ten 
schools identified were: (1) 
Illinois, (2) Texas , (3) Michigan, 
(4) Southern Cal , (5) Ohio 
State, (6) Brigham Young, (7) 
Notre Dame, (8) Wisconsin , 
(9) Missouri , and (10) Michigan 
State. 

New Scholarsh ips 
Announced 

During the past year, two 
chapters of the Management 
Society have initiated student 

scho larships. The Southern 
Califo rnia chapter o f the Man
agement Society now awards 
two scho larships per year to 
students from Southern Cali
fornia (from Santa Barbara 
south) . These carry a stipend 
of $2 ,500 each . 

The Denver chapter initiated 
its scholarship during the 
1984-85 school year, p roviding 
help for a student from the 
metropolitan Denver area. This 
brings to four the number of 
Management Society scholar
ships. The Arizona chapter is 
continuing to sponsor the 
Gerald L. Romney Memorial 
Scho larship, now in its third 
year. 

Other new scho larships in
clude the Merrill and Edythe 
Dame Scholarship, which was 
endowed by a gift from Wood
grain Moulding. The scho lar
ship honors the parents of the 
donor, Reed Dame. 

The LaVorn and Beatrice 
Sparks Scholarship w ill be 
given fo r the first time during 
the 1985-86 school year. The 
endowment for this scholar
ship came from funds received 
when several antique autos, 
which were donated to the 
university by Sparks, were sold . 

The Utah Mortgage Bankers 
Association is now providing 
$1,000 per year to a Utah stu
dent in need of financial aid 
w ho is majo ring in a business 
discipline. This scholarship 
will become effective in the 
fall of 1985. 

D.C. Management Society 
Seminar 

Over 800 persons partici
pated in the fall seminar of 
the Washington, D.C. , area 
chapter o f the BYU Manage
ment Society. The subject o f 
the seminar was, "Celebrating 
the Bicentennial of the U.S. 
Constitution ." 

Dr. Mark W. Cannon , chair
man-designate of the National 
Advisory Council , organized 
the event and made a majo r 
presentation . Other speakers 
were Rex E. Lee, U.S. so licito r 

general and founding dean of 
the BYU Law School, and 
Senato r Orrin G. Hatch of 
Utah , chairman of the Senate 
Labor and Human Resources 
Committee. Florian Thayn , o f 
the Office of the Architect of the 
Capital and Management Society 
Advisory Committee member, 
was master o f ceremonies. 

Dr. Rex Lee described how 
the Constitution protects indi
viduals against the abuses of 
concentrated government 
power through a system of 
competition for power (three 
branches of government and a 
system of federal and state 
governments), expressed 
limitations, and prohibitions 
to governmental autho rity 
through the Bill o f Rights. 

Orrin Hatch , chairman of the 
Senate Subcommittee on the 
Constitution , spoke of the sta
bility o f the Constitution , the 
difficulty in amending it , and 
the importance of a virtuous 
body of citizens to a constitu
tional government and the im
portance of religious belief in 
engendering that civic virtue. 

Mark Cannon quoted Jeffer
son on the Constitution being 
"something new under the sun" 
and described the roots o f the 
Constitution in the dissatis
fac tion with alternative forms 
of government; experience with 
self-government in the colonies ; 
fears of tyranny and anarchy; 
the leadership and scho larship 
of the founding fathers; and 
accepted concepts of rule by 
law, consent of the governed, 
division of powers, and due 
process. 

Howard E. Wall opened the 
meeting as new co-president 
of the chapter and recognized 
Beverly Campbell , co-president 
of the chapter, and members of 
the Chapter Adviso ry Council. 
Betty Schomann, chapter sec
retary, made the extensive ar
rangements for the meeting, 
which was held in the Washing
ton , D.C. , Stake Center. The 
meeting was also used as a kick
off fo r the chapter 's member
ship drive. :: 



School of Management 
Expresses Appreciation to 
1984 Individual Donors 

The BYU School of Manage
ment expresses appreciation to 
the more than 2,000 individuals 
who have donated funds to 
the school in 1984. These people 
have made a considerable 
impact by helping us to strive 
toward our goal of academic 
excellence. We recognize with 
thanks these donors: 

Kelly N Adams, Boise, I D 
Robert F Adams, Dinuba, CA 
Wi lliam R Agnew, Arvada, CO 
Tom H Ahlstrom , Los Alamitos, CA 
W S Albrecht, Orem, UT 
Randall D Allan , Pleasant 

Grove, UT 
B L Allen , Walnut Creek, CA 
john W Allen , H ouston, TX 
Nathan D Allen , Roosevelt, UT 
Gary M Aller, Olathe, KS 
David N Allred , Gilbert, AZ 
Forrest C Allred, Aberdeen, SD 
Kenne th W Allred, Salt Lake 

City, UT 
Roger Allred, Bakersfield, CA 
Richard B Andelin , Los Angeles, CA 
Neil L Andersen, Tampa, FL 
Andrew G Anderson, Allen, TX 
D G Anderson , Culver City, CA 
jerome Anderson, Boise, ID 
john R Anderson, Murray, UT 
Michael T Anderson, Hudson, WY 
Marcel C Andres, Castro Valley, CA 
Gregory R Andrew, Salt Lake 

City, UT 
Roman R Andrus , Provo, UT 
Brent D Archibald, Las Vegas, NV 
David B Archibald, I daho Falls, I D 
Andrew P Armbruster, 

Lundhurst, OH 
Rock H Armstrong, Fountain 

Valley, CA 
Kristine E Arnold , North Haven, CT 
Clin ton T Asay, New Orleans, LA 
Dale T Ash, Duluth, MN 
Wm L Ashby, Provo, UT 
Kenneth R Ast le, Elk Grove, CA 
Roy M Avondet , Saratoga, CA 
Michael D Baird, I daho Falls, ID 
Marcelle D Baker, Saratoga, CA 
Stephen R Baker, Fremont, CA 
William H Baker, Orem, UT 
Mario n K Bandley, Stockton, CA 
Philip W Bankhead , Auburn, WA 
Steven J Banks, Salt Lake City, UT 
Howard W Barnes, Provo, UT 
Richard V Barney, Walnut Creek, CA 
Russ R Barney, Safford, AZ 
Kent E Barrett , Overland Park, KS 
William F Barrow, Washington, IL 
Ronnie N Barrus, Oklahoma 

City, OK 
Walter R Barrus, Springville, UT 
j oseph H Barton, Englewood, CO 
David W Batchelor, Mesa, AZ 
Merril l Bateman , Provo, UT 
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Timothy D Baxter, Kent, WA 
j ean R Beales, Salt Lake City, UT 
Robert W Bean, Bothell, WA 
Ronald H Bean, Seattle, WA 
Stephen C Bean , Seattle, WA 
james C Beardall , Ogden, UT 
Gary P Beckstrom, Irvine, CA 
David K Bedke, Antioch, CA 
Paul R Behrmann, Salt Lake City, UT 
Brent J Bell , Salt Lake City, UT 
Christian Bendixen , Walnut 

Creek, CA 
john R Bennett, Sandy, UT 
Karen A Bennett , Vienna, VA 
Desmond M Bennion , Casper, WY 
Russell R Bennion , Ridgecrest, CA 
W C Benson, Spokane, WA 
Daryl Berlin, Orem, UT 
Fred E Bernhardt, l one, CA 
Delora Bertelsen , Springville, UT 
Donald B Betenson, Sandy, UT 
Lee S Bickmore, Vera Beach, FL 
Michael L Bigelow, Olympia, WA 
Ralph J Bigelow, Douglas, AZ 
Vernon L Bingham , Las Vegas, NV 
Charles K Bird, Woodbridge, VA 
R S Birk , Molalla, OR 
Stephen Bishopp, Ridgefield, CT 
Gordon Bissegger, Sandy, UT 
F D Blackley, Manchester, MO 
Benjamin L Blake, Midland, TX 
Grant E Blanch, Corvallis, OR 
j o hn P Blanchard , Trumbull, CT 
j o hn D Blatter, Alamo, CA 
Gary B Blaylock, Aurora, CO 
Richard H Bloomfield, Chandler, AZ 
Meri ll G Bodily, Hacienda 

H eights, CA 
Norman C Boehm, Fair Oaks, CA 
Robert D Bolinder, Boise, ID 
Robert M Bollard , Palm Springs, CA 
Richard M Bookstaber, Short 

Hills, Nj 
Linda C Bo ren , Bountiful, UT 
E R Borneman, Farmington, UT 
R W Boss, Boulder, CO 
S R Boswell , Los Angeles, CA 
Rhonda A Bowen, Fairfield, CA 
Robert W Bowman, La Habra, CA 
Harold J Boyack, Provo, UT 
Paul W Boyack, Downey, CA 
Robert T Boyd , Vienna, VA 
j ay M Boyer, Fort Collins, CO 
Royanne D Boyer, Provo, UT 
Dallas H Bradford , Bountiful, UT 
j ay H Bradford , Anaheim, CA 
Kent H Bradford , Vienna, VA 
Scott W Bradford, Sandy, UT 
j ames S Bradshaw, Morgan Hill, CA 
Teri L Brandenburg 
Corde ll H Briggs, Spokane, WA 
Stephen K Brimhall, Menlo Park, CA 
W S Brimhall , Provo, UT 
Marvin T Brinkerhoff, 

Beaverton, OR 
Darwin C Broenen, Washington, D C 
Brandt W. Brooksby, Oakland, CA 
Gregory K Brough , Brentwood, TN 
Stephen L Brower, Provo, UT 
Barry R Brown, Noblesville, I N 
Charisse N Brown, Provo, UT 
Gai l N Brown, Danville, CA 
Gregory S Brown, Tempe, AZ 
Karl M Brunner, Las Vegas, NV 

0 R s 
Philip J Bryce, Knoxville, TN 
Ronald A Bryce, Phoenix, AZ 
Doyle W Buckwalter, Orem, UT, 
Harold R Bunderson, Meridian, ID 
Stephen M Bunker, Provo, UT 
M Burch , Semmes, AL 
Mitche l A Burns, Miami, FL 
Ro bert K Burr, Bountiful, UT 
Roger C Burrup, Pocatello, ID 
J M Bushnell , Provo, UT 
j on H Buzzell , Manchester, MO 
Richard C Bybee, Newbury Park, CA 
j effrey H Cain , Sandy, UT 
j ane t Calder, Provo, UT 
Callis L Caldwell, Pocatello, ID 
Cam Caldwell , Garden City, HI 
Dellwyn R Call , Seattle, WA 
Ivan Call , Orem, UT 
j oseph R Call, I daho Falls, ID 
james B Cameron, Orem, UT 
A P Campbell, McLean, VA 
j o hn W Campos, Tonopah, NV 
Charles W Candland , Mesa, AZ 
john M Cannon , Pittsburg, PA 
Susan S Carbee, Alexandria, VA 
Peggy J Card , Orem, UT 
john D Cardall , La Mirada, CA 
Loren K Carroll , Yorba Linda, CA 
j ames L Carson , Tantallon, MD 
David W Carter, El Segundo, CA 
j effery L Case, Columbus, I N 
Francis W Cash, McLean, VA 
Lisa Casper, Provo, UT 
j ohn A Castagna, Newhall, CA 
Alberto A Cevallos, Manta , Ecuador 
Melvin M Chadwick, Carrollton, TX 
Craig B Chambers, Mesa, AZ 
Craig A Chapman, Lakewood, CA 
LaMar T Chard , Layton, UT 
Wallace D Chatwin , Taos, NM 
Darrell L Cheney, Perryburg, OH 
Wylie Chenn , Spokane, WA 
David J Cherrington , Orem, UT 
j ay 0 Cherrington , Orem, UT 
Gene R Chidester, Albany, OR 
Lynn A Child, Quincy, WA 
Carl L Chipman, Tacoma, WA 
Robert C Chisholm, Grand 

Island, NE 
Robert P Choules, Phoenix, AZ 
Allen D Christensen , Palo Alto, CA 
Benjamin N Christensen , Provo, UT 
H K Christensen , Evanston, I L 
j ared W Christensen , West Valley 

City, UT 
Scott T Christensen, Culver City, CA 
j eff L Christiansen, Fallon, NV 
M A Christiansen , Chesterfield, 

MO 
Randy J Churchill , Seattle, WA 
Douglas A Clark, St. Lou is, MO 
j o hn E Clark , Winlock, WA 
Ro nald G Clark, Highland, UT 
Terry E Clark , Pacific Palisades, CA 
Thomas W Clark , Pocatello, I D 
Roger G Clarke, Orem, UT 
james G Clawson , 

Charlottesville, VA 
Robert A Clawson , Topeka, KS 
Spencer W Clawson , Salt Lake 

Ci ty, UT 
David H Clement, Skokie, /L 
j o hn R Clements, Lombard, IL 
Cynthia H Clough , Santa Ana, CA 

james F Cobb, Berwyn, PA 
Reed B Coleman, Nampa, ID 
Robert N Collette, H ouston, TX 
Mark D Colley, Salt Lake City, UT 
Nicholas P Coll ins, Lake 

Oswego, OR 
Robert L Colson , Rivers ide, CA 
Elizabeth Colter, Phoenix, AZ 
Gary E Condie, Valencia, CA 
William R Conley, I rvine, CA 
R W Connell , Cheyenne, WY 
Dorothy V Connelly, Novato, CA 
Alonzo D Cook, Wilmington, DE 
Kelly L Cook, Roseville, CA 
J C Coombs, Colorado Springs, CO 
Michael W Coombs, Los Angeles, CA 
Daniel L Copeland, Littleton, CO 
Roger C Corless, Littleton, CO 
Steven A Corn, Austin, TX 
Linda L Corwin , Orange, CA 
Louise R Covey, Salt Lake City, UT 
Stephen R Covey, Provo, UT 
jay Covington , Vancouver, WA 
Charles M Cox , Provo, UT 
Lee Crabb, Orem, UT 
Stephen E Crain , Blaine, MN 
George R Crane, Wheaton, IL 
Robert G Crawford, Orem, UT 
Randolph T Creager, Portland, OR 
William E Creer, Las Vegas, NV 
Royce M Cronquist, Atlanta, GA 
j ohn A Crooks, Pocatello, I D 
Arlen B Crouch, Anaheim Hills, CA 
Berlan I Crouch, Brawley, CA 
George W Crum , La Habra, CA 
Delma K Cu lp, Staunton , VA 
Frederick Culp, Fitchburg, WI 
Robert T Cummings, Sparks, NV 
Mark R Cutler, Meridian, ID 
Robert H Daines, III , Provo, UT 
Davi lyn Dalton , Provo, UT 
Gene Dalton , Provo, UT 
Reed Dame, Fruitland, I D 
C F Dana, Phoenix, AZ 
j o hn C Darrington , Rawlins, WY 
j erry W Daseler, Aurora, CO 
j ohn L David, Vancouver, WA 
J K Davies, Provo, UT 
David I Davis, Wilton , CT 
Don L Davis, South j ordan, UT 
Edwin R Davis, Parker, CO 
Glenn K Davis, Vienna, VA 
j o hn L Davis, Orem, UT 
Mark G Davis, Sepulveda, CA 
Craig K Day, Garland, TX 
Marie Y Day, La Canada, CA 
Virginia K Day, Provo, UT 
F L Debry, Salt Lake City, UT 
j oanne G Decker, H ouston, TX 
Richard C Decker, H ouston, TX 
Ronald K DeMaree, Orem, UT 
Louis Deserres, St. Bruno, 

PQ Canada 
j o hn M Dester, APO New York, NY 
Roger A Dibb, Salt Lake City, UT 
Betty L Dickson , Provo, UT 
L B Dickson , Gilroy, CA 
Brent C Dixon , New York City, NY 
Dee C Dixon , Boise, I D 
S M Dodge, Orem, UT 
Keith P Dohogne, Richmond, VA 
Sherman L Doll , Concord, CA 
Bradley L Doman , Idaho Falls, ID 
Wendell] Doman , Provo, UT 



Mary D Dougherty, 
Cumberland, MD 

B C Dove, Ramona, CA 
William B Dowdle,jacksonv ille, FL 
George H Duce, Placer v ille, CA 
Stanley L Duffin, Boise, ID 
james R Duggan, Riverside, CA 
Shirley J Duke, Boise, ID 
William Duncan, Whittier, CA 
William M Dunlap, Jr. , Great 

Falls, VA 
Gregory H Dunn, 

Canandaigua, N Y 
Gary T Durfey, Vancouver, WA 
Michael H Dyal , Las Vega s, NV 
William G Dyer, Provo, UT 
J D Earl , Phoenix, AZ 
Ronald C Earl , San Diego, CA 
Scott E Earnest , San Diego, CA 
Roderick Edelman, Alpharetta, GA 
Kenneth D Edmunds, Fruit 

Heights, UT 
Eddie E Edwards, Simi Va lley, CA 
Gregg K Edwards, St. Louis, M O 
Robert L Edwards, Fremont, CA 
Roy Edwards, Tempe, AZ 
William F Edwards, Provo, UT 
William F Edwards Family 
Hal R Egbert , Fullerton, CA 
Roger J Ellis, Animas, NM 
jan F Engelbrecht, Bountiful, UT 
E G England, Tooele, UT 
Norris C Enloe, Tempe, AZ 
Kenneth M Erickson, 

Farmington, UT 
Leland R Erickson , No. Ogden, U T 
Marv in P Evans, Buffalo Grove, 

IL 
Ronald M Everett , Rancho 

Mirage, CA 
Phillip M Eyring, Moraga, CA 
j effrey C Facer, Urbana, IL 
Gary G Fagersten, Cedar Falls, !A 
Glenn L Farmer, Boise, JD 
j ohn C Farmer, Centerville, UT 
A S Farnsworth, Escondido, CA 
Brad W Farnsw orth, Salt Lake 

City, UT 
Sherri K Farnsw orth, Provo, UT 
F D Farnsw orth , Jr., Orem, UT 
Randal B Farr, Chelmsford, MA 
Ronald K Farrimond, Aloha, OR 
Benjamin Feuz, Gillette, WY 
Simon Feuz, Seymour; CT 
Nancy R Fife, M oorestown, Nj 
Curtis D Fillmore, Alpine, UT 
Susan M Flatley, Pacific Grove, CA 
Michael Fleming, Phoenix, AZ 
William J Fleming, Concord, CA 
j ohn H Fletcher, Bountiful, UT 
Scott C Flo rence, Sandy, UT 
Guadalupe Flo res, Azusa, CA 
David S Fo rbes, Roswell, GA 
William V Forrest , Simsbury, CT 
Fred L Forsyth, Pueblo, CO 
Eugene F Fo rtuna, Salt Lake 

City, UT 
Craig Fotheringham, Culver City, CA 
j ohn E Fowler, M etairie, LA 
Wayne B Frandsen, Hunting ton 

Beach, CA 
james R Fredrickson, Sunnyvale, CA 
Kenneth R French , Glendale, CA 
Charles S Friden , Fort j ones, CA 
Wayne P Fuller, Hunting ton 

Beach, CA 
Michael I Fuss, Claremont, NH 
Donald C Gage, Bakersfield, CA 
Reed W Gardner, Orem, UT 
Richard M Gardner, 

La Crescenta, CA 
Robert L Gardner, Orem, UT 
Craig E Garrett, Escondido, CA 
J Earl Garrett , Glendale, CA 
Donald K Garrick , Huntington 

Beach, CA 
Ray H Garrison , Orem, UT 
Paul J Geary, Redmond, WA 
Erin P Gee, East Aurora, NY 
Gary D George, Troy, MI 
Gary V Georgeson , Bedford 

H eights, OH 
Earnest A Gerardi , Jr. , 

Gaithersburg, M D 
Delbert E Gerber, Red Bluff, CA 
Curtis G Germany, Pleasanton, CA 
Laren M Gertsch , Midway, U T 
William C Giauque, Provo, UT 
j ohn E Gidney, Gra nd j unction, CO 
Michael J Gill, Anchorage, AK 
Daniel A Gillespie, Salt Lake 

City, UT 
j oan S Gilliam, Wheaton, IL 
Kenneth D Gillie, Brea, CA 
Russell S Gilliland, Glendale, AZ 
Michael L Glenn, Provo, UT 
Tho mas F Glenn, Calgary, AB, 

Canada 
Kevin D Glover, Indianapolis, IN 
Eugene H Goodsell, McLean, VA 
Glenn L Goodwin, East Grand 

Rapids, WI 
Robert J Goodw in, West Va lley 

City, UT 
Linda Goold, Bethesda, MD 
Lawrence A Goss, Suisun City, 

CA 
Gerald L Goulding, Afton, WY 
Robert M Graham, Anaheim, CA 
Edward L Grampp, H ouston, TX 
Brooke Grant, Salt Lake City, UT 
David C Grant, Dallas, TX 
jay W Grant, Tucson, AZ 
j ohn A Green , Portland, OR 
Robert E Greene, Villa Pa rk, CA 
AM Grimes, Los Altos, CA 
Donnie H Grimsley, 

Gaithersburg, M D 
Cornell A Grover, Citrus 

H eights, CA 
Leron Gubler, San Pedro, CA 
Russell M Gubler, Glendale, CA 
Marv in T Guerrero, H onolu l u, HI 
Donald A Gurney, Provo, U T 
Lloyd T Hadley, Ogden, UT 
j effrey K Hafen, Provo, U T 
Geraldine Hahn, McLean, VA 
Kregg S Hale, West jordan, U T 
Lloyd A Hales, Midland, TX 
Hugh R Hall, San j ose, CA 
Porter J Hall , Sandy, UT 
Brad] Halvorsen, Wichita Falls, TX 

ita L Hamblin, LaPla ta, NM 
Meredith C Hamilton , M odesto, CA 
Dana C Hammon, El Segundo, CA 
Steven R Hampton, Bountiful, UT 
Ronald E Hancock , Camrose, 

AB, Canada 
Richard D Hanks, Sa lt Lake City, UT 
Alma H Hansen , Salt Lake City, UT 

Douglas D Hansen, 
La Crescenta, CA 

Gary W Hansen, Orem, U T 
Kris L Hansen, Seattle, WA 
Stephen W Hansen, Ply mouth, M N 
W T Hansen, Terry, MT 
J W Harding, Libertyville, IL 
David L Hardy, San Antonio, TX 
Delbert K Hardy, Fairfield, CA 
Ernest J Hardy, Fresno, CA 
j ames C Hardy, Foster City, CA 
LeRoy and Agda Harlow, Provo, 

UT 
Thomas G Harlow, H ollister; CA 
David G Harmer, Lincolnshire, IL 
Verno n A Harmer, Hayward, CA 
David L Harris, Dixon, CA 
Paul Harris, Vancouver; WA 
Kent L Harrison, H onolulu, HI 
Russell D Harrison , Littleton, CO 
Steven A Harsey, Placentia, CA 
Richard R Hart, West j ordan, UT 
Donald P Hart , CPT, APO New 

York, N Y 
j oe Hartman, Albuquerque, NM 
William H Haslam , Provo, U T 
Clay N Hatch , Salt Lake City, UT 
Lorin K Hatch, Chandler, AZ 
Louise C Hatton , Lexington, KY 
Alton J Hayes, St . George, UT 
Richard S Haynes, Las Vegas, NV 
Robert M Haynie, Chicago, IL 
Richard H Headlee, Farmington 

Hills, Ml 
Craig V Heaton, Pangu i tch, U T 
Ronald W Heaton , Orderv ille, UT 
Val M Hebert on , Tulsa, OK 
Luella Heder, Provo, UT 
Raymond A Hendersho t , 

Trumbull, CT 
Dee W Henderson , Provo, UT 
julie Henderson , Provo, UT 
Kent C Hendricks, Provo, UT 
j ohn L Hendrix, Carrollton, TX 
Roy T Henretty, Livon ia, MI 
Leo Herbert, Blacksbu rg, VA 
Gary F Herde, Provo, UT 
Karl P Herde, Provo, UT 
Grace H Hiatt, Salt La ke City, U T 
Keith S Hiatt, Greensboro, NC 
Kenneth R Hickman, Canoga 

Park, CA 
Larry L Hickman, Boulder; CO 
Walter R Hilker, III , Lakewood, CA 
Curtis B Hill, Provo, U T 
Steven L Hilton, Springfield, VA 
Richard W Hinton , Gilbert, AZ 
Dee E Hipwell , Las Vegas, NV 
Steven W Hobbs, Woods Cross, UT 
j ohn C Ho dgman , Clacka mas, OR 
I van M Ho lland, Littleton, CO 
Marcus W Holling, Vancou ver; WA 
Karla A Ho lm, Provo, UT 
Thomas J Ho lmes, Ga rland, TX 
Bryan G Ho lt, Clearfield, UT 
David C Hoopes, Moraga, CA 
Melvin R Hoopes, Freedom, WY 
Wesley B Hoover, Anaheim, CA 
Douglas M. Ho rsley, Stone 

Mounta in, GA 
janet M Howard , Orem, UT 
Keith R Howe, Orem, UT 
Tom Howells, Verna l, UT 
Scott W Howlett , Las Vegas, NV 
Ernest D Hubbard, Provo, U T 

William C Hubner, Provo, UT 
Rosa M Hudso n , Portland, TX 
Anthony W Huffaker, Sandy, UT 
Boyce B Hunt, Mesa , AZ 
Robert W Hymas, Provo, UT 
William V Ingalls, Seattle, WA 
j ames R Irvine, Sa nta Ana, CA 
William R Isham, H eyburn, ID 

eil E Izatt , Corning, N Y 
Donna P j ackson, Salt Lake Ci ty, UT 
Kim T j ackson, Provo, UT 
Kay L j acobs, Pleasant Grove, UT 
Harry G j ames, Ogden, UT 
David C Janke, Sp okane, WA 
Bradley G jarvies, Mesa, AZ 
Roger G j enkins, Phoenix, AZ 
Keith j ensen 
Mark A, j ensen , Bea verton, OR 
Verno n D jensen, Pocatello, ID 
Donna A j ester, Sta nton, CA 
Gary H j ohnsen , Gilette, WY 
Alan W j ohnson , Sterling 

Heights, MI 
Brett C j ohnson , San juan 

Capistra no, CA 
Clare A j ohnson , Chinook, MT 
Glennaj ohnson, Salt Lake City, UT 
J C j ohnson , Menlo Park, CA 
Kirt W j ohnson , Ma nhasset, N Y 
Michael D johnson , Orem, U T 
Rex j ohnson, The Woodla nds, TX 
Thomas W j ohnson, M iddleton, WI 
Wallace A j ohnson, Tacoma, WA 
William H j ohnson, Sandy, UT 
Will B Johnstone, Kaunakakai, HI 
Blaine M j ones, Fa rming ton, NM 
David L j o nes, Billings, MT 
Maxwell D j ones, Orem, UT 
Nancy D j ones 
Parker, J j o nes, Green w ich, CT 
V F j o rgensen , Lomita, CA 
Richard A j o rgenson , Peoa, UT 
Douglas K Judd, Shawnee, KS 
George 0 Judd, Monroe, UT 
Colin M Kailiponi , Wa iluku, HI 
j ohn A Kane, South Burlington, VT 
Yo ng K Kang, Arvada, CO 
Donald F Keele, Orem, UT 
Peggy M Keele, Orem, UT 
Reba L Keele, Orem, UT 
Caro l A Keimer, Cerritos, CA 
Bob R Kellett , Springville, UT 
Paul D Kelley, Salt Lake City, UT 
David W Kelly, Vancouver; WA 
Judd E Kemp, Salt Lake City, UT 
Robert L Kenney, Durham, NC 
Pamela J Kern, Provo, UT 
Norbert J Kertamus, Glendora , CA 
Linda D Kihm, West Covina, CA 
Stanley M Kimball, West Valley 

City, UT 
Edmund C King, North 

H ollywood, CA 
Leon P King, Canyon Country, CA 
Karl H Kinkade, Bothell, WA 
j oseph F Klein, La H a bm , CA 
David L Klemm, Los A ltos, CA 
Karl H Kloepfer, Rupert, ID 
Lennis M Knighton , Provo, UT 
Tony C Knudsen , Albuquerque, NM 
Kurt L Ko ffo rd, Colorado 

Springs, CO 
Steve Koga, Bountiful, UT 
Ro land H Koller, Orem, UT 
j oseph) Kozlarek ,SnnAntoni o, TX 



David S Kratzer, Tempe, AZ 
Brian E Kuehne, Gresham, OR 
Ming H Kung, Flushing, N Y 
A L Kunz, St. Anthony, ID 
Milan F Kunz, Sandy, U T 
Larry G Kurth , Cedar Rapids, !A 
Susan R Kuznicki , Provo, UT 
Melvin E Kysh , Brentwood, CA 
David R Lamb, No. Salt Lake, UT 
Lawrence A Lamb, Danville, CA 
Patrick E Lamb, Danville, CA 
Richard M Lamb, Parker, AZ 
William R Lambert, Provo, UT 
Edna B Laney, Silver Spring, MA 
Victoria Laney, Delray Bea ch, FL 
Frederick Langrehr, Provo, UT 
Stephen W Larimer, Bea verton, OR 
Douglas E Larsen, American 

Fork, UT 
Paul A Larsen , Dallas, TX 
Robert L Larsen, Glen Cove, NY 
Stephen A Larsen, Blackfoot, ID 
Thomas J Larsen , Dumas, TX 
Walter L Larsen , Dublin, Ireland 
Terrell A Lassetter, Lexing ton, KY 
Daniel R Lau, Potomac, M D 
j ames H Layman, Arvada, CO 
Douglas J Lee, Monroe, UT 
Frank Lee, Sacra mento, CA 
j ohn F Lee, Short Hills, Nj 
Terry G Lee, Sacramento, CA 
Toni R Lehner, Bloomfield, Nj 
Don L Leinw eber, Ft. Irwin, CA 
Francis N Leong, Calgary, 

AB, Canada 
Nancy L LeSueur, Laguna Hills, CA 
David B Lewis, Garden Grove, CA 
David C Lewis, West jorda n, UT 
Patrie R Lewis, Bloomington, UT 
Susan J Ligon , Fort Bragg, NC 
Newell L Liljenquist, Santa Ana, CA 
Chris 0 Lindseth, Rochester, NY 
Michael R Linfo rd, Los Alamitos, CA 
Ronald G Linfo rd, Villa Pa rk, CA 
R G Litster, Sepulveda, CA 
Donald H Liv ingstone, Wa lnut 

Creek, CA 
Vernon A Lofo rti , San Diego, CA 
Alden R Loosli, Plainfield, Nj 
Carl S Loveridge, Price, UT 
Dixon D Low, Seattle, WA 
Kenneth A Lowe, Maitland, FL 
Earl Lundquist , Salt Lake City, UT 
E J Lunt, M esa, AZ 
Lawrence R Lutz, Anaheim, CA 
Scott J Lybbert , Pasco, WA 
Charles H Lym an, Blanding, UT 
Harvey K Lynn, Villa Park, CA 
Margaret Lynn, Mountain View, CA 
Stephanie Mallo ry, Murray, UT 
Craig M Malou f, San j ose, CA 
Eblen Malouf, Dallas, TX 
Paul M Mangelson, Provo, UT 
Michael P Mangum, Glenda le, CA 
Larry G Manion , Westlake 

Village, CA 
Michael R Manning, San jua n 

Capistra no, CA 
David D Mansius, Omaha, NE 
Henry Marcheschi , Pasadena, CA 
Edward W Marek , Orem, UT 
Michael D Markham, Provo, UT 
Bruce E Markland, Ogden, UT 
Harry J Markowski , Sa lt Lake 

City, UT 

Dale] Marquis, Santa Ba rba ra, CA 
J. Willard Marriott, Washington, DC 
Russell S Marrio tt, Dallas, TX 
Steven P Marsh, Thousand Oaks, CA 
Caro l L Marshall , Salt Lake City, UT 
Thomas A Martin, Mt. Pleasant, MI 
David C Martino, D enton, TX 
j ames B Martino, Aubrey, TX 
Blaine L Martinsen, Lindenhurst, IL 
Larry C Matheny, Federal Way, WA 
j effrey G Mather, Midvale, UT 
Dennis B Mathews, Washington, DC 
Raymond Matsuura, Blackfoot, ID 
Nancy L Matthews, Salt Lake 

City, UT 
Robert B Matthews, Provo, UT 
Douglas R Maughan, La Habra, CA 
Nicko las ] Mazanis, Alexandria, VA 
Leray L McAllister, Orem, UT 
Gerald L McBride, Prescott, AZ 
Frank M McCord, Bellevue, WA 
Gene McDaniel, Anaheim, Ca 
j ames B McDo nald, Provo, UT 
Patrick J McEuen , Chico, CA 
j am es M McEvoy, Dublin, CA 
Earle L McEwen, Fremont, CA 
William L McGann, Sunland, CA 
j am es A McGuire, Sandy, UT 
j oel F Mc inty re, Arcadia, CA 
Margaret F Mclrvin, Oceanside, 

CA 
Gary R Mciver, Albuquerque, NM 
Lynn J McKell, Provo, UT 
Bonnie G McKinlay, Sanjose, CA 
William R McKinney, Littleton, CO 
Gary F McKinno n , Provo, UT 
Dale H McKnight, Tulsa, OK 
J Randy McKnight, Nephi, UT 
Kevin D McMullens, Paradise, CA 
Gregory D McMurdie, Garland, TX 
j ay Meacham, Colorado Springs, CO 
Thomas S Medfo rd, Mon roe, LA 
Alma Mehr, Bell Ga rdens, CA 
Floyd F Melton, Richland, WA 
Sterling Merrell, Lehi, U T 
Bruce Merrill , Pa ra dise Valley, AZ 
Norman K Metcalf, Burba nk, CA 
Robert A Metcalf, Orem, UT 
Kent L Meyers, Bloomfield, CT 
ReNae F Miglio ri , La Crescenta , CA 
Mary A Miles, Salt Lake City, UT 
Melvin J Miles, Centerville, UT 
Chad R Mi ller, Boise, ID 
D A M iller, Cyp1·ess, TX 
Kerry L Miller, Sanger, CA 
William C Miller, Sanjose, CA 
Max A Millett , Phoenix , AZ 
Stuart D Mills, Rowla nd Heights, CA 
Lynn J Miner, Anaheim, CA 
George E Mitchell, Chicago, IL 
Kenneth R Moeller, Flagstaff, AZ 
Martha L Moffat , Santa M on ica , CA 
j ames E Moncur, Provo, UT 
Ray G Mo nsen, Orem, UT 
Wayne K Monson, Highland, UT 
j ohn R Moore, Tacoma, WA 
Gregory L Mo rgan, Aurora, CO 
j ack C Mo rgan , Hanford, CA 
Sco tt K Morgan, Manchester, MO 
Stephen W Morgan , Phoenix , AZ 
David S Morris, Orange, CA 
Kent R Morris, Fort Worth, TX 
Don A Morrison, Seattle, WA 
Vaun G Morrow, Murray, UT 
W Fred Mortensen, Ha lf Moon 

Bay, CA 
Gerald A Moser, Midvale, UT 
Darcy G Ma tt , Bo ise, ID 
Larry A Moulton, Las Vegas, N V' 
William B Moulton, Driggs, ID 
Charlene M Mueller, Kennewick, WA 
Max L Muir, Brigham City, UT 
Steven P Muir, Stone M ountain, GA 
Don M Muller, Escondido, CA 
Cyril L Munk, Huntsv ille, AL 
Ro bert L Munson , Beale AFB, CA 
Tom Murset , Sherman Oaks, CA 
R M Myers, Las Vegas, NV 
Lonnie B Nally, Rapid City, SD 
j ohn H Nay lo r, Mesa, AZ 
Morris E Neilson , Salt Lake City, UT 
Robert K Neilson, Salt Lake City, UT 
David A Nelson, Eng lewood , CO 
Garn F Nelso n, Santa Clara, CA 
George E Nelson , Orem, U T 
Glen C Nelson , Las Vegas, N V 
j anet Nelson, Orem, UT 
Kevin D Nelson , Salt Lake City, UT 
L B Nelson , Soda Springs, ID 
Robert D Nelson , Orem, UT 
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The School of Management 
is now making available to 
readers copies of faculty 
working papers. These papers, 
described below, reflect some 
of the research continuing 
within the school. If you 
would like a copy of a paper, 
please contact the Dean's 
Office, 730 TNRB, BYU, Provo, 
UT 84602. Please enclose $2 

for each paper requested to off
set copying and postage costs. 

WP #1 Radebaugh, Lee H. 
and Janice C. Shields, "A Note 
on Foreign Language Training 
and International Business 
Education in U.S. Colleges and 
Universities" 

Recent studies have con
cluded that the foreign langu
age fluency of the general 
population of the United 
States is very low. The purpose 
of this study is to identify 
language requirements for 
business students in US. 
colleges and universities that 
offer a major, minor, or co
major in international busi
ness and to determine approx
imate levels of fluency in 
foreign languages of these 
students. 

WP #2 Rinne, Heikki)., 
Stewart W. Bither, and Michael 
D. Henry, "The Effect of Price 
Deals on Retail Store Perfor
mance" 

The authors report a study 
conducted in Finland of 1, 084 
loss leader promotions in three 
stores over a 16-month period, 
investigating the relationship 
between retail promotions, 
store sales, store traffic, and 
overall store profitability. 
The promotions are found to 
be effective in increasing 
store sales and traffic. How
ever, the profit impact was 
not necessarily positive. 
Overall, decreases in short
term profits associated with 
retail promotions were found 
to be as common as increases. 

WP #3 Rinne, Heikki, ''A 
Model for Evaluating the Pro-
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fitability of Retail Promotions" 
Retail managers generally 

evaluate promotional effective
ness by sales volume rather 
than profitability. This paper 
presents a computer model 
which forecasts sales resulting 
from a planned promotion. 
In calculating the ultimate 
promotional profit impact, 
the model accounts for four 
key phenomena: increases in 
store traffic, ''cherry picking, " 
product substitution, and 
deals as additional purchases. 
The model also accounts for 
complementary purchases (due 
to deals) in computing the net 
profitability of retail deals. 

WP #14 Timmins, William 
M., "Civil Service Reform and 
the Changing Role of Civil 
Service Commissioners'' 

This paper suggests some 
critical areas of needed reform 
in state and local government 
personnel systems and makes 
specific recommendations. 

WP #15 Timmins, William 
M., "Improving Your Winning 
Percentage in Arbitration 
Hearings" 

A series of ''do sand don'ts'' 
for those preparing a case for 
presentation to an arbitrator, 
particularly in labor disputes. 
A number of very concrete 
suggestions are made by an 
experienced labor arbitrator 
and hearing officer. 

WP #16 Timmins, William 
M. , "Treating Government 
Executives like Business 
Executives: The CSRA 
Experience' ' 

The Federal government 
since 1978 has radically 
changed its treatment of top 
executives. This article looks 
at incumbents and how they 
viewed this change and reports 
on some preliminary survey 
findings. 

WP #17 Hansen, James V. 
and William C. Giauque, "Task 
Allocation in Distributed Pro
cessing Systems" 

Distributed processing in 
computer networks is a power-

ful development emanating 
from technological advances 
in computer science and com
munications research. An · 
important and unresolved 
problem in distributed pro
cessing is how to optimally 
allocate tasks among the inter
connected processors. This 
paper reports a dynamic pro
gramming algorithm which 
incorporates many of the 
essential problem elements. 

WP #19 Hansen, James V. 
and William F. Messier, Jr., ''A 
Relational Approach to Moni
toring Controls" 

The integration and coupling 
which result from net
working, data base systems, 
and real time applications 
are serving to increase concern 
about security and control in 
modern computing environ
ments. The establishment and 
effective monitoring of controls 
in such settings are essential 
to guarantee data integrity 
and to prevent undesired 
intrusion. 

This paper proposes that the 
monitoring of system controls 
is essentially an information 
processing activity, and that 
the relational model is a use
ful formalization of informa
tion gathered from central 
monitoring. Moreover, the 
universal data view facilitates 
auditor analysis without 
imposing the requirement 
that he or she have explicit 
knowledge of the structure of 
the relational data base of 
monitored information. 

WP #20 Hansen, James V. 
and William F. Messier, Jr., ''A 
Knowledge-Based Expert Sys
tem for Auditing Advanced 
Computer Systems" 

The complexity of modern 
computer auditing requires 
an effective decision support 
system that should (1) be 
highly flexible, (2) have the 
capability for incorporating 
important qualitative com
ponents, (3) be able to utilize 
a network of decision rules 
in describing a complex system 

of internal controls, and (4) 
be able to converse with the 
auditor in a meaningful way. 
The system should help the 
auditor recall and evaluate 
evidence about a client's com
puter system in order to 
reach well founded conclusions 
about the systems reliability. 

This paper introduces the 
concept of utilizing an ''expert 
system " as a decision support 
tool for the computer audit 
specialist. A prototype expert 
system based on existing tech
nology is illustrated. 

WP #23 Hansen, james V. , 
"On the Translation of Entity
Relationship Models to Rela
tional Data Base Schemes" 

Data models have been pro
posed and utilized as a 
means of communicating and 
unifying logical views of data. 
Such tools can be useful in 
aiding data base design. The 
entity-relationship model is 
the best known and most 
widely accepted of these data 
models. 

Proponents of the entity
relationship approach have 
argued that the resulting 
models are in the appropriate 
normal form for realization 
in relational data bases. This 
paper suggests that develop
ments in relational design 
methods require the applica
tion of these methods to entity
relationship models, 
themselves. 

WP #24 Kelly,). Patrick 
and Michael D. Geurts, 
"Increasing the Efficiency of 
Forecasting Seasonal Demand 
for Individual Products" 

WP #25 Ouchi, William G. 
and Alan L. Wilkins, 
"Organizational Culture" 

WP #26 Thompson, Paul, 
Kate Kirkham, and joanne 
Dixon, "Warning: The Fast 
Track May Be Hazardous to 
Organizational Health" 

WP #27 Thompson, Paul, 
Reba Keele, and Vivian E. 
Couch, "What Managers Learn 
from Their Subordinates" =: 
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FINANCIAL MODELING 

Forecasting-whether it is estimating 
the effect of marketing plans, pre
dicting the cost savings from intro
ducing new production methods, or 
estimating future cash needs-has 
long been recognized as an art rather 
than a science. While sophisticated 
statistical and mathematical techniques 
have been developed to aid in fore
casting, these procedures assist man
agers in dealing with uncertainty; they 

Brent D. Wilson 

do not eliminate it. 
Financial modeling, an advanced 

technique for coping with uncertainty, 
offers considerable advantages to 
managers. 

Modeling consists of determining 
which variables affect the outcome 
of a situation and defining the rela
tionships among these variables in 
mathematical terms. If properly used, 
the modeling process will assist 

managers in making better-informed 
decisions. 

Modeling and 
"What If" Analysis 

One reason for the usefulness 
of modeling is that the technique 
provides a means for 
managers to examine the 
effects of a wide 
range of variables 





through sensitivity analysis, more 
descriptively called "what if" analysis. 
Using this approach, managers can 
develop alternate forecasts by mani
pulating the model's variable values. 
By evaluating the sensitivity of the 
results to these changes, managers 
are able to examine the riskiness of 
various projections. In addition, they 
are able to determine which variables 
most affect results and therefore 
warrant the greatest scrutiny. (I'll talk 
more about sensitivity analysis later.) 

Despite the value of this approach, 
it has typically been used only to 
evaluate plans or projects which would 
have major impact on a company. The 
primary reason for restricting its use 
has been the cost of developing the 
projections and the recalculations 
needed for the sensitivity analysis. 

Before the development of com
puters, the necessity of hand calcula
tions obviously limited the practicality 
of sensitivity analysis. Even using 
computers, it was usually necessary to 
develop a specific computer program 
for each model. This meant that the 
manager needed to explain the project 
to a systems analyst or programmer, 
wait for the program to be written, 
and then-working with the 
programmer or analyst- evaluate 
the results. 

In recent years, however, using the 
computer to perform calculations for 
sensitivity analysis has been greatly 
facilitated through the development 
of "modeling languages." These com
puter languages are specialized 
computer programs that simplify the 
creation of forecasting models. After 
a manager has specified the relation
ships among variables in a model, the 
computer then goes through the 
laborious process of performing the 
calculations. The languages are "user 
friendly" to allow their use by man
agers-not requiring computer 
programming skills. These modeling 
languages allow managers to do what 
they do best - think - and allow 
computers to do what they do best
calculate. 

Originally, modeling languages were 
developed to run on mainframe 
systems. With the recent develop
ment of microcomputers, however, 
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there has been a proliferation of such 
programs created for use on these 
devices. The best-known programs 
are generically called electronic spread
sheets (because of their similarity to 
the spreadsheets used in manual pro
jections). In addition, mainframe 
modeling languages have been adapted 
to the microcomputer environment. 
The combination of these spreadsheet 
and modeling programs has made 
computer-based modeling available 
to all levels of management. 

The Modeling Process 

Regardless of the approach used, 
either a spreadsheet or modeling 
language, the general process of de
veloping a model is similar. The pro
cedure can be summarized in the 
following six steps. 

Determine the Objectives 
Before starting to create a model, it 

is important to understand what infor
mation the model is expected to 
provide. In other words, what is the 
purpose of the model? The answer 
to this question defines objectives 
and detail limits for the model. 

Although this step seems obvious, 
too many projects start with only the 
decision to "build a model." Such a 
general approach is unlikely to pro
vide useful results. 

Specify Variables and Data Detail Levels 
After deciding what the model is 

supposed to do, determine which fac
tors must be included. The number 
of variables and detail limits of the 
data is dependent on the model's 
objectives. For example, if the objec
tive is to provide information about 
required inventory levels, the model 
will require detailed forecasts about 
expected orders, delivery times, pro
duction capacities, throughput times, 
etc. On the other hand, a pro forma 
financial statement model might require 
only a few general income, expense, 
and balance-sheet accounts. 

The model's horizon also affects the 
level of data detail required. Monthly 
cash acount projections for the next 
year would require more detail for the 
relevant variables than would an 
annual cash account projection for a 



five-year model. 
In general, match the detail of the 

input with the required detail of the 
output. If the objective is to provide 
detailed results, then the model should 
include all variables stated as specifi
cally and in as much detail as possible. 
If the objectives are broad and general , 
then the model's variables can be 
accordingly more general and less 
detailed. 

Define Relationships 
Relationships among the model's 

relevant variables are stated in mathe
matical terms. For example, if main
tenance expense for a particular 
machine is expected to be $100 for 
each 500 hours of operation, the rela
tionship could be expressed as: 
Maintenance Expense = $100 • 
(Operating Hours/500). 

In determining what the relationships 
are, most managers start with historical 
information. If historically a com
pany's cost of goods sold has been 
85 percent of sales revenue, this 
would be a good starting relationship 
for the model. There may, however, 
be relationships that are expected to 
differ from historical patterns, or the 
model may contain relationships with 
which the company has not had pre
vious experience. In these cases, the 
manager must rely on expectations for 
the model's specifications. In any 
case, the relationships could, and 
should, be altered and the results 
examined using sensitivity analysis. 

Construct the Model 
The defined relationships are 

combined to form the model. Specific 
procedures for combining these 
mathematical statements depend on 
the modeling system being used. 
Some systems are almost "free form," 
with no particular order required. 
Other systems require that the state
ments be placed in a specific order. 
Check the system instruction manual 
for procedural details. 

Validate the Model 
Test the model to ensure that it is 

working correctly. Mistakes do occur! 
There is no failure in making mis
takes; failure comes from neglecting 

to find and correct them. Too often 
managers accept modeling results 
without verifying output accuracy. 
This can lead to disastrous results.1 

In examining the model , unusual 
results are an immediate clue that a 
mistake may have been made. Other 
than this obvious method, the only 
reliable way to ensure that the model 
is providing reliable results is to man
ually work through each step in the 
model to verify its accuracy. 

Manual verification of complicated 
models can be facilitated by separating 
the model into simpler pieces, then 
validating each piece. The re
assembled, tested model can be used 
with confidence. 

Document the Model 
Unfortunately, most modelers stop 

once the model has been constructed 
and tested. The problem with ending 
at this stage is that few, if any, models 
are "self explanatory." The explanation 
of what the model is doing and the 
nature of the relationships used in the 
model are not critical when the model 
is used immediately by the manager. 
The problem occurs when others use 
it or when the manager returns to it 
after a lapse in time. There may be 
subsequent questions about how the 
model was constructed or what it 
does. For this reason, it is important 
to provide documentation explaining 
the variables and relationships used, 
critical assumptions, and other 
relevant factors. 

When documenting, the model can 
be clarified by using understandable 
variable names whenever possible. 
SALES IN YEAR 1 or SALESl is more 
understandable than B3. Most spread
sheet programs allow the assigning 
of names to ranges or blocks of vari
ables. Most modeling systems allow 
such naming of ranges or blocks of 
variables as well as the inclusion of 
comments. The use of these features 
provides a type of self-documentation 
for the model. 

More on Sensitivity Analysis 

The process of planning, con
structing, and testing a model is a 
labor-intensive and often time
consuming task . However, since the 



relationships between variables are 
rarely known with certainty, the ability 
to change the relationships and 
observe the results is an important 
managerial tool. Indeed, the more 
uncertainty surrounding any relation
ships, the greater the need for 
detailed analysis. 

Sensitivity analysis is often called 
"what if" analysis because it allows 
the manager to ask the question, "what 
if the value of the relationships or 
variables were changed? " Since the 
computer can quickly recompute the 
model following changes in any of 
the variables (often in seconds), it is 
simple to vary any of the relationships. 

This ease of recalculating the model 
with changed assumptions has its 
dangers, however. One danger is the 
problem of becoming overwhelmed 
with numbers. When the calculations 
were laboriously done by hand, man
agers only made the changes that 
were believed to be realistic and 
possible. Changing variables over 
unrealistic ranges may result in more 
data than the manager can possibly 
use, leading to "analysis paralysis." 
The model cannot replace good mana
gerial judgement. 

Modeling and "What,Would-It
Take" Analysis 

In addition to sensitivity analysis, a 
manager may also wish to determine 
what the relationship between certain 
variables would need to be to achieve 
a specific result-a "what-would-it
take" analysis. For example, the 
manager could determine to what 
extent sales expenses would need to 
be altered to achieve a certain net 
profit-margin level. This process is 
called optimization or goal seeking. 

Some modeling systems are designed 
to easily perform this optimization or 
goal-seeking analysis. Even on less 
sophisticated systems it is possible to 
do the analysis through a trial-and-error 
process of changing the value of one 
variable and observing the results on 
the goal or target variable. This process 
can be repeated until the target or 
optimum results are achieved. 

Modeling and Scenario Analysis 

Another use for a model is to develop 
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various sets of relationships based on 
different scenarios. The manager 
determines possible future events or 
combinations of events and runs the 
model using the appropriate relation
ships for each of these scenarios. 2 For 
example, in modeling a new product 
introduction the manager may develop 
scenarios for possible competitive 
reactions, different economic environ
ments, and alternative marketing 
strategies. 

Some modeling systems also allow 
including a range of values for the 
relationship with a probability 
distribution for the values in the 
range. The modeling system would 
randomly select one value from the 
range, calculate the results of the 
model using that value, select another 
value, calculate the results, and so 
forth for a specified number of itera
tions. This approach, known as Monte 
Carlo simulation, provides the manager 
with a distribution of outcomes 
instead of a specific or "point estimate" 
of the results. 3 Monte Carlo simulation 
provides useful information about 
the range of possible results and there
fore the riskiness of the outcomes. 

Summary 

Modeling provides the manager with 
useful information to aid in decision 
making. The advantage of a modeling 
system is that the manager can examine 
the results of various alternatives and 
test the effects of changing relation
ships before having to implement a 
decision. 

The power of the modeling approach 
is now available to all managers with 
the development of microcomputers 
and modeling software systems that 
run on these devices. The proper use 
of financial models will facilitate 
better managerial decisions. -

Notes 

1See "How Personal Computers Can Tri p Up 
Executives," Business Week, September 24, 1984, 
pp. 94-102 

'See Robert E. Linneman and John D. Kennell , 
"Shirt-sleeve Approach to Long- range Plans," 
Ha r vard Business Review, March-April , 1977, 
pp. 141-150. 

'See David B. Hertz, " Risk Analysis in Capital 
Investment ," Ha r va rd Business Review, September
Octo ber, 1979, pp. 169-181. 



The Silver Student Investment Fund 

Using $100,000 of real money, a 
team of ten second-year MBA students 
embarked on the maiden voyage of 
the Silver Student Investment Fund 
in September 1984. Their opportunity: 
a journey of professional growth 
seldom available to students. 

On March 28, 1985, they reported 
the results of their seven-month odyssey 

to an audience of about 50 people 
including Mrs. Ruth Silver. Mrs. Silver 
and her late husband, Denver 
industrialist and inventor Harold F 
Silver, provided the funds for this 
experience as part of a major gift to 
the BYU School of Management. 

Following the report, Mrs. Silver 
said, "I think Harold would be just 

delighted to see this . .. It's nice to see 
young people who are excited about 
what they are doing and feeling and 
that they have had a valuable 
experience that prepares them for 
the real world, where they will face 
many of the same decisions. " 

What follows is the team's report 
to the fund. 
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In 1982, Mrs. and Mrs. Harold Silver 
of Denver, Colorado, gave an endow
ment to the School of Management 
for the study of finance and invest
ments. During the later years in Mr. 
Silver's career as an inventor, he 
studied the stock market extensively 
and developed his own system for 
analyzing firms with investment 
potential. With his gift to the univer
sity, he wanted to encourage the study 
of finance and investments and make 
additional opportunities available to 
both students and faculty. As a result 
of this gift, part of the endowment 
was segregated into a separate fund 
that could be managed by students 
to give them some actual experience 
in investment analysis and decision
making. This fund was named the 
Silver Student Investment Fund in 
honor of Mr. and Mrs. Silver. 

The first students to be involved 
with managing the student invest
ment fund were chosen in September 
1984. Preference was given to students 
with serious career interests in invest
ments. The ten students were all MBA 
candidates in their second year of the 
program . A description of the 
students' philosophy and performance, 
together with an explanation of 
important events and lessons learned 
comprise this report . 

Philosophy 

The purpose of the Silver Student 
Investment Fund is to provide 
students who have serious career 
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interests in investments the 
opportunity to make sub tantial 
business decisio ns in a professional 
atmosphere. Faculty advisors clarify 
that the fund is to be more than a 
one-time "learning experience." It is 
vital to preserve the fund 's principal 
so that the experience can be an 
o ngoing opportunity for students. 
More than anything else, the 
additional pressure of investing real 
dollars contributed to the 
atmosphere of professionalism 
within the group. 

From the beginning, we tried to base 
our investment decisions on funda
mental analysis. We examined econo
mic trends, researched various industry 
groupings, and then selected our port
folio. Emphasis was given to long-run 
investments, and speculative securi
ties were discouraged. At the outset, 
our team decided to purchase only 
those securities listed in the Wall 
Street journal. This would ensure 
that future teams would have no 
problem examining and trading 
securities currently in the portfolio. 
In order to ensure that speculative 
securities were not purchased, team 
members elected to ignore those 
stocks with price-earnings ratios 
above fifteen. Since the group was 
given a great deal of autonomy, a set 
of bylaws was developed to police 
member actions during the school 
year. Additionally, a president and a 
secretary were elected, and two 
market traders were appointed. 

Strategy 

Our initial objective was to deter
mine a portfolio mix that would out
perform the market return on the 
Standard and Poor's 500. Strategy 
formulation involved a detailed 
analysis of current economic condi
tions together with a prediction of 
economic trends for the coming year. 

Our October 1984 initial analysis 
suggested stable or declining interest 
rates in the short-run (up to six 
months), inflation at roughly 5 per
cent, and moderate growth in GNP 
of around 3 percent . The analysis of 
leading, concurrent, and lagging 
economic indicators suggested that 
we were still on the up-side of the 
business cycle. We believed that the 
Federal Reserve would relax its credit 
policies somewhat, and that the 
resultant economic growth would 
more than compensate for slightly 
increased inflation. We were 
concerned, however, that interest 
rates would ri e in early 1985 . 
Accordingly, we chose a relatively 
conservative target portfolio-mix of 
65 % stocks, 20% bonds, and 15% 
money market funds. 

Our strategy was modified as the 
fall semester progressed. For example, 
as interest rates dipped more sharply 
than we originally predicted , and the 
market was slightly more bullish that 
we anticipated, we modified the port
folio mix to meet our changing expec
tations of market direction. While we 
contemplated increasing the weight 
of stocks in our portfolio-mix, we 
remained very concerned about the 
national deficit and its impact on 
interest rates. This concern led to the 
purchase of utility stocks as our 
emphasis changed from growth to 
income stocks. 

An important part of our strategy 
was the composition of the securities 
held in the fund. On November 30, 
the composition of the fund was 
48 % stocks, 7% bonds, and 45% 
money market funds . As of February 
22, the composition was 74% stocks, 
7% bonds, and 19% money market 
funds. As of March 15, the composi-



tion was relatively unchanged. 

Analysis of Risk-Adjusted Returns 

Because the returns of any given 
investment strategy depend a great 
deal on the risk involved in that 
strategy, the evaluation of a portfolio's 
performance against the market or 
against that of other managed portfo
lios must be done on a risk-adjusted 
basis. There are three methods which 
might be used to adjust for risk , one 
developed by William F. Sharpe, 
another by Jack L. Treynor, and a 
third by Michael Jensen. Using these 
ratios, the investment returns of the 
Silver Fund were evaluated against the 
performance of the S&P 500 on the 
basis of returns over the seven-month 
period. These are given in the 
adj acent table. 

Three Methods to Adjust for Risk 

Sharp Ratio: 

-3 .85124 = Silver Fund 
10461 37 = S&P 500 

Treynor Ratio: 

- 0 .12646 = Silver Fund 
0.029389 = S&P 500 

- 2 .61344 = Jensen Measure : 
Rp - Rf = a + (3 (Rm - Rf ) + E. 

Lessons Learned 

As previously stated, the most 

important lesson learned is the rather 
sobering effect of working with a 
client:s money under real rather than 
simulated circumstances. One faculty 
member remarked about the increased 
maturity and professionalism the 
group displayed at its first presenta
tion. Obviously, the fund provides an 
exceptional forum for growth. 

The Sharpe and Treynor ratios show 
that the performance of the Silver 
Fund, after adjustments were made 
for risk , was below that of the market . 
The alpha in Jensen's measure, indi
cates the degree to which the perfor
mance of a fund is abnormally higher 
or lower than the market. Were the 
alpha significantly above zero, this 
would imply that the managers of a 
portfolio were indeed adding value 
to the fund . In the case of the Silver 
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Fund, the alpha was significantly 
lower than zero, which implies that 
the fund returned less than would a 
randomly selected portfolio of stocks, 
on a risk-adjusted basis. 

A more concrete example of lessons 
learned occurred in late November 
1984. Due to various circumstances, 
only half of the team were present at 
the bi-weekly meeting. At that time, 
it was proposed that a T-bond option 
be purchased. Since those present 
generally agreed that interest rates 
would rise in the near future, the 
option seemed to be a reasonable 
hedge against the resultant bear market. 
We lost several hundred dollars on 
the option when interest rates con
tinued to decline. But the lesson 
learned was much more than an 
increased knowledge of the vagaries 
of the options market. The primary 
lesson learned was the need to 
vigorously question proposals and to 
begin to scrutinize good sounding 
proposals for hidden (and even not
so-hidden) defects. 

Obvious lessons learned included 
those of a more technical nature. We 
learned basic option strategies. We 
learned (slowly) not to panic when 
the market dropped, nor to party 
when the market rose. We discovered 
resources such as the 0 'Neil data 
base that provided detailed informa
tion on both industries and individual 
firms. We became conversant with 
transaction costs (commissions, etc.) 
that are not present when trading 
stocks on paper. We learned, first
hand, the risks of market fluctuations 
even when fundamental security 
analysis is involved. Our fundamental 
analysis led us to take a position in 
Union Carbide by selling some put 
options. But the disaster at Bhopal, 
an unpredictable event, turned a 
sound fundamental strategy into a 
monetary loss. 

Finally, we have all become more 
proficient at work by committee. In 
the beginning, we were almost para
lyzed in our decision-making ability, 
since a concensus of ten is difficult 
to obtain. Eventually, we learned to 
analyze, evaluate, and finally make 
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decisions by simple majority vote. 
The fund provided a forum that 
demanded group interaction, and 
helped develop the interpersonal skills 
of the fund members. 

Important Events 

Perhaps the most important event 
of the year occurred some three weeks 
after the group first met . In profes
sional terms, Dr. Lambert took us to 
the woodshed concerning our attitude 
towards the fund . He made it very 

clear that professional conduct was 
expected, and the increased pressure 
added immeasurably to the profes
sionalism of team members. In fact, 
the impression made was so strong 
that the following week he was forced 
to caution us not to be so concerned 
with performance that we become too 
tentative in making portfolio 
decisions. 

Early in October, once again with 
the prodding of Dr. Lambert, and after 
a great deal of discussion, the group 



Investment Portfolio for 
Silver Investment Fund 
Portfolio Date: 19 March 85 

Equities : 

Purchase Current Current Price 
Shares Company/Security Price Yield P/E Price Value Apprec. 

100 Arizona Public 20.250 12.84% - 6 21.750 2, 175.00 7.407% 
100 Burlington Nonh. 45.125 2.22 % 52.250 5,225 .00 15 789% 
100 Fed Express 36 750 0.00% 21 34.375 3,437.50 -6.463 % 
100 Ford 48.125 3.32% 3 43 625 4,362 .50 -9 35 1% 
100 GTE 40.500 7.60% 8 43.250 4,3 25 .00 6 790% 
100 GT Nthn Nekoosa 36.250 4. 19% 8 33 250 3,325 .00 -8.276% 
50 IBM 124 .375 3.54 % 12 130.500 6,525.00 4.92 5% 

100 K Man 35.875 3.46% 9 33 500 3,350.00 -6.620% 
100 Mid. South Uti!. 13.125 13.56% 5 13 250 2,650.00 0.952 % 
100 Mobil 29 750 7.39% 9 29 250 2,925 00 -1.681% 
100 Monsamo 44 250 5 20% 8 42 .500 4, 250.00 -3 955% 
100 Sears 32.875 5.35% 8 34 875 3,487.50 6.084% 
100 Southland 30.500 3 02 % 9 32.500 3,250 .00 6.557% 
100 UAL 47 .000 1.60% 7 44.875 4,487. 50 -4.521% 
300 Union Carbide 50.000 6.80% 13 37.250 11 ,175 .00 -25 500% 

Total Equities 64,950.00 

Fixed Income Securities: 

Purchase Current Current Price 
Type Coupon Price Amount Yield Price Value Apprec. 

Rapid Am ./06 10.0% 66 750 15.30% 67 .00 53 ,350.00 0 37% 
Lykes/94 7.5% 6!.375 15.50% 60.500 83 ,025.00 -1. 43% 

Tmal Fixed Income 86,375.00 

Stocks Sold: 

Purchase Sale Date Date Annual 
Shares Company/Security Price Price Purchased Sold Apprec. 

50 Subaru ~ I !6.00 25-0n-84 15-Nov-84 163 .97% 
100 Bankers Trust 52 00 60 .00 02- ov-84 26-Feb-85 48.4 1% 
100 Bank of Vi rginia 20 .75 25 .00 07-Nov-84 26-Feb-85 67. 35 % 

Statements of Earnings and Current Portfolio Status 

Portfolio Composition 

Quarter I Quarter 2 Quarter 3 (to date) 
Nov. 30 Feb. 22 Mar. 19 

Equities S47,883.95 48% 876,996.47 75% 566,702 .11 66% 
Fixed Income S6,375.00 6% 86,375.00 6% S6,375 .00 6% 
Money Markel 847,060.40 47% 519,943.61 19% 528,759.62 28% 
Options' (S 1,042 .00) (S75 .00) (S12 .50) 

Total 5100,27735 5103 ,240.08 8101,824.23 

'Negative va lue indicatesshon position. 

Summary of Returns 

Quarter I Quarter 2 Quarter 3 
Sep. I - Nov. 30 Dec. I - Feb. 22 Feb. 2 2 - Mar. 19 

Begin ni ng Value SI00 ,301.50 5100,27735 SI03 ,240.08 
Income 52 ,489.90 2% 81,715. 71 2% 5416.99 0% 
Appreciation (5 1,323 .50) -1 % 81 ,535 .75 2% (5 1,751.25) -2 % 

Total 51,01,467.90 8103, 528.81 $101,905.82 
Expenses 51,190.55 1% S288 73 0% S81.59 0% 

Ending Value SI00,27735 8103 ,240.08 $101,824.23 

made its first investments and began 
to fill out the portfolio. Some deci
sions like the purchase of Rapid 
American bonds were influenced 
largely by our advisors. Most, how
ever, were the result of our own 
analysis . Stocks were chosen from 
the oil, communications, banking, 
retailing, computer, auto, and chemical 
industries. A great deal of excitement 
was generated with the success of 
the Subaru stock, and the team began 
to work together exceptionally well. 
Experience at least created constancy, 
if not expertise, as the team became 
more and more comfortable with the 
purchase of securities. 

As the portfolio matured, fund 
members turned their attention to 
the option markets. We purchased a 
"straddle" option on Union Carbide 
three weeks before the tragedy of 
Bhopal. Union Carbide stock dropped 
dramatically, and we held 300 shares 
of$ 38 stock "put" to us at $50 because 
we did not react quickly enough to 
close out our position . Not only did 
this event dramatize the need for a 
well-diversified portfolio, but it 
brought out a major weakness in our 
group strategy. We had developed a 
fairly good idea of when to purchase 
securities, but there was no clear 
consensus as to when we should sell 
them. This became a recurring pro
blem, since our initial strategy was 
based upon long-term growth. How
ever, market jumps in late January 
presented obvious opportunities to 
liquidate some of our portfolio with 
some gains. 

In sum, the Silver Fund has provided 
an opportunity for which we, the 
fund 's student managers, are grateful. 
We believe that the fund has been 
successful not only as a forum for 
student learning and growth, but 
also as a profitable investment of 
university funds . 

Members of the Silver Student 
Investment Fund management team 
for 1984-85 were James Behunin, 
Dean Brooks, Morgan Edwards, Scott 
Hansen, Michael Haymond, Curtis 
Hill , Michael Johnson, Carlos Lee, 
Steve Spencer, and Richard Vincent .:: 
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... IF I CAN WORI< 
OUT THE LEGAL 
IMPLICATIONS ... 

When employees have no job 
security, their bosses tend to take 
advantage of their vulnerability ; when 
they take their job security for 
granted, employees tend to slacken 
their efforts; the pivotal problem in 
employment is how best to optimize 
the relationship between security and 
productivity, without exploitation on 
the one side, or slackness on the 
other. 

-Sydney Harris 

Once upon a time, the employer
employee relationship was a simple 
one. Employers fixed the conditions 
of labor with little or no outside inter
ference, regulation, or direction. 

William M. Timmins 

Workers were "employed at will," 
meaning that the continuation of 
employment was a decision solely 
made by management at will, almost 
totally without regulation or control. 
If the employee didn't work out, he 
or she was simply "let go." The right 
to fire was especially sacrosanct. 

Obviously this practice has changed 
radically in the past few decades. 
Courts and legislatures have created a 
series of "exceptions" to an employer's 
right to fire at will. 

Labor unions (which represent about 
22 percent of the U.S. work force) 
have worked vigorously to protect 
members against wrongful discharge 
by negotiating various contract pro-

visions governing firing, layoffs, and 
reductions-in-force. Another 15 percent 
of the U.S. work force, public em
ployees, are typically protected 
against wrongful discharge by civil 
service laws, merit systems, and career 
service statutes. These regulations 
commonly provide for elaborate due 
process provisions, "just cause" dis
charges, hearings, appeals, and so on. 

But what about the nonunion and 
nongovernment workers? They are 
normally "hired for an indefinite 
period of time that is generally termin
able at the will of the employer." In 
other words, they can be dismissed 
for almost any reason, or sometimes 
even with no reason.1 
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Legal Challenges to Firing at Will 

As already noted, laws and legal 
rulings have changed our employment
at-will tradition. For instance, the 
following two cases show how an 
employer 's traditional right to fire at 
will has been sharply restricted by 
the courts. 2 

Olga Monge was a machine operator 
for a small manufacturer in New 
Hampshire. When she applied for a 
higher paying job on a press machine, 
her foreman told her that she would 
have to be "nice" in order to get the 
job. Soon after Mrs. Monge got the 
higher paying job, the same foreman 
invited her out on a date. Mrs. Monge 
refused, explaining that she was 
married and had three children. A 
few weeks later, the press machine 
was shut down and Mrs. Monge was 
demoted to a lower paying job. She 
alleged that she was harassed for a 
period of months and was ultimately 
fired because she refused to date her 
foreman. 

Mrs. Monge sued the company 
claiming that this unjustified hostility 
caused her termination and constituted 
a breach of her employment agree
ment. The Supreme Court of New 
Hampshire agreed. The court held 
that a termination of an at-will 
employee "which is motivated by bad 
faith or malice or based on retaliation 
is not in the best interest of the 
economic system or the public good 
and constitutes a breach of the employ
ment contract . .. " 

In another situation, John Chamber
lain had worked for the same company 
for 23 years, rising to the position of 
manager of Manufacturing Engineering. 
Mr. Chamberlain's job performance 
had been evaluated positively over the 
years, and he had received regular 
promotions af\d salary increases. 
However, Mr. Chamberlain's perfor
mance began to deteriorate in 1978 
when he was passed over for the 
second time for the position of vice
president of manufacturing. Mr. 
Chamberlain became a disruptive 
management employee, unproductive 
in his assigned tasks and antagonistic 
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toward his supervisors, including the 
new vice-president of manufacturing, 
Mr. Dale Miller. 

During Mr. Chamberlain's annual per
formance appraisal in June 1979, he 
was told by Mr. Miller that he would 
not receive an annual wage increase 
because of his lack of productivity and 
his bad attitude. Mr. Miller's parting 
remark was, "You have a lot of talent . 
We haven't decided what to do with 
you ." Mr. Chamberlain was notified 
on September 7, 1979, that he was 
terminated and while he would be paid 
through the end of 1979, September 7 
was to be his last day of work. Mr. 
Chamberlain sued the company on a 
number of counts, including age dis
crimination, breach of an implied 
contract, and negligence in the 
company's failure to warn him that 
he was about to be fired. 

A federal district court denied the 
first two claims, finding that the com
pany had good cause to dismiss Mr. 
Chamberlain and did not have any 
contractual obligation to provide him 
with notice prior to his dismissal. But 
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the court held that the company did 
have a contractual obligation to con
duct annual performance reviews and 
that it owed Mr. Chamberlain a duty 
of ordinary care in conducting those 
reviews. The court held that the 
company was negligent for not telling 
Mr. Chamberlain at his performance 
evaluation in June 1979 that he was 
about to be terminated unless dramatic 
changes occurred. 

The court considered the fact that 
Miller was in a position to eliminate 
all doubt concerning Chamberlain's 
status, and, further, to provide 
Chamberlain with the greatest pos
sible incentive to reform his conduct 
and improve his performance. There 
was no reason for Miller not to take 
the necessary step of informing 
Chamberlain, and his failure to do so 
may properly be labeled as negligent 
in the circumstances of this case 
(emphasis original). 

The court concluded that the com-



pany made Mr. Chamberlain's termina
tion more likely by failing to fully 
inform him about his risk of being 
terminated. Since the company's neg
ligence was therefore partially respon
sible for the dismissal, the company 
was liable for part of the damages 
suffered by Mr. Chamberlain as the 
result of his dismissal. 

Employer Reactions to Fire-at-Will 
Restrictions 

The BYU Skaggs Institute of Retail 
Management provided funding to con
duct research on national firms and 
their responses to such new restrictions 
on their right to terminate employees 
at will. The author wrote to some 100 
smaller and major corporations all 
across the United States. Some 74 
usable responses were received. In 
addition, the author visited and con
ducted in-depth interviews with per
sonnel officers of more than a dozen 
major businesses. As would be ex
pected, most companies have re
sponded to new legal developments 
quickly and with determination to pro
tect traditional management rights.3 

One common reaction, especially 
among the larger retailers, was to 
revise their employee handbooks to 
include clarifying language like this: 

This hand~ook is intended to 
provide company employees with a 
general understanding of the 
personnel policies at _____ _ 

-------· The personnel 
policies in this handbook supersede 
and replace all prior published or 
unpublished policies. The informa
tion in this handbook should be 
helpful in familiarizing employees 
with the company. The handbook, 
however, cannot anticipate every 
situation or answer every question 
about employment. Neither this 
handbook nor any provision in this 
handbook constitute a contract of 
employment or any other type of 
contract. The company must demon
strate flexibility in the administration 
of policies and procedures, and 
reserves the right to change or revise 
policies and procedures without 
notice whenever such action is 
deemed necessary by the company. 

Indeed, one major "junior depart
ment store" added this additional 
language to their employee manual: 

Employees are classified at the time 
of their employment as Permanent, 
Part Time, or Temporary. 

Permanent Employees: The word 
Permanent used as an employee 
classification, is a title only and has 
no reference to any measurement of 
time as commonly defined. 

A third firm, with over 5000 
employees, has "just revised (late 1984) 
its employee handbook with the 
attached disclaimer": 

The policies described in this 
booklet are not conditions of employ
ment, and the language is not intend
ed to create a contract between 
_______ and its employees. 

A last example of such policy changes 
in corporate employee handbooks 
comes from a firm with "over 10,000 
employees." Note the careful wording 
of this company employee handbook: 

I have received orientation to the 
policies, procedures, and regulations 
of . As a part of that 
orientation, I received a copy of the 
company employee handbook, which 
includes the standards of conduct, 
principles of business conduct, equal 
opportunity employment policy, and 
the company's policy regarding 
solicitation and distribution. 

The provisions of this employee 
handbook may be changed at any 
time. These provisions do not consti
tute a contract of employment, nor 
are they covenants. They are guide
lines only and may be changed when, 
in the judgment of the company, cir
cumstances so require. 

Every effort has been made to in
sure that the information contained in 
this booklet is consistent with that 
contained in our written policies and 
procedures. If there is any difference, 
the written policies and procedures 
will govern. 

I fully agree to comply with these 
policies, procedures, and regulations. 

Changes in Employment 
Application Forms 

Firms also report numerous other 

changes besides just disclaimers or 
statements in employee handbooks. 
One of the largest and most successful 
department store chains in the world 
has added the following applicant 
signature paragraph to its employment 
application blank: 

I certify that the information con
tained in this application is correct to 
the best of my knowledge and under
stand that any misstatement or omis
sion of information is grounds for 
dismissal in accordance with 
_______ policy. I authorize 
the references listed above to give you 
any and all information concerning 
my previous employment and any 
pertinent information they may have, 
personal or otherwise, and release all 
parties from all liability for any da
mage that may result from furnishing 
same to you. In consideration of my 
employment, I agree to conform to 
the rules and regulations of 
______ , and my employment 
and compensation can be terminated 
with or without cause, and with or 
without notice, at any time, at the 
option of either the company or 
myself. I understand that no unit 
manager or representative of 
_______ other than the 
president or vice-president of the 
company, has any authority to enter 
into any agreement for employment 
for any specified period of time, or to 
make any agreement contrary to the 
foregoing. In some states, the law 
requires that have 
my written permission before obtain
ing consumer reports on me, and I 
hereby authorize to 
obtain such reports. 

Applicant's Signature 
Date __________ 19 __ 

Another major firm with well over 
10,000 employees, requires each 
applicant/employee to sign the 
following: 

I agree that if employment is 
offered to and accepted by me, it is 
mutually understood and agreed that 
any employment is not confined tO a 
fixed term and may be ended by 
either party without prior notice, 
unless otherwise affected by written 
company procedures. 
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r--/ NDST Flr:<NS ARE 
[ VEt:<Y SENSITIVE TO THE 

L-EGAL AND FISCAL IMPL..ICAriONS 
OF THE "TERMINATION 

AT WILL" DOCT~INE. 

6UTSOME 
COMPANIES f=EEL NO 

Other Employer Actions to 
Clarify Employment Relationships 

A majority of the respondents to the 
survey also noted that corporations 
are making numerous other changes 
and adjustments to preserve their right 
to terminate at will and to avoid expen
sive litigation. These changes may be 
summarized as follows: 
0 Recruitment ads, literature, and 
brochures have been reviewed to 
delete or disclaim contractual 
employment. 
0 Interviewers have been trained 
and instructed to be extremely 
cautious in pre-employment inter
views and hiring interviews, and not 
to make verbal promises or commit
ments about "careers," "life-time 
employment," "continuous employ
ment," and so forth. One firm with 
5,001 to 10,000 workers told the author 
in an interview, 'i\ll our supervisors 
who do the hiring are trained and 
retrained in this all the time
continued employment is based only 
upon satisfactory performance and at 
the sole discretion of the company, 
and supervisors say this to new recruits, 
reinforce it in annual performance 
reviews, and state it in all disciplinary 
actions. We may be too cautious ... " 
0 Personnel manuals (written policies 
and procedurc:;s) have been carefully 
reviewed, section by section and topic 
by topic, to eliminate implied contracts 
or actual binding language. 
0 Employee evaluation forms have 
been reviewed (and revised, where 
any "contract" language is implied or 
actually present), supervisors have 
been carefully trained in what to say 
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NEED TO ADJUST. 

(and what not to say), etc. 
In summary, most firms are very 

sensitive to the legal and fiscal impli
cations of the "termination at will" 
doctrine. More than two-thirds of even 
the smallest firms (below 100 
employees) have made some or most 
of these adjustments, and virtually 
every large firm has at least rewritten 
its employee handbook or revised its 
employment application form . 

But some companies feel there is 
no need to adjust. One small women's 
business wrote, "Have not had any 
problems to date." Another owner of 
a food business (three stores) wrote, 
"Our company is a family business, 
and (we) are very protective of our 
employees. We believe in life-time 
employment and strongly believe and 
practice participatory management." 
He objected strenuously to the whole 
idea behind the survey and felt it was 
a sad commentary on our times. 

Other respondents lamented that 
the "courts and legislatures have 
brought us to such a point" where 
employers have to guard so carefully 
against litigation. 

Nevertheless, nearly all companies 
have made the necessary changes and 
adjustments (the larger businesses have 
been much more thorough than smaller 
ones) and are routinely implementing 
these "new" policies by training and 
periodic reviews. About 75 percent 
have limited changes (to date) just to 
the application blank and to the pro-

cedures manual and/or handbook, 
however. 

Not one company reported any nega
tive feedback from applicants, 
employees, customers, or stockholders, 
or any difficulty in recruitment or 
retention of workers by wording on 
application blanks, handbooks, and 
so forth. Most attributed such success 
(to date) to careful advance planning, 
thorough training of recruiters and 
managers, and continued personnel 
office follow-up to assure company
wide compliance. Many firms pay great 
attention to not offending applicants 
or employees as the doctrine is 
explained by stressing what a good 
place to work the firm is, how com
petitive wages and benefits are, etc. 

While some who read this will mourn 
the death of "firing-at-will," they 
must also be prepared to face the con
sequences of a game based upon 
new rules in the employee rights 
arena. 5 

Notes 
1An excellent legal discussion of this issue can be 
found in L. z. Lorber, et. al. , Fear of Firing: A Legal 
and Personnel Analysis of Employment at Will 
(Alexandria, Va. , The ASPA Foundation, 1984). 

'ibid. , pp. 9, 13-14. See Lorber text for full legal 
citations. (footnotes omitted here). 

' The profile of survey respondents: 22% (16) had 
1-100 employees; 16% (12) had 101-1,000 employees; 
11% (8) had 1,001-5,000 employees; 19% (14) had 
5,001-10,000 employees; and 32% (24) had over 
10,000 employees. 
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