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What is the future of the middle manager? 'l'his was the question };:Osed 

by the author in the beginning of this research effort. An exhaustive 

seaxch of current journal articles and managment publications, 

:indicated that middle managers will be facing greater challenges in the 

future, than anytime in histo:cy. 

Research indicates there will be a :reduction, in the future, in the 

"hard" numbers of middle managers. This will be brought about for two 

major reasons: 

1. Ccm{;::uterl.zation of the ~k enviJ::onment will 

lead to chief executives to directly access 

infonnation which is mre accurate and timely. 

'Jlie traditional role of the middle manager as an 

"infoJ::mation gatekeeper" will be inpicted by this 

technology. By the year 2000, of!ice autanation 

will be at least two generations older than today I 

be less expensive and rrore sophisticated. 

2. Participative Ma.naqaIent, will be the nom. for 

mst organizations. Exhaustive writings today 

indicate that participation is not just a "quick 

fixl't but rather a style which is proving itself 

capable of .increasing productivity, employee 

ncrale, and is the ingredient needed. to reach 

- i -



r 
I 

,-
I 
I 

, 
I , , , 
l _ 

, -, 
I 

1 

! . 

I 
!.. 

[ 
r . 
! 
l .. 

Maslow's fh9:h plateau of self-actualization for 

the employee.. ~s style of managment tends to 

bypass traditional middle managers in favor of 

deal ing d.ixectly with first line supervisors and 

line personnel via quality circles, ad-hoc 

carmittees, and a.utonaoous problem solving units. 

In addition to research of jou:r:nals and managemmt publications r this 

author conducted a Naninal Group Technique process using 21 executives 

:fJ::c:m both the public and private sectors, the basic question posed was 

"What events do you forsee, within society at large, and within the 

organizational institut.ion, which may ~ the role/status of the 

middle ma:nager in the future?1II 

Together this group of ex.ecut.ives generated 91 potent.ial events related 

to the :future mlal status of middle managers. Based upon these . 

results, three scenarios were written by the author and included: 

1 •. Increased tmrest in the ranks of middle 

management due to reductions and perceived role 

changes. 

2. canputerization, artifici al intelligence and how 

they .impact the future of the middle manager. 

3. Middle'Managers coping with change and the 

man..ager's profile in the year 2000, the future 
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middle manager will face a fast-paced, unstable 

social system, a mre sociaJJy conce.rned, 

humanistic society, a service econcmy and a IllOl:e 

knowledgeable society. 

The third scena.rJ.O included sane p:r:ofiling of futtrre middJe managers: 

1. 

2. 

3. 

4. 

.. 
'rhere will be m:Jre wanen middle managers. 

A need for much more sophisticated underst.andinq 

of autanation technology. 

He/she will need to be a genera.list.. 

Decision making will be based m:n:e on direct 

participation and be-t:t:er infonnation .. 

5. A cp:ow:ing conce:m for the quality of life w1l1 

J:eqUire mre people-sensitive manager. 

A transition management plan was written to provide todt.'\y I S executives 

with an outli.ne on hrN to begin changing their organization and meet 

these possible futu:t-e demands. 

'l'l:le author's intent was not to "light" and "sign post" the path ~ the 

fut:ure for each police executive jn the state, but instead to bighten 

their awareness of this emarg:ing trend, to educate executive's of the 

pot.entiaJ. futw:e so they may begin planning now. This issue will . 

impact organizations differently based on several reasons including, 

organizat.iona.l size, financial resources, growth vs. non-grcwth 

crmmmities, in addition, to :personal biases of executive managers • 

- iii -
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Every executive I S primary concern should be tlle "bottan line", but 

it can only be attained t.hrcugh ~le witlrln the organization. With 

the advent of high technology it a~ to me there would be a 

potential advP..rse impact. on people in general, and within levels of 

manaqerent in particular. The way managers will be per.forminq their 

jobs in the future may be the mat i.mport:ant issue pollce executives 

face in the next lS years. Of course high technology is not the only 

issue imp&.~ the way organ:Lzations are managed today I according to 

the proliferation of "how 1:019 management bt::oY..s on the market. It seems 

that both private industry and public sector organizations are goinq 

t.hrcugh a ~is to beccme IIlean and. mean,· to "get back to 

baslCS" as one pcpular book ~s. ~ you do oot read a lot of 

infcmnation on b::Jw technology and the movement tcrwa%ds new nanagerent 

theories is :impa.ct.ing executive enployees, especially the middle 

I decided, based upon ~ ex;osure to 1:b! ma:teri.a.l. and instructors 

in the Carmand College, to delve deeper into what the future may hold 

for mana~ personnel of organizations and, in particular, the 

middle manager. For purposes of this document, I define a middle 

manager as a person who supervises other supervisors, excluding the 

Chief Executive Officer, or in the case of police organizations, the 

Police Chief. 
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I began my research by conducting a study of c:urrent jow:nal. 

articles and contemporary books on the subject of t.he future of 

management personnel. Since I had already decided on what the issue 

was, I needed to obtain a flavor of what the c:ur.rent trends were in 

this area. One definite trend is there are fewer middle managers today 

than in years past and research seems to indicate this trend will 

continue. In a 1958, Harvard Business Review article Harold J. Leavitt 

and '.t'hcmas L. Whistler wrote, an article entitled. "Manaqe:rent in the 

1980's," they predicted accurately that I'f .... within . the 

organization ..... many m:idd1.e management jobs may change in a manner 

reminiscent of (but faster than) the transition fl:cm shoemaker to 

stitcher, fran old time c:raftsman to today I s hourly ~" ... there will 

be many fewer middle managers. "1 

According to one recent rep%t 'in the wan Street Journal, the 

trnited States econany is rr:M creating enough managerial and 

professional jobs for only 44% of new college graduates. "One study of 

aver 100,000 managers conducted by managenent consultants SM:! Hendrick, 

Inc., based in Framingham, Massachusetts, affil:ms that a major change 

in job structuI:es and responsibilities is now takinq place at 

middJ.e-mmagement levels. TM study fOUDd that, on the average, 

c=mp3nl,es are paring their middle-managea:ent 1X>sitions by one-third and 

will alter remaining middle management :t;:ositions within the next tw:l 

Ric:hal:d H. Jacobson, Vice-President of Administrative 

Services with Blue cross and Blue Shield, states that " ••• all 

just Fortune 500, are tb.:illning management levels and 

adding new responsibilities to remaining managers. ,,3 

- 2 -
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Irv.leed, such authoritative sources as Fortune and Business Week 

have done major trea.t.lnents of the shrinkage of middle management and 

the consequent effects on organizations. "The burea.ucra.tic multi-

layered organization, these and other business observers tell us, is a 

dinosaur, quickly bei.nq replaced by ad hoc task forces, project teams, 

and small autOIlClOOUS business units. ,,4 Of the 24,000 jobs being 

eliminated by MO.'!! Information Systems, 30% are management jobs: of 

4,000 jobs "beleaguered" union carbide Corp.. will be cutt:ing in a 

:re::.:ently announced reorganization, 15% will be middle management 1 at 

Ford Motor Canpany 10, 000 middle manage:rent jobs are tmde.r the ax. 

itA Michigan State· University study fcn.md that 89 of the 100 

largest united States corporations have reorganized to eliminate 

management layers 'and jobs. ,,5 liIt is not surprising, then, that even 

fi1:ms -anticipating steady .growth have trimned mi.ddle management staffs ~ 

15% at Alcoa, 20% at F:i.rest.one and crown Zellerbach, and 40% at 

Chrysler, Texaco, Exxon and MobU." 6 This issue is not one localized 

to Californi4L or even the United States. "Recessions came and went, 

1eavinq management relatively untouched as the blue-collar workforce 

was built up or laid off. But sOOden1y middJe managers across the 

globe also find themse1yes . in trouble, suffe.dnq ~ a vast and 

unparalleled shakeou:t with long-range implications for their own job 

security. 

Britain, Printemkps-Pristmic and Rhone-Poulenc in France, Eo:r:g-Wamer 

and Cockerl11 in Belgi'um, Sandoz and Hof:fmarm-LaRoche in Sw.'J.tzerland, 

Ford, General Motors, Chrysler, International Harvester, Weyerhauser , 

Goodyear and Sohio in the u.s. - healthy or UIJhea1thy, by planned 
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strategy or by sUdden, dramatic convulsion, a growing proportion of the 

world • s largest canpanies are divesting themselves of substantial 

IIIJII!bers of middle managers .. If 7 !eland I. Forst, a prirlcipal at 

management consultants for A.'l'. Kean1ey in New York, is p!:Obal:l1y not 

too far off when he estimates that middle management };Xlsitions around 

the world have declined by 15% on average over the past three years, 

and the worst may still be to cc:me. 

"An 'International Management r survey of ccmpanies and academ; os 

around the world conf.i:t:ms that the current declir..e in middle managemant 

num1:ers will spread and accelerate throughout the 1980 IS.. Suddenly the 

coz:porate world has Il1I.lCh less roan for the middle manager.1I8 In 

general, all growth in the m; delle management area. has stopped.. Middle 

managers, as a g:roup, are declining as fewer are appointed than the 

l'l1lltIbP..r that leave.' u.s. futm:ologist Dr 0 Roy Auma, of the Institute 

for the Future in Menlo Park, cal. predicts "that the decline in middle 

nanageme.nt mm:ers will continue until at least the end of this 

decade. ,,9 

D.P. Snyder in his article "COning Decade Spells Changes in the 

Workplace", in AssociatiOll Management sta~s, "If it' s not the clerks 

and secretaries whcl will disa~ :from the office setting, who will J::e 

':the answer is middle managers - 5 million during this 

,decade.. The wave is well under ~ already, having begtm in 1981. In 

April 1983,. Business Week magazine surveyed the Fortune 1300 ccmpanies 

and found that in the preceding 18 lI'Onths, 40% of them had eliminated 

at least one layer of managenent. Another study done six m::m.tbs later 

- 4 -
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by Ruder ~ Finn and Roi:1Ian fouril that m:»:e than 50% had el imj nated at 

least one layer of roana.ge:rent. Half of the baby-boan generation, 

especially those with colle;e degrees-and that represents al:out 30% of 

them-are DJ:1IiI at the first level of management. '!hey see t.he.ir 

opp:>rtunity and potential for advanc::en.Ent d:isapp!aring with every 

passing month. NIO 

In the Winter 1985 edition of Sloan Managem:nt Review, John F. 

Magee reports, liThe traditional ma.naqement hierarchy is shr:ink.L"19', and 

it seems evident that the shrinkage will be pmnanent. 

hierarchies have outlived their use£uJ.ness as a means of coordinating 

and. contJ:olling a ccmplex, far-flung enterprise. Moreover, we have 

learned that too many layers of managem;mt impede effective 

mana,ge;nento nll In WOrking Sma:.rte 1985, CEO Robert E. Lamalle of 

Lama1ies Inc. stated, • ... the bad news: job prospects for middle 

managers continue to flaq. The already well-pruned middle management 

ranks will probably absorb furt:her shocks, narrcw.inq profit margins 

will continue to exert pressure on c:arp:.tnies to cut costs and 

-'"-__ , .:__ .a.': .12 
::U • ..I.CCWLI .. I.UI: opercl'-loons. 

In the Oct:.cber 28, 1985 edition of Fortune, John Nielsen in his 

article "Management Layoffs Vbl't, Quit" said, "These should be the 1:est 

of times for managers. The United States econany is entering its 

fourth year of racovery1 unemployment is near a five-year lowr interest 

rates have dJ::opped; and inflation has been around 4% for m::>re than 

three years. In such conditions, industry could be expected to add 

staff to accamr.xiate rising demand. The last thing white-collar 
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workers should have to worry about is job secarlty. Yet they have 

rarely felt IrOre wlne.rable. CoIpany afbar c:arrpany is "downsizing", 

satet.iIres right up to the executive suite, as though the recession were 

still with us. .As COX:POI'\l:,:t:e bureaucracies shrink, middle managers are 

the main victims co 1f13 The a\ltb::)r goes OIl :further," ...... the phenanenon 

isn't s~ly a case of t:r:ouble at the sackestack, of vanishing oil 

refineries, steel mills, or shoe factories~ it cuts across industJ::y 

lines. OVer the past five years, united States ccxrpanies have shed 

almost half a mi 1 J ; on nanagers-and the shedding continues. ,,14 

Managers are in a state of acute anxiety, according to Stanley Hyman, a 

Wa.sh.ington-area consultant to gcvemment and private cc.mp;nies. "More 

are being let go in the eighties than at any time since the 

depression. illS 

What are the reasons for this widespread reduction in the middJ £\! 

managaxent ranks? one vert obvious reason which came frcm research 

was the develq::Ioont and refine.rent of canput:ers. For the first time, 

the reach of ccmputer technology is extending beyond the ranks of 

clerks and seo:et:aries and into the managers' working lives., These 

systems .are reported to be changing the ways managers are 

ccmmmicatinq, increasing their spans of control, breaking down 

hierarchical bar.riers, and. adding to their efficiency, ~ to the 

point where business and. gcvemment won I t need. as many middle 

managers. c. "In the past, cognitive 

research ~~sted that a manager could have a max:i.:mmn of seven 

subordinates repo:tting direct:ly and still ma:i.ntain effective 

supe:rvi.sion. If the ntm1ber were much lower than seven, the manager 

-6-
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would be under utilized.. If mcll higher the manager wculd be spreading 

him or herself too thin.. Well, many DI:JIti believe that, with the help of 

canputers, those ~tive barriers can be broken. That with the help 

of decision support systems, executive databases., electronic mail and 

video conferences we may be able to break the cognitive constraints by 

which humans ~rking alone Taking on new 

responsibilities is a major part of the current. challenge to middle 

managers 0 This is brought on by a mDIJbF>.z of factors, including fewer 

managers per:fonninq jobs that used to be distributed over a greater 

IUmlber of people, demands for greater p:ro:1uctivity and, perhaps mst 

inp>rt:ant, the arrival of office autana:tion. According to Rourke of 

s.r: Hendrick, "The whole reason for the pyramidal or ~erarchical 

structure is o:mtrol; now canputers are dimin:i.shinq the need for this 

As information can be transmitted 

:i.nstantaneously I not passed through layers of hierarchy, organizations 

w.i.ll become flatter ~..au.~ of c:a:I!p.lterso ,,17 

Office autcmation expert John COnnell of the Office Technology 
. 

Research Group in Pasadena, ca. agrees with Naisbitt I s assessment that 

"If 

infOlJDation beo::m!s instantaneously available, t:.hen you have to ask why 

yru need. all those layers, if the a.nswer is maybe we dan' t, then the 

impact will be on middle ~t. ,,18 John walsh in his article 

"Office Alltanation Thins Middle Management Ranks" , says, 

If .... increasingly , office autaDation technology is altering corporate 

organizaticnal st.l:Uct:ures by elimi.natinq a ll'I.lIOOer of middle managenent 

roles and responsibilities. ,,19 John Naisbitt, of Megatrends fame, 
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was quoted at a recent conference "CO'lplters are replacing middle 

managers faster than l:Obots are replacing assembly-line workers". 

John Walsh, published in flToday's Office," states, 

"Historically, the middle manager has been the conduit for infor:mation 

l::letween the support staff ar.d top management. The biggest chunk of the 

typical manager's time (26%) is spent in meetings. He spends the rest 

of his time on the phone (15%), writing (11%), reading (10%), 

calculating (5%), handling mail and searching for information (4%) I 

dictating and scheduling (2%), and performing miscellaneous tasks 

(21%). By helping a manager to ~Ol:ll\ the majority of these jobs lICre 

efficiently i advanced office systems increase that manager I s span of 

contml •• as a reSult, a ccmputer assisted manager is able to produce 

the same aIID.Jnt of work as several managers . who do not have 

ccmputers. lt20 

Robert Gcx'ldard has written an article in Manag'E!l1!mt l'klrld 

entitled I'f'!he Rise of the New Q:r::ganization" in which he said, " ••• the 

number of electronic workstations has risen :fJ::an 4 million to 25 to 30 

million. This technological :revolution is flattening bureaucracies, 

altering controls, and fundamentally changing the relationship between 

workers and their jobs, managements, and organizations. "21 It seems 

that to a large extent office autanation has -usw:ped the role of middle 

manager, allowing both lower-level employees and top executives to 

access information directly. SUddenly I a number of middle managers are 

finding themselves out of work. The trend t.c:1ioJar:ds small business 

catq?Uters is reflected in the results of a recent suxvey conducted by 

- 8 -
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"Management ~ld" which shows that 79% of a cross section of North 

}.merican businesses are using, implemeni::.inq or are considering using 

small business caI!pUters .. 

In an article called "Management in the Year 2000" in the Arizona 

Business Journal, Fearon, Reif, Ruch and Werther wrote, "Large scale 

organizations can be managed but not necessarily the same as in the 

past. One 't1a¥ to deal with the size aDd ocmplexity issues is to rely 

mre heavily on C011pUi:er-based informa:tion syb"1::ems. They will handle 

mat :routine or progzCIIlInable decisions, many of which are cw:re.ntly 

being made by technicians and lower-level middle ItBnaqers. Decision 

makers will have instant access to information needed for developing 

and analyzing alternatives for non-progl.-amnable decisions .. Also, 

sWulation m:Xlels lidll be widely ~ by managers to "try out" 

decisions before they are actually implemented.o 1122 One only needs to 

look to see that infozmation and camnmications systems already have 

begun to replace hiera:rc:hy by supporting new management systems and 

organizing principals.' When the a.'f.1tcm:lbile was fiJ:st:. int:roduced, many 

people probably saw it as a convenient and less messy substitute for 

the horse. Now ~ can see the pro£oucd effect it has had on our lives, 

our culture, and the st.:ruct:llre of ciur indtistry.. Similarly, sane people 

first saw ~ as rather lal:ge, sanewhat clumsy substitutes for 

adding mach.ines. But we would all do ~ll to reflect. on the possible 

profound inplications that information technology may have on. the 

organization of our industries in the not too distant future. 
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In the April 25, 1983 edition of Business Week, a special report 

entitled "A New Era for M.a.nagaIent" ccmuented on cc.mputer technology in 

this fashion~ If ••• ~ canpanies grew rapidly after ~1orld War II, middle 

managanent-whose function was to turn the policy decisions of top 

management into the dollars and cents of L-evenueS-grew even faster, 

and their functions changed. z.k)re and more, they became collectors of 

infOJ::mation, which they then analyzed, inteJ::pret.ed, and passed on to 

top executives. The staff middle manager did not run anything. He was 

n:eJ:ely SU'pIX)sied to advise others on strategic planning, marketing I 

engineering, and manufacturi.nq~ But fran that position he gradually 

cane to daninate the line operations that produced and sold the goods 

and services that brought in the canpany I s dollars. SUddenly, that is. 

being tw:ned upside-down. The om::ushinq elect:ronics revolution is 

changing the role of the middle manager and forcing a radical 

rest:ructurlng of the CO%pJratians middle ranks, shrinking than 

drastically in the best managed c:c:rapanies. ,,23 It seens as mre top 

managers see much of the infomation once gathered by middle managers 

can be obtained faster, less expensively, and more tho:roughly by 

caIplt.ers, they have started to view many middl e managers as 

":redundant" • 

1'he technologies embodied in executive ccmputer l«>rk stations are 

so new that only about 3% of all pmfessional, technical, managerial, 

and administrative \tfOrXers use them now... By 1990, however, that figure 

should climb to about 65% predicts David L. Terrie, senior Office 

Systems analyst. at International Data Corp. The advent of desk-top 

ccmputers and other info:r:mation tools, linked together by advanced 

- 10 -
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teleccll11Jmications networks that provide access to widely diverse 

sources of data, heralds a huge surge in productivity for the 

approxjma.tely 10 m:i~llon :managers in ~ U.S. Sane of the wizardry is 

already in place: 

1. Individual managers now make decisions by canbining infozma.tion 

developed within their c::axpmies with outside data bases, 

including econan:i.c and. industry statistics. 

2. New systems can tum reams of nuni:lers into charts and colorful 

graphs that are easy for managers to understand. 

. . 
30' El.ect:ronic mail al.lowa, reports, memos, and drafts to be 

transmitted silmltaneously to a number of people within the 

cxrrpany. SUch systems greatly speed in-house ccmwnicationso 

Managers can get signoffs an lDI!'!llOS rapidly r making for faster 

decisions. 

4.. Voice store-and-forward telephone systems let users avoid time 

wasting rounds of telephone tag by recording and then sending 

phone messages digitally by ~ to any number of 

recipients within the canpany. 

5. CaIp.lterized scheduling systems make it possible to set dates 

for large meetings without consulting executives individually. 
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'l'bJse mat supportive of this technological innovation point out 

that not only will organizations be able to el iminate many costly 

middle management jobs but they will also be able to make better 

decisions. Their reasoning is as follows: In the process of analyzing 

data and pmparing reports of decisi9n makers, sane middle managers 

~ ever mindful of the fate that befell the bearer of bad news. The 

result of their concern are reports in which the data have been 

massaged to the point that its true import was lost, as a series of . 
hopeful asssunptions or overly optimistic scenarios were used to dull 

the early warning present in the data. With a ccmputer teminal 

present on every desk, decision makers will nc::Yd have access to the data 

withcut the threat of distortion which existed when staff groups were 

asked to analyze the data and present it to mana~t for decisions. 

Another reason for the loss of middle managers stems fran the 

management revolution which has brought al:out the participative 

management style attaining prevelance in today's contemporary writings 

on hc.wto successfully manage people. According to the 4/25/83 

Business Week article entitled "The Shrinking of Middle Management" the 

. author states, "Rigid hierarchica.l structures have begun to crumble at 

the best-managed ccmpani.es 0 Replacing them are leaner, more fluid 

organizations, with fewer levels of management and rore direct lines of 

o::mnunications between the top and the bottan. ,,24 Tied with the use 

of canplters what the author is alluding to is the demise of the 

"information gatekeeper", the managers thmugh whcm info:tmation is 

filtered up fran below and down fran above. Right IlO'iI1, a concerned 

executive can, with the right technology, easily go around such 
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gatekeepers to access critical infOImation or receive infozma.tion fran 

and send information to the rank and file instantaneously.. When the 

boss can access ~oxmation at the same time that the field managers 

can t them is little t.ine for the field supervisors to 1::uild up 

alibis.. As the systems, and IDanagE!m!!Ilt style of participation is used 

ll'l:re!, they increasingly challenge the old organizational structure. 

Robert Zager, Vice-P:r:esident Policy Studies of Work in America 

Institutes, Inc. , says IV ••• the participative managemant mvement is 

also affecting middle management 1 there is mm attention to pushing 

l:eSpOnsi.bility down the line.. As these managers sense greater 

attention to the shop floor I they feel squeezed in the middle. "25 It 

beginning .to invert. their hierarchical 

pyiamids, decentralize decision naking, and mve accot.mtability to 

where the \IlOrk takes place.. According to R.W .. Goddard, in "The Rise of 

the New Organization it, "Managers are being encc.uraged to integrate the 

employee into the decision-making process, to share authority, to 

ptUlDle and use organizational structl.u:es and incentives that encourage 

workers to take responsibility, and to channel conflict to useful 

He further states, Ill ••• ~s are reducing 

managemant layers to s:implify staffs as 

car.plters take over infODDation gathering, pushing national inflation 

down, and generally slower econanic growth that limits the develq:mant 

of l'lEM managenent opJ?Qrtunities. "27 

Scme additional trends uncovered via research indicate middle 

managers who do survive will. have possibly m::>re power, as defined in 
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today's organization and new employees who aspire to middle management 

positions will have less op£X'.)rtuni.ty. The issue of power was addJ:essed 

in 1960 by Herbert A. Siroon who wrote "'Management in Corporations, 

1985": "'There is reason to believe that the kinds of activities that 

now characterize middl e management will be more ccmpletely autcma.ted 

than the others and hence, will cane to have a sma.ller part in the 

whole management picture ••• 11
28 

What does the future hold? According to research of books and 

journal articles one trend according to AMS Inter:na.tional President 

Jacobson is that ". G .people skills will be param::JUnt as management is 

con:f.ronted with a changing workforce which will be 11Dre knowledgeable, 

bet:ter educated, and IlDre responsive to psychological incentives and 

alternative ~k patterns. '!be status quo will no longer be tolerated, 

and managers will have to· pursue opportunities to bJ:Oaderi their 

knowledge. ,,29 R. Goddard, writin9" in Management World, states, "With 

ccmputers keeping are free to 

concentrate on planninq, problem solving, and people. 1Q30 It awears 

the nridd1e manager of the future mll beccme the teacher" consultant, 

counselor and facilitator, nat an order-9i va" • "Evel:ywhere, managers 

are b1.!g:imtinq to see their functiOn in 1:m:ms. of impmving the human 

organization of their fil:ms and caning to grips with their new, 

multifaceted leadership role. w31 It also appears that managers are 

ccming under increasing pressure to broaden their knowledge base. 

TalDr.row's ccmpanies will need. generalists, not specialists. 

Ironically, the role of those middle ma.nagers who survive· the 

unparalleled shakeout will be considerably IrCre .i.Dportant: with this, 

-14-
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middle management will not only m:we on to new responsibilities, but 

may also enjoy greater power than ever before .. 

Boy Amal:a., writinq in Technology Review, states: "Managers who 

weather t:l)is shakeup will have mre autoncmy, will oversee much smaller 

staff, be rewarded tJ1'lde.r cc:aupensation systems that swing with the 

:results, operate uncl.er a work ethic with the sting of accountability, 

ar..d be much mre subject to ret:raining and relocation. An estimated 

one-half of middle managers also will be retrained as a hmran-resource 

I,XX)I to lead and support task forces and product developnent 

teams ... 32 Robert LePage, Senior Vice-President with Spencer stuart 

~t Consultants NV in Brussels, also believes that the middle 

manager's role is i.n:proving.. "Many carpanies," be says, IVJlave alJ::eady 

xecogn.ized their "organ.izational sclerosis" and are establishing 1l1lch 

• 

smaller, aJmJst autoncm::nls business untts, largely in the hands of • 

middle managers. At the head of these units you find a new breed. of 

middle manager.. Their function now extends to critical decision making 

within a given corporate context. Middle management has not only llCved 

on to new' responsibilities, rut is clearly enjoying greater power than 

in tba past .... 33 The erosion will stabilize, he says. -You may find 

a new breed of middle managers with IIOre technical appreciation, better 

able to control people, and in charge of larger sections of the 

organization. As tbay emerge, middle :management will beccme a mre 

desirable :function and better paid. "34 

Of course, scm!! ocmpanies have recognized the prrblem and started. 

to plan corrective action. At F01:d in the United S'i'A'beS for example, 
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. the restructuring of middle management jobs is beinq planned to 

nax:i:mize the interest level. While taking aJIlay fran middle managers 

administrative duties at the botton through delegation, it is also 

trying to give them greater access to top management and push mre 

strategic decision-m3.ki.ng down. 

The generalist approach St."SIlS destined to becate increasingly 

connon. '!'.he middle managers who survive, and those of tOllDrroW', will 

haw to be considerably lOOn! adaptable and functionally canpet:ent than 

today1s breed. In "Managing the Middle·' Devanna and Warren write, 

"Part of the p:r:oblem may well be one of definition-what do 'We mean 

when we talk about "middle management." jobs? Increasingly, "middle 

managers" do not manage people, instead, they manage infcmnation, they 

plan, or coo~te. ,,35 

In this same article the authors go on to say alf we think about 

the typical managerial career pro;ression in today I s organization, it 

involves movement fran first line supervisor through the middle 

man.a.geme.nt ranks and on to top management. Amnq the skills that are 

often stressed in this p:rogression are "people" or interpersonal 

skills. Discussions centered on the effects of the techrlological 

revolution on skill requirements tend to agree that these skills will 

be lD.lCb less llnt;x:>rtant in the middle mangiment ranks in the future. A 

cc:mputer does not have to be motivated to get the data prepared on 1:ime 

and rarely beet mes counterdependent if the manager did not smile or say 

"thank yoo.". 'l'he need for good interpersonal skills at the first line 

supervisor level and at the level of top managerent, however, re.ma.ins 

strong 0 Thus, rather than seeing managerial career progression as a 

continuous flow in which interpersonal skills becane ever mre 
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critical, 't.1e are conftonted with a discontinuous progression in wh:I.ch 

the people who make the best f:J-.."St-line supervisors will not 

necessarily make the best middle mangagers and the best middle managers 

will not necessarily make the best top level managers. 11
36 

Futurists believe that the bureaucratic, multilayered organization 

is a dinosaur. 'Itey predict that a gmw:i.nq number of caI1paD.ies will 

tm:n to special units to attack markets, c::reate ad hoc task forces to 

solve problems, and fo:cn new relationships that will enable groups of 

managers to work winside and outside" the corporation at the same 

time. Many o~zational experts see this issue as only an 

evolutionary step t:clward more fiex:llile, decentralized, and undefined 

st:r:ucture • 
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In an effort to obtain a greater perspective on this pa..-rticular 

issue, that of the future of the middle manager, it was decided to 

conduct a Ncm:i.na1. Group Teclm.ique process.. The results are sumnarized 

in this report. Attached for ft.n:t:he.r examination are the worksheets 

f::r:cm the process. In an effort to brinq the broadest base group 

together, and. not have th!:: results "skewed" by using only public sector 

actors, the group make up dictated that at least half of the 

participants ~ be executives fran 'I:ba private sector. Chosen as 

repu~sentatives of the public sector ~ n.ine police chiefs who are 

kpown for their contemporary management styles, service orientation 

philosophy of' delivering public safety sern.ces, and mst important 

their .reputations as future t.hinkers e They are also Jcnown to be 

proactive managers. 

'!'he group of executives fran the private sector were chosen, with 

the assistance of Mr. Jolm nSkip" Rhodes. I had conversations with Mr. 

Rhodes on this subject and he eJq?ressed a keen interest in 

participating in a N.G.T. ~ he indicated that he knew of other 

executives who would be :i deall Y suited fOr this effort and expressed 

interest in the idea when. he spoke with them. Based upon his 

reo;"l!ili!ndations a~ my Umited knowledge of their reputations as 

forward t.hinkinq executives, they were invited to participa:te. It was 

also deter.mined via interviews on the telephone they ~d p:robably 

inte=act 'Well with the chiefs in this process. The participants·:from 

the private sector were: 
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Gaz:y Brown, Division Manager Executive Recruitment, Ralph Anderson 

and Associates 0 

Skip Rhodes, Planning Consultant, Chevron Oil. 

Richard 5aalfeld, Executive Vice-President, Bank of Americae 

Nelson Weller I Vice-Olairman, S .G., "Warburg, International 

:rnvest:ment Service catpmy. 

Jack Carlson, Retired President of Kaiser Steel, Kerns 

International, and Pinole Point Steel. 

Tan Danhakl, General Manager Sales and Business Deve1qmmt, 

Qlev:ron OVerseas Petroleum L""lC. 

Len Bertain, Vice-President, Mark.eting, canputer Intergrated . 

Management Inc. 

Gaylord Burke, Vice-President, Senior Problem Loan Administrator j 

Problem Loan Administ.ration, Bank of America. 

Art Rut~en, Senior Vice-President# Security Pacific National Bank, 

Pacific Century Group. 

John Michel, Executive Vice-President and Head of Global Con.suJner 

Markets-Strategic Planning and Marketing Services t Bank of America • 
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John Santana, C.EoO./President, International. Marine Fuel of San 

Francisco, Inco 

Milt Kegley, Vice-President, Human Resource Developnent Dept 0 , 

Safeway stores Inc 0 

The Chiefs invited to participate ~ as follows: 

Tony Guard:i.no, Police Chief, ~ City 

Don Becker, Police Chief, San Leandro 

I.ar.ry Marshall, Police Chief, Oceanside 

Bill Fastman, Police Chief, Pleasanton 

David Snowden, Police Chief, Ba.ldw::in Park 

Leo Peart, Police Chief, Irvine 

Mel Nelson, Police Chief, Livexmore 

Mike Manick, Police Chief, Union City 

George Hart, Police Chief, oak.l2nd 
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These executives were .invited to participate in an early lu:nch· in 

an attempt. to have an informal gat.hering and. allow time for 

introductions and initiatoJ:Y conversation. After lunch the group 

assembled in a roan designed to ac:canodate three tables with seven 

participants at each. The seating ~angements were established to 

bring together individuals of various personality styles, in an attempt 

to reduce the likelihood of a daninant personality taking control at 

any particular table. '!'he scribes were chosen by this author because 

of their extensive experience as facilitators of gmup processes. The 

seating arrangements allowed for three police chiefs and four private 

sector executives to interact with each other at each table. Strict 

adhe.re.nce to the N.G.T. process instructions were foll~ by this 

author who also acted as facilitator. Prior to . beginning the pJ:OCeSS, 

-
participants were read short excerpts fran the research. to give a 

flavor of ~t the issue was and trends which seemed to be developing. 

~s was done without giving any direction or cues to the group. 

Three questions were developed, one for each table. The group 

seeting axra:ngenents and questions were as follows: 

Table U; 

George Bart 

Mike Mallick 

Mel Nelson Richard Saalfeld 

- 22 -
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Nelson Weller 

Gmup one was given the fOllowing question, -what: events do you 

foresee, within society at large, which may impact: the role/status of 

the middle manager in the future?1!II 

Table 121 

Leo Peart, Scribe Jack carlson 

David~ Bill Eastman 

Gaylord Burke 

The question given to this group was, "What events do you foresee, 

within the organizational institution set:tinq, which may impact the 

role/status of the middle manager in the fut:ure?GII 

Table t3~ 

Art Rutzen 

John Michel 

John Santana 

- 23 -

• 

• 

•• 



r 

L 

i 
[ 

[ 

[ 

["" 

[ 

L 
[ 

• 
[ 

• 
! 
'-

Milt Kegley 

The question given to this group was, "What events do you foresee, 

in society or the organizational institution setting I which nay impact 

the role/status of the middle manager :in the future?" 

Each group was given five minutes to silently generate individual 
. 

ideas. Although each group generated a number of quality events, there 

was sane slippage of trends which did creep into the event statements,. 

This was overcatII!! scm!What during the second stage of the process where 

the groups placed the events in writing on flip charts and attenpted to 

delete tJ:ends or place them :in cx:m.text as events. 

After the silent generation of ideas, each g:rcup placed their 

.ideas on flip charts with no discussion for clarification or debate. 

After each flip chart was filled with writing it was placed on the 

walls next to the tables to allow easy viewing by the group. The 

groups were then instructed to discuss each item, making sure each item 

received sane attention. This al.lowed for clarification and debate 

l::etween the IDE!tbers of the group. Because of the nurober of ideas 

generated by each group, they were asked to vote on the top eight 

events. 'nle g:roups were then i.nst:ructed on a voting technique in which 

3 x 5 cards were used. It was decided, based on the results of the 

first vote, to allow further discussion on the events and a second vote 

was taken in which the groups were asked to vote on the five mst 
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G:roup number one developed a list of 30 events; after the first 

vote, the eight top events were identified as 1 

1 .. By the year 2000 mst middle managers will have retired 

(mid.-45) 1 will PJrS1.le other interests e.go consult.inq, 

volunteerism, may opt for this d.tI.e to burn out factor 0 

2. Insufficient m:mies to support Immicipal infrastractm:e. 

-not enough DaleY to do all repairs 

-we look out for personal self interests 

-infrast::ructur will collapse 

3. We will see increased unrest in workforce due to; 

-lack of· respect for authority 

-i.nc:reased interest in leisure activities 

-i.nc:reased union unrest, management unrest 

4. Elimination of affordable housing for managers and rank and 

file 

5. ~loyees will denand to be IJIjre irivolved in decision making 

and less dependence on CCIIplters - will voice concem regaxding 

keeping up with technological changes in Management Info:onation 

Systems .. 

6. Executive demand for increased productivity - decreased costs 

and accountability increased. 
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7., 60% of the work force will be usinq drugs on a regular basis .. 

8. Increased a~age age of po~tion worldwide. 

The second vote :reduced this list to the top five which were item 

I'llJIlIbers 2, 3, 6, 7, & 8. The event which l:eCei ved the mat votes was 

number 6, (executive dena.rxi for increasecl. productivity - decreased 

costs and accountability increasecl.), and was followed closely by event 

number 3, (increasecl. unrest in workforce due to lack of respect for 

authority, increased interest in leisure act:ivities, union and 

management unrest) • 

. . 
This ~ 'Went on to conduct an Event Evaluation Fom: they felt 

event 6 would first exceed zero probability in 1986. By 1995 the 

probability ~d be 87.85% and by 2000 it would increase to 93057%; 

the net ~ on the issue area would be -.14, and the .i.Izpact on law 

erlforcemrmt would be -.28. Event ntmIber 3, would first exceed zero 

probahi lity in 19901 by 1995 it would be 72.85%, and by 2000 it would 

be 94.28%. The net impact on' the issue area ~ be -6.57, and the 

net :impact on law enforcement would be -6 .. 71. 

a list of 37 events. After the first 

vote the top eight were: 

1.. Greater reliance an COlIpUterization, technology, data and 

artificial intelligence. 
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20 "Me" generation will becalJ!! middle managers and create 

organization goals and objectives, conflicts. 

30 Increased specialization, for exan;>le med.ici.ne. 

4. Greater c:oncentration of industrial g:roupings 

-fewer jobs, more carrpetition. 

5. Advanced technology will cause middle managers to earn less 

than their S);:'ECialized subordinates. 

6. Errployees will demand greater "voice" in setting 

organizational goals and objectives 

7. Greater technology equals greater need for "high-touch" 

8. Reduced infiuenc:e of "national" labor organizations on 

corporate. philosophy. 

The second votel:educed this list to the top five which were item 

~ 1, 2, 3, 5, & 7. 'Ihe event whicli received the most votes was 

number 1 (greater reliance on CCllplt.e.rization, technology, data and 

artificial intelligence) The:re were no other events 'Which came close 

to event mmber 000. 

The group conduc1:.ed an Event Evaluation Fonn. Event U was felt 

to first exceed zero in 1986; by 1995 the probability would be 100%. 
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COnsequently I it would also be 100% by 2000" The net impact on the 

issue area was +8.42, and on law enforcement it was +8. 

Group number three developed a list of 24 events" After t.l:le first 

vote the top eight were identified as: 

.J ... Tax revolt that could limit fi.mds available for govet'IlIIl!Ilt 

support. 

2. Baby lxaners tUJ:ning 40 .. 

3" Availability of ccmp.lterized infonnation will eliminate need 

for middle management .. 

4 .. TechnolO9"J' in the heme will make wxk at heme ccmiIJ.tl place. 

5. Continued shift in llDres, with more :people concerned with 

independence and having m:m.ey, mJ:e entrepreileurs. 

6.. Inc.reasinq erployee rights. 

7. Re-centralization of decision making .. 

8.. Deregulation - laws will continue to change and be driven by 

the market place • 
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Acjain a second vote was taken to reduce the list to the top five, 

which wen!! identified as item numbers 3, 4, 6, 7, & 8. The event which 

far and away received the most votes was event 6 (increasing eIl'ployee 

rights). The event evaluation form indicated the group felt the year 

that probability would first pass zero was 1986. By 1995 probability 

would be at 92.14% and by 2000 it ~ be 94.28%. 'llls net ~ on 

the issue area would be -.57, am on law enforcement it would be +.42 .. 

Together the three groups generated 91 potential events related to 

the future role/ st:atus of middle managers. Through event evaluation 

and cross impact analysis, this number was reduced to fifteen. This 

author presents three scenarios for consideration. I have selected an 

event fran both group one and two. For the final scenario I took a 

lll1'll'ber of events fran each group and cxmbirJed t.hem into a scenario 

which deals with coping with change and the manager's profile in the 

year 20000 
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P.O.R.A .. C.M.. (Peace Officers Research Association of California 

for Management) announced today they have successfully convinced State 

Senator Robert Crowley to intl:oduce a number of bills which would, 

among other things, limit the use of office autanation in police and. 

sheriffs depart::ments thl:oughout california, return rights to middle 

managemnt which were taken CJ!.Ilay when the t'sace Officers Bill of Rights 

was atmnded several years ago, and reduce the ~rkweek to a ma.xinun of 

32 hours for middle managers. PeO.R.A.C.M. has been attempting to have 

t.his legislation introdl1ced yearly since 1993, and after five years of 

lobbying efforts they seem to have crossed the first hurdle. It . is 
. . 

expected that· if the bill does reach Governor Boehm I S desk he will sign 

even t.OOugh there is Il'OUllting pressure fran the California Police 

Chief's Association, The California Sheriff's Association and the 

League of California Cities lah1:r.t groups to defeat this legislation. 

The issue of ccmputeri.zation is only one of several reasons that 

middle ma..1'lagement ranks fran law enforcement have been as militant as 

they are today. For the past five years law enforcement has seen job 

actions by miM1 e managers ranging :fran sick-outs and r«>rk slow downs 

to outright strikes due to issues being addJ:essed in this legislation. 
\ 

Late in the 1980 I s the law enforcement profession started to see a 

proliferation of cc:mputerization infiltrating organizations. At first 

the idea of "high-techlt was ent:.lmsiastical1y embraO!d, not: only by the 

chiefs and sheriffs, rut also middle managers. Lieutenants, ca.pt:ains 

and deputy chiefs of various size organizations saM the technology as 
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ma.killq their jobs easier and increasing productivity, not to" ID!!Iltion 

the assist.ance ccmputerization gave to preventing crime and 

By the early 1990' s job roles had, started changing for the middle 

manager. They found that Police Chiefs and Sheriffs could obtain 

infOIl'llation readily from can:put.er teJ:minals in their own offices, which 

had been traditionally done by middle managers. This was due to the 

increasing sophistication of Managl!!m!!l1t InfollIlation Systems programs. 

By this time the o:mputer had bea.:m! so sophisticated that middle 

managers were mandated to carry the devices with then at all times 

while on the worksite. This has been the situation for ~ personnel 

for the past few: years. Cmlputers had been ~ in power and 

dcMnsized to the current I.B.M.' IOOdel "Ccmpaq 5000". This canputer is 

the size of the pxket calulator which was popular in the early 

1980's. Another major breakthrough was the microwave transmitting 

capacity of this canputer; it sends all entl:y data to the agencies I 

mainframe via safe microwave technology. What this now means is that 

not only are the line officers entering all daily ,activity into the 

system, but mre important, middle managers are required to input all 

their activity also, which now gives the Chief the ability to mnitor 

productivity within the middle management ranks as never before. This 

also has increased the accountability of middl e managers, wOO up to 

this t.:i.me were able to 1Ibide" sane of their activities fran execut':'ve 

management. 
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This issue·has led to S01J!l subtle, and not so subtle, role changes 

for middle managers.. To begin with it rem:M!d fran the middle manager 

'his role of "'infoDDatian gatekeeper". Chiefs had discovered what. they 

long suspected, but. could not conclusively prove, that is, middle 

managers had the capacity of, and ~ fj~terinq infomation o:ming up 

to the Chief, and manipulating information fran the Chief's office doIm 

to the line personnel. This was proved beyond a doubt when Chief Gary 

Johnson of the Walnut Creek Police Depart::ment o:::aplet:ed his Doctoral 

Dissertation on Middle Management unrest. Chief Johnson reviewed 

l:eti:red Chief Karel swanson r S research efforts on "no votes of 

confidence" and found that many of the problems identified with the 00 .. 
vote of confidence lay squarely on the shoulders of middle managers due 

to their role of filtering information .. 

To increase the perceived problems, police chiefs and sheriffs 

have been increasingly successful in obtaining amendments to local 

Mem::lrandums of Understanding which l'lCW contain provisions for pay based 

upOn productivity for the middle manager and the sting of 

accountability.. This issue had beccme a ~ amnendment to the 

~ of t1nderstanding with police officers and 'sheriffs deputies 

associations for the past several. years, bUt is is TJ.O!iI becaning part of 

This has led to increased 

accountabi 1; ty which the middle mana.qer is measured by, since the sane 

cc:.rrp:rl:e.r in the Chief's office is capabable of Ironitorinq productivity 

of the managers within the organization. 
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The increased use of ccmputers has also diminished the actual 

num.bers of middle ntarJagement positions. Today vi.rtually all police 

OIg"anizations are ~signed with only ~ Divisions, (1) Operations, 

mich directs the efforts of line personnel in Patrol, and 

Investigations and (2) the catp.lter Services Division. This second 

Division is responsilile for all other support efforts which maintain 

COrrputerization has further changed the role of the middle manager 

since it now allows the chiefs to make imnediate decisions previously 

made via consultation with middl e managers. It has increased the 

effectiveness of line personnel, detemines prcductivit".l, and in the 

roore advanced depart::ments, canputer driven-decision making programs 

have been ~signed. These new programs are still relatively expensive, 

l:.ut it is predicted that within the next 3-5 years they will be 

a:vailable to even the smallest of law enforcement organizations. With 

the assistance of a cc.mput:er x.naJdnq critical decisions as to life

t.hreaten.ing calls for service, the Iniddle manager sees a further threat 

to his/her traditional role within the organization .. 

A second critical issue, ttcm th!! point of view of middle 

managers, is the now universally a.c:cepted Aparticipative" management 

style used by virtually all chief executives of california law 

enforcment agencies. Participative management is cert::ainJ.y not new in 

the private sector, but it was not tmtil the late 1980's when. it took 

hold and ga.ined wide accept:ance in law enforcement circles. There have 

been literally dozens of books and hundreds of journal articles written 
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by Chiefs and Sheriffs wOO have shared their success stories with their 

contemporaries on the far reaching benefits of this style of 

managanento By now a person can count less than 20 agencies .in the 

State of california which do not practice this style of management, 

alt:hcugh these agencies are under extreme pressure fran local Police 

Officer Association I s to amend cur:rent Meo:crandums of Understanding to 

inclu.d.e a pmcedure for iupl.e:ni!!ntation of a participative management 

practice .. 

What middle managers IlCM find happening is not only a reduction in 

their npower" caused by ccmputerization, but also they are being 

by-passed by the Chief in favor of diJ::ect contact with line personnel •. 

Policy devel.opnent is n<::M occurinq by use of ad-hoc groups or task 

force efforts .. These gmups are staffed entirely by line personnel and 

coordinated by first-line supervisors. Policy ideas axe conceived, 

developed, written, ilIple.ne.nted, mor.J.tored, and amended by these 

groups, with concurrence of the Chief 0 

An additional issue which :further exacerbates the di~tent of 

the middle manager ranks is they are often finding themselves earning 

less salazy than the. specialist officers a'nd civilians they supervise. 

A new' developnem: found Police Officer Associations representing line 

officers had been S'Il.CCessful in obtaininq revisions to the 1?eace 

Officers Bill of Rights, which rrM m:mdates 32 hour ~rk 'Weeks for all 

line personnel and civilians. Back in 1991 The Chiefs' Association and 

lJlle Sheriffs' Association were S\lCCI!ssful in legislative efforts to 

amend the Government Code to excll.1de middle and exectttive managers fran 
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coverage under these statutes. These g:roups had successfully argued 

that managers and executives should not be acconied extra. protection 

since i:::heir posit.i?ns in organizations ~ clearly different fran 

those of line personnel. 

These changes in the law and other issues have resulted in a high 

degree of discontent within the ranks of middle managers. They feel 

their leisure time is as ilrp)rtant as line personnel, yet by statute 

they have less. Today' s middle manager has lost respect for authority I 

because of the situtations described, and feels his only hope for 

salvation is the passage of the current legislative enactrrent 

sought. 
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'!he City of Tracy, once k:nown .in the mid 1980 I S as a city of 

approximately 25,000, and a suburb of the greater Bay Area, is now a 

city of 350,000 population. It is still considered a. suburb but now of 

Manteca which has a population of over 800,000. Today in the year 

2000, the entire central valley of caJ.ifomia is a1m::lst one coni:4-guous 

city :fran Bakersfield to Sacraue.nto. This phenc:menal growth was caused 

by the migration of people fran the ItiISIlO'il belt", post industrial 

northeast an:i central states. 

The ccmputer and space industty mved into the area of Tracy 

beginning in 1989. This was caused by the high prices of housing stock 

and the over c:rowded conditions of Califomia I s Silicon Valley and the 

cold weather of Colorado where these industries first gave birth to the 

the ccmputer revolution. Sociologists and demographic experts fran -the 

United States Census Bureau have l:een unable to explain why the same 

cost problems of earlier locations has not affected the Tracy area, but 

the fact :remains a family can still purchase a 1200 square foot house 

with four bedl::oans for only $600,000. 

Captain Ma:t:y Rodriquez sits at her cc:mputer terminal .reflecting on 

her career, during a lull in activity. She recalls that while 

att.ending high school in Manteca, she worked. a:J.Ioost exclusively with 

CCIIplters and upon graduation in 1992 she was awarded a scholarship to 

california State t1n.iversity, Sa.cramento, where she took her Bachelors, 

Masters and Doctorate degrees in carrputer science. She wrote her 
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dissertation on the develor;mmt of artificial intelligence for the 

wallet size Apple XXI canputer 0 

She recalls fondly being recruited by the Tracy Public Safety 

Depart:lIent, and being subjected to three days of entry level canputer 

testing. She was offered a position with the Department and advised 

that if she successfully passed the a.cadeny conpu:ter hone study course . 
she would be offered a contract as a captain with resp:msibility for 

the Investigative Bureau. 

She I'f"D)!SI!ha..rs taJ..kinq with scm! of the "old-timers" and hearing 

about the strains of successfully passing the old IlPolice Acadany" a 19 

'INeek course of study which was then required of all police applicants. 

'llle Ccmni.ssion of Peace Officer St:andards and Training was challenged 

in the late 1980 I S as to the valid:i.ty of this training, since the 

proliferation of canpute.rs made this type of training obsolete. Mary 

;cememhoa.red that her acailemy c::anputer hc:me course lasted three and one 

half weeks and she passed the test·on her first attmJpt with a score of 

93%. 

The idea of t.a1dng a battery of cc:mplter tests to detex:m.ine career 

tracking was not new when capt. Rodriquez was hired. This had been the 

accepted practice of nost public safety d.epa:rtm!nts in California for 

the past three years. Sam agencies in the outlying areas still 

require an applicant process in the same manner as generations of 

previous police agencies. 'l!1at is, one was hi1:ed as a police officer 

and assigned to patJ:ol duty. As tim:! progressed you participated in 
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praootional examinations to gradually \\'Ork your way through the ranks, 

or you decided to remain in a line :function and. specialize. 

Due to the nmne.rous challenges to pranotional testing which caue 

fran the San Francisco Police Depart:ment, and eventually ~ted mst 

law enforcement agencies in the State, P.O.S .. T. obtained funding to 

develop a CCI'lplter based testing process with a program designed. to 

address any possible challenge. '!'he final result of the study was a 

that not only defined acceptable ar;plicants to en:b:y level 

positions, but also was able to define career tracks. It is accepted 

practice DOW in California that an applicant I s career is decided after 

In the case of Captain Rodriquez, she was offered a Captain IS 

position due to the results of her testing. Again, this' is not 

tmcUlIuon now, but did meet with great opposition when the practice 

first. began. Through legal challenges by the S.F.PoD. the courts 

agreed with the P .O.S. T. study as being valid and addressing concerns 

of all protected classes. 

'l'ha standard now established is to :require an applicant to 

successfully pass the entrance examination, agree with the career track 

dicl:ated by ca.apute:r testing, pass the CCIlIpUter generated academy 

testing and. sign a contract. Mary1 s contract is the st.anda.J::d 15 year 

50% re1:i.J::em!nt contract developed by P.O.S.T. and P.E.R.S. 
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Captain FJ::x1riquez I s position in t.he organization is similar to 

that of mst departments 0" She is a Bureau CCmtander and performs 

approximately 60% of her work fran her coaplter teI:minal at hareo Her 

Bureau, which is Investigations, is small by canparison with the old 

days.. There are five employees, all the rank. of COmputer Investigation 

Specialist. '!bis rank is similar to that of the old Sergants rank in 

the historical police agency. Today a criminal investigation is 

handled much differently than in previous years. 

New, when the victim of a criIm notifies the Public Safety 

Depa.:r1::llent, it is done via a bane canputer which is ne1:worked with the 

agency e S mai.nfraIre. The victim reports a crime such as a burglary, the 

agency's ma.infraine ~ansnits a questionnaire to the heme carpu~, and 

it is answered by the victim. With the daninance of canputers, reading 

skills have dim:l.nished .. Thus, all canputers manufactured after 1993 are 

voice actuated and have near human quality voice synthesizers.. This 

enables the victim to sinply answer the questions asked and follow 

verbal directions .. U:)ss identification is done via holographic 

photographs which are transnitted via the victim's m::dlJm. After they 

are received by the agency they are logged and then transmitted to the 

state and national. holographic: ccmputer sYstems, where they are stored 

for later canparison with fotmd property and property umer 

observation. photog:raphs of the crine scene are acccmplished by the 

victim's using an advanced VCR cc:mputer/camera.. The victim siuply 

scans the crime scene and the pictures are transmitted to the station 
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'!'he ~t developnent is the "latent identification print 

recorder" ( L.I.P.R.). This device has 1::een mandated to be in ~"I!l:y 

house.'1old since 1998. It is sinply a type of magnifying glass device 

attached to the victim's heme catpIt:er. '!'he victim scans the crime 

sa~e and the device will locate and identify any latent fingerprints 

left. It autcmatical1y excludes prints of the hc.m!owner and his family, 

theirs had been entered into the system when they purchased their 

CCIllp1.1ter. The families I prints also act as the fail safe pass key into 

their canpu:t:er system .. The last item the victim sends to the Public 

Safety agency are the surveillance tapes which may show the suspect at 

the scene .. 

Mal:y DOW' reviews the reports. Her first step is to classify 

reports which have no or a very low solvability factor. These reports 

are filed into a cCquter III!!!!IIOl:Y bank by Me o. . In the future if a 

suspect is apprehended with simi Jar M .. O. they will be cross checked. 

Next she sends any latent prints to the Depart:ment' s latent print 

o:::mputer operators for Cl:OSS chec.ks with local, state, federal and 

international fingerprint banks.. Surleillance photographs are also 

sent to a division which with the aid of catpIt:ers will cross check the 

suspected photos with the National. Personal Identification Bureau in 

Washinqt:on D.C... It bas been a requi:r:ement of federal law that all 

citizens have a pOOtograph taken yearly when they are issued their 

yearly National Identification Cards. This law was passed in 1996 

through the efforts of President Jerry Falwell, and has led to a 34% 

.increase in crime clearance rates where survei.llance caneras have' been 

installed • 
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After Captain Rodriquez has canpleted the canputer routings, she 

assigns the case to one of the Calplt.er Investigations Speci.al.ist, who 

detemines the identification of tb!! susp!!ct.. They then generate a 

warrant via the court's canputer systems and arrest the suspect. 

Ma:z:y does speM approximately 40% of her standard 32 hour work 

week at the facility. This has been mandated by the Chief of Police, 

who is a pxoqressive 29 year old and has been in Law Enforce:Ir!1lt for 

the past six years. He rea.lized the need for the "high-touch" side of 

his C'Ol'IpU't:erized organization and n.c:M requires all middle managers to 

l::e presell!: on the job site to conduct face to face m!etings with 

subordinates and attend the bi-weekly staff IIEetings. 

Mary 00es not object to spending 12 to 13 hours pel: week at the 

station, she avoids the traffic grid lock of the cmmmity, since she 

does not have to be at the station until 10:45 aom. and can leave at a 

time convenient to her.. This time is also precious to Mary since her 

husband Conrad also ~ks out of the house on a C'Ol'IpU't:er,' and this 

gives her sane tim! to be away :fl:an the family life, and enjoy other 

human contact. 

Captain Bcdriquez has not. decided what she will venture into in 

the second t:r::imester of her caxeer. She is leaning towards developing 

a o:.uplter generated hair cutting salon wheJ::e she will have mre human. 

exmt:act, but that is still several years away, and anyway, she needs to 

get back to ~rk on her carplter solvinq crimes. 
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sc:D1ARIo: MIDOI.E ~ COPIH; WI"l'B cm\NGE AND TB.E ~ vs PROF'.ILE 

IN '!'BE YEAR 2000 

In t:im!s of uncertainty, especial:j.y over the past several decades, 

there is a temptation to peer hopefully into the future 0 'lhls is 

especially t:rue for practitioners of management.. Therefore, it is 

admittedly a risky effort to describe the professional middJ.e manager 

in the year 2000, how that role will evolve, and why such changes will 

:reflect the basic social spirit of the next century. 

Futurists, of course, are not. always right. Predictions made 
, . 

after World War II missed the mark in a mmber of .important areas.. No 

one would have thcJught colonial government ~ haw produced over one 

hund:red new natioos. '!'his is not to say that g:reat advancements have 

not been made-in management particu.l.arly-duri.nq the past 30 years .. 

'!5:len there was loot much mention of ccmputers, decision theories, and 

re-born ma.n.ageDE'lllt styles such as participation. One thing that can be 

said for certain is that the middle manager in the caning century will 

per.fcmn diffen.mtly fn:m tcday's middle manager. 

What is the point to writing a future scenario? Heman Kahn in 

1976 'WX01::e: ·Often cont.emporary issues are not fully understood until 

they have becane history and can be seen in a historical context. To 

saD!! degree futurology can furnish such a context now by giving us an 

artificial vantage point fran which to look backward1 examined in this 

long-run pa..rspective, current isSUll!s look quite different and can be 
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fran the one projected, the exercise will prove 'trorti'Mhile for the new 

insights it provides,_ Ii 

No thoughtful forecast of changes in the disciplin~~ of management, 

or lOOre specifically in the middle manager's mle, can be made without 

cons:ideri.ng the fiIttJre glol.xU. society of which corporations and other 

social institutions COll'rise only a part. Mere projections of tcday's 

business experience, albeit mathematically precise and rigorous but 

lacking gifts of clai.rvoyance, might produce a scenario totally 

different fran taror.rowl s reality. ,. 

The only certain thi.ng we can rely on for the next twenty years is 

'lmC."er1:a.inty" 'nle essence of management in the year 2000' will be to 

deal. with change-to manage. chanqe, :including changes in the proCess of 

managEm!l1t itself. Mod.em techoology is accelerating the rate of 

change. Therefore, the foreward looking middle manager must look to 

teclmology, especially j,nfomation technology, ·for the ueans of coping 

with change .. 

There will be ili-ee major challenges that can be ~ to 

confront middle managers in the year 2000. 'Itle first will be changing 

technology.. Computer d.e-..re1.opnent is pJ:OCeeding at a pace even beyond 

the predictions of Naisbitt, when he said the canputer generation is 

By 2000 anything in 

electronics one can imagj..ne! today will be available. Portable offices, 

tele-conferencing equi~t, haIe COl1pUt.er terminals, robots and other 
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electronic innovations will cha.nge the role and status of the midd] e 

manager, and assign them possibly to .rerote, :button ~ positions. 

Ccmputer ~ks will in all likel.i.hcJod lead to a deo:!ntralized 

cperation and give middle managers greater local au'l:ol'lOXf.Y • Is it 

possible that Toffler's idea of the l1e lectronic cottage" is closer than 

originally thought? 

The second challenge which will be faced by the future middle 

nanager will be the diffict.ut and COIIplex intexna.l envi:ronment within 

which organizations must operate .. Changes in the discipline of 

management are IIDVing foreward at a rapid pace, for example, 

mathematics, econcmics, and behavioral sciences. The middle manager in 

tba year 2000 will have to do both old and new things differently. As 

day-to-day decision making increasingly is taken over by CCilplters, the 

new middle manager should be able to devote lIIOZ'e tilIe and enexgy to 

unprC)3xanm::d actiViti~ such as developing sul:ordinates and resolving 

human relations problems with the organization .. 

The future effective middle ~ must strive to reduce tensions 

be1::ween the organization and the in1:ex:naJ. envi:ronment. '!he best 

scenario is there will be an abse.rice of Confl.ict between the goals of 

the organization and the interests of both C!!11ployees and the carmmity 

served. A growing emphasis will be placed on the quality of life 

inside the orga."lization rather than on the quantity of services 

delivered. 

sel£-fulfj IJment. Therefore, the new middle manager will need a 

broader sense of the depart:ment' s per.fonnance than merely delivery of 
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services.. Apparently, miCldl.e managers of the future will have to 

re-think their role altogether,. with different objectives and 

responsibilities.. ~ake . planning for example; today it too often has 

beccme a fashionable euphemism for setting goals and quota.s, and 

creative thinking is u~sually buried under an avalarJ.Che of operating 

detail .. Planning must be give..'l higher priority if tcmorrow's middle 

manager is to succ::eed and is to avoid early obsolescence. 

A thixd major challenge of the future middle manager relates to 

the increasing canplexi.ty of the external environment. We will see 

increasing demands to protect the physical environment, equality of 

opportunity for all peoples, and an extension of demands in the area of, 

human rights. These demands will add new and saoot.imes confusing 

diItensions to the concept of organizational social responsibility • 

'nlese forces will impact directly an the future organizational social 

systems-and consequently an the practice of management-to create a 

~rld in the year 2000 which will be: 

1. A fast-paced, unstable social system. 

2. A more socially c:onc:e.rned, humanistic society. 

3. A se.tVioe eo:many. 

4. A mre knowledgeable society. 

Fran the research COl"'.duct:ed, and with the aid of the N.G.To gJ:OUp, 

a profile of the middle manager in the year 2000 can be drawn with, in 

this author's opinion, a fairly high order of probability: 
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1. Many mre wcmen will be seen in the future ranks of middle 

manaqenent. Recent su.rveys agree that between 40% and 60% of all 

American families now have a working wife, and that sane 60% of all new 

bllsiness positions presently are occupied by wanen. Advanced deg:r:ees 

awarded to WCIIEIl by business schools have escalated sharply in the past 

tw:> decades. 

2.. 'l"he future middle mana.ger nust have a much more sophisticated 

~ of new autanation technology and Im.ISt have mch greater 

analytical ability than necessary today. The middle manager will 

likely be viewed as an infonnation pmceS6Or; he D1lSt be able to digest 

tre.nendous almWlt.s of data due to an increase in the velocity of 

information flcM fran high sPeed carlpUt:ers. It will be a mandatory 

~ that the middle manager's skills be adapted to highly 

mechanized, centralized, and ccmput.erized techniques .. 

3. 'nle new middle manager will be :inc:rea.singly involved with 

J:Oliticizinq of organizational decision-making and ImJSt be mre broadly 

gauged. and more aware of the other institutions in the 21st century 

society. This may seem an an::maly in contrast to the a.l:love statement, 

in mlDll:)a..r 2, but these responsibilities call for a generali.st, that is, 

a person ~ trained in political science, history, literature and 

other l.i.beral arts. SUch a mjdDle manager will deal fn::m a conceptual 

basis, and IWSt have the capacity for systematic i.nno'IJation, and will 

assist to manage an organization of highly educated employees whan 

Peter DJ:ucker has labeled "knowledge wozkers". 
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4. Decision-making by the future m:i.ddle manager will :.be baSed 

mre on direct participation and better infODllation rather than the 

traditional authority mle. It will continue to beccm! mre difficult 

to hide behind vested authority for enforcement of decisions. In other 

words, participatory managemnt will. supplant present-day dogmatism. 

The myriad decisions on relatively minor issues and basically clerical 

chores, behind which many middle managers have in the past te.n.c:led to 

hide, IIIlSt give way to time better spent in ccmnunicating with 

exployees and. in other imt;:ortant functions" 

5" A final point, the growing concem for the quality of life 

will require mre people-sensitive managers in the future. '.I'he lines 

~ e!ltJloyment and leisure will beo::me nx>re' blun:ed than they are 

today. Work is likely to becane both a source of creative fulfil.l.nent 

and. a m!allS of livelihood. '!he middle manager in the year 2000, 

therefore, must have unusual capabilities for satisfying two 

simultaneous and usually conflicting demands: improvements in the 

employee's standazd of living and :improvements in the quality of life .. 

We lII.lSt realize for two reasons that the future is, in effect, 

with us nr::M. First, met of the forces tliat will be predc:minate in the 

year 2000 a.l:ready are emerging. They have been identified in this 

report. The foz:m and llD.IleIltum these trends and events take taoorrow 

. largely will be determined by decisions made by con~ executives 

today. Second, realize also that the senior executive of the year 

2000, which is only 14 years away, are also with us IlCW. They are the 

28 to 38 year old men and wanen currently e:rployed as middle managers. 
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These junior managers are now maturing in a neW and. m:>re ccmplex era of 

geopolitical, technolcqical, am socio-econanic innovation that will 

remain with us in ~ future. What today·s junior middle managers 

becone and how effectively they will respond to taror:rOW'ls furt:her 

challenges is l.aJ."g'ely up to us 0 
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The question now becaDes b::M do we and future police executives 

i'llPlement a transition ~t plan to address such a fomiclable 

task. OUr first effort is to adequately diagnose the need for chang\"!o 

As indicated by the research conducted for the pxeparation of this 

rep::>rt, it is this author's opinion that the role of the middle manager 

is going to change in the:future.. We will not only see changes in what 

middle managers have traditionally done, but there is a strong 

1ikel:ihood we will see f~ of mi,dd1e managers in the future. 

We can see by what has been occur.ring in the private sector a 

precursor to what nay well event.ually happen to law enfOl::'Celoent in the 

public sector. CO!lputerization and the stronq trend toWards 

participative management have rednced and changed the role of the 

middle manager. One only needs to listen to a g:J:OUp of J;Xllice chiefs 

to hear what is usually the dan; nant topic of conversation: what new 

COlIpUterization and ccmputer programn:i.ng is being :installed, or 

planned, and additionally, the constantly redud..ng costs of such 

syst.ems. It is also apparent that management styles within our 

discipline cu:e c:banqiI:lq towards the participative style. Simply read 

the most contenp:lra:l:y books and jom:nal articles to see this is what 

the future oolds. A final. isSl'Ja \'1hich has not been fully addressed in 

this research effort is eooI'lCIll.i.c.s. ~ s.imple troth is gover.t'lDE!lt 

leaders want mre "'bang- for the t.a:xpayers I dollar. The days of bulging 

hierarchies are dcaned in the vast majority of poliee organizations. 
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Once 'We have diagnosed the need for change, we then need to 

develop a ch.ange strategy to set clear and. explicit descriptions of the 

desired state of af~airs after the change has occurred. This-· is not a 

project which can be accarplished by the Chief of Police sitting in his 

office and dreaming of the future. It will take a lot of work, not 

only of the Chief, but also input fran various levels of the 

organization, particu1axy the current middle managers and first line 

supervisors. '!he author will offer sane observations based upon 

research, but the final decision rests with each chief executive. 

Middle managers will no longer be infonnation points; in the future 

this function will be aCCClIplished with office autanation, via a 

CCIllpUter in the Chief',:! office. Conception, research, develq:ment, 

~lementatian, and rronitoring of policy will in all likel..ibood occur 

at the l.i.ne level through ad-hoc task forces, a!ld problem solving 

groups led by first l.ine supervisors. Therefore, what will the role be 

of the middle manager? Possibly we will see an increase in 

responsibilities for strategic plamlinq and human resource develOJ;llEIlt. 

'lbey will becane trainers and counsellors, but not the order givers of 

t.he past. 

In the transition state an apparently obvious, but. very often 

overlooked question, is whet.her the leadership in the organization can 

dec:i.de 'o.i'le1:her to ma.lte a change or only heM to make it.. Before 

you, as a Police Chief, decide on any intervention strategy, you need 

to detemine if you have any oont:rol or influence over the cause 

providing the stiIIDlus for change in the first place. It is ~ 

author's opinion that you as a Chief do not exercise lIIlCh in the way of 
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contml over this predicted cilanqe. It is ·pie in the skylV thinking 

that within the next. fourteen years your organization will not have 

sane type of CC11plt.erization, and in all likelihood a canprehensive 

managl!!ll1eIlt infozmation systs. Also you will be faced with employees 

who are going to demand an ever-incr~ing arrount of input into the 

m:magen!llt of the organization up to and including the organizational 

goals. Rernt!!mber the ea.uployee you hire in 1995 will have been hom in 

1974, and raised in the 80 I S f and sired by parents who grew up in the 

60's. We, in all probability, are going to see a. ccmplet.ely different 

set of value systems in our errployees, which is beginning to surface 

and hecnre evident today.. How many tim!s have you been involved in a 

c:::onversation with a peer group member and o:muented, "these. kids today 

just don't have the same WJ.ues and 'WOrk ethics we had?" Another 

difficulty with any intervention stra:tegy you select is you will be 

deaHnq with traditions, noms, and the way middle managers have worked 

for the past twenty years. These managers will have to be broken away 

fran deeply held attitudes. 

What intervention technology should you choose? There is a book, 

w.ritt:en by Beckha:r:d and Hal::ris entitled "Organizational Transitions: 

Managi.nq £aI!2lex Chan9!" publlsb!d by Addison-wesley I which I 'WOUld 

suqgest shoold be mandato:ry reading for any chief contemplating' a major 

transitional ch.ange within the organization.. Since todaY's chief will 

need to b!q.in looking at his organization fl::au a l'lt!W perspective, that 

is I the possible reduction of middle managers and role changes due to 

issues articulated earlier in this report, you will need to develop 

sane type of managem!D.t mechanism for the transition state. I 'WOUld 

- 55 -

• 

• 

.' 



.' 

[ 

:e 
[ 

[ 

[ 

[ 

r 
L 
[ 

• 
L" 

, " 

L. 

r " 
L 

• 
'-

suggest you give serious consideration to what Eeckhard and Harris call 

"representatives of constituencieslt
• By this they mean the "change 

management structure" is a g:roup that represents the major 

constituenci.es involved in the change. This should include you as the 

chief, ycur middle management staff, and your first line supervisors, 

since they w.ill l::Iecate the middle managers of the future. 

This g:roup will need to develop an activity plan, which in 

essence, is the :roadma.p for the cl1ange effort. An effective process 

plan has the following characteristics: 

1. It is purposeful- t.h.e activities are clearly linked to the 

goals and'priorities; 

2. It is task-5J?eCific- the types of activities involved are 

clearly identified rather than ,broadly genera.l.ized; 

3. It is integrated - the discrete activities are linked; 

4. It is terp">ral - it is t:i.ne-sequencech 

5. It is adaptable - there are contingency plans and ways of 

adapting to unexpected forces; 

6. It is agreed to - by the tCIp of the oJ:ganization; 
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7. It is cost-effectiw - in teJ::ms of the invest:ment of both 

time and people. 

In order for the ol:gCUlizatiooal change to be successful there nnst 

be carmit:m.emt to the change effort and you must identify the "critical 

mass." These are 't::he people whose <.".Cml1itm!nt is I'leCeSsaJ:y to provide 

the energy for the change to occur e 'l"here is not a magic number to the 

"critical mass"1 it can be as small as one person, but for purposes of 

this case it ~ be the Chief, middle managers and first line 

supezv.isors. You should not overlook the J.i.ne personnel, though. If 

you have "infoJ:IDa.l leaders" that function within the line, you may want 

to give serious consideration to including them within the planning 

function. 

'lbere is a distinct possibility that in the future your 

organization will have a new structure, due to the ch'2nging role of the 

mi&Ue manager. You could have new reporti.ng relatic.'llShips, different 

reporti.ng lines, and l'ler1 job classifications or desc:d.ptions 0 These 

will all cause new problems during the transition stage and, if not 

addressed they will be there when your organization has catplet.ed its 

change. There are a n~ of n'ethods . to resolve these problems. 

With group c:::onsensus you will need to write clear and concise job 

descriptions for each of middle managen:ent' s positions within your 

organization. You will also need to do this for first line 

supervisors, since their roles will change along with those of middle 
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You could attempt to do this as the Chief of Police, but this 

woW.d just exacerbate your transition problems. 'l1'1erefore I would 

reoc:mtlel'ld the use of "'Responsibility Charting." The following 

description indicates what the chart design consists of and how it is 

put into operation. 
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DECIS10NS 

I ...v 
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. 

CXDE: R - Rssponsibilty (initiates) 

A-V Approval (right to veto) 

S - SUpport (put resources against) 

I - InfOIm (to be infor.m:d) 

The RR~ stands for responsibility to initiate action and to insure 

the decision is carried out. "A-V" indicates the actor llIJSt review the 

action and can veto or approve. "s" provides any logistical support or 
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resources, while "IIII simply IrIlSt be informed but cannot influence the 

action. You would list as the actors across the top of the chart those 

people who will be, involved, for example; the chief of police, all 

middle managers I and. first line supervisors, and any other actor who 

will participate in t.he transition. Dqwn the left hand column you will 

list the decisions which will have to be made for the t.:l:'anL·;.tion. 

Each deci.'lion is considered and an "Rft rating is given; a cardinal 

rule is there can only be ~ "Rii per horizontal line. You cannot 

have two or mre actors responsible for a decision. If the group who 

are participating can:not agree who should be responsible, there are 

three op1dons: 

1. break the problem oot. into smaller sub-units 

2. mJVe the "Rn up one level in the organizations hierarchy' 

3. z.t)ve the decision about assigning the IIIRn up one level 

You must. be careful not to give too many "Ans within one decision, 

since this can cause problems with a.co::mplishinq the task. Depending 

on who is fiJ.linq out t.he chaJ..t, you may end up with a skewing of "Ails 

under the Chief of Police. It is desirable to minimize this effect if 

you wish to accaIplish the ta.~. !<k>re specific information on 

Resp:msibility Chartinq can be obUdn from Beckhard and Harris I S book, 

which goes into great detail with l::et;pect to this process. 

You will want to have an effective evaluation plan for the changes 

you will l:e making in the organizaticm with respect to the new roles 
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and status of middle mana.genent. Too often evaluation of the change is 

glossed over~ therefore you may want to exercise sane of the following: 

1. Total -system perfol:lt!al1cs review. Has the desired condition 

which yoo want actually occurred? Are t.hel:e areas which still 

need ncre change? v4hat surprises have arisen which ware not 

anticipated.? What do the enployees feel about what has been 

oc:currinq? How satisfied are you, the Chief, with ~1Jhat has been 

2~ M:m.itorinq the effects of spe.cific interventions. It would be 

beneficial to rrcn.itor the key int'.erventions and effects. If 

expected oot:caDe and actuaJ. outccme. differ widely I then ixrmedj ate 

3. Energy and goal-.:1fuected tension. It is usually difficult to 

maintain a :positive level of tension to produce on-going energy 

for the change effort. One method to insure sustained energy is 

to publish when, where and how evaluations of the changes will 

occu:t'. '1'f1is has a way of maintaining higher levels of energy. 

How do you obtain the information needed to properly evaluate the 

changes agreed to? SC:me techniques include1 interviews with personnel 

within the organization, observations you make yourself, records or the 

c3eve.1opnent of operations reporting foIlDS to be ccmp1eted by asSigned 

personnel .. 
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The fact remains, you will need sane type of transition plan tel 

~lish the cllanges needed to keep your organization abreast with 

the times. As irldicated earlier in this re:port, if we attetpt to 

retain the "status quo" and ignore the fact of ccmputerization, 

changing management s'l:yles, and changing values of employees, we will 

find ourselves with a n.ti.litant group of middle managersc We must take 

steps l'K'M to insure they continue to occupy a critical position in the 

future organization. This will take new t.ra.ining techniques, new job 

descriptions, and mst inp::ll':tantly the middle managers' involvanent in 

the transition. 

This dc,ctmEIlt does not address scm:! additional concerns due to 

time limitatiOns and f!r:{ attetpt to leave open further questions for 

~ Ccmnal1d College students. We should be taking a critical look 
.... 

at the expectation::; vf new ]?Cllice candidates. If there will be a 

reduced ~ of middle managers, now do we deal with the upward 

rob; 1 ; ty question of these new officers? Are the assumptions used in 

the draft.ing of this docunent correct? Will large agencies differ fran 

their smaller counteJ:parts? Only the future will tell. Remem~ "seek 

not the answer but to understand the question" e 
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Feb~ 25, 1986 

To Participant 
Organization 
Addr:ess 
City and State 

Dear, 

-

Thank. you for agreeing to participate with me in defining the role 
of the middle manager in the year 20000 We will meet at the Airport 
Hilton Hotel in the dining roan at 11: 30 AM on March 7, 1986, to have 
lunch together which is on De .... '!be fo:cnal pl:OCeSs will begin at 
app:roximately 1: 00 PM and conclude no later than 4: 30 liM. 

Tbere are 2i participants in this effciJ.'t; approximately one half 
- are executives :fJ:an the public sector and the remainder fran. the 
private sector. It ~ not be appropriate at this time to discuss 
how the process will work, just suffice it to say that Nominal Group 
Technique is a for.:ma1., structured type of brainsto:cning session, which 
is designed to deal with the future. 

For those not famjliar with how and 'I.'hy this project came into 
being please read the attached letter fran the Cmmj ssian on Peace 
Officers Standards and. Training & I chose -as my topic for research liThe 
Role of the Middle Manager in the Year 2000!ll. 'Ihis is the topical area 
which we will be deal inq with in this process.. Each of you were 
selected and requested to participate because of your position within 
your respective organizations and yoUr past experience as executives .. 

I wuld request that you be at the h9tel by 11 :30 AM on March 7, 
1986 anti, additionally, please bring a copy of your latest resuue. I 
will need this to be part of the final document so that the. ccmnittee 
who reviews my project will have an ot-POrtunity to understand the level 
of expe.rtize we used in obtaining the results of the lIi"GoT. process. 
If you have aIrf questions please call me at (415) 420-30J.l. 

~Y' 

~r.~ 
Chief of Police 
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List of Participants 

Gary Brown 
Division Manager 
Executive Bec:ruitment 
Ralph Anderson &. Associates 

George Hart 
Chief of Police 
Oakland Police 

Skip Rhcdes 
Planning Consultant 
Chevron Oil Corp. 

Mike Manick 
Chief of P\.,lice 
Union City Police 

Leo Peart 
Chief of Police 
Irvine Police , 

Jack carlson 
President Kaiser Steel (Ret.) 
P.resident Kerns Int. (Ret. ) 
Pres. Pinole Point Steel (Ret.) 

Tan Danhakl 
General Manager Sales and 
Business Deve1.qm.mt 
Chevl:on OVerseas Petroleum Inc. 

Richard Saalfeld 
Executive Vice President 
Bank of America 

Larl:y Marshall 
Chief of Police 
Oceanside Police 

Art Rutzen 
Senior Vice President 
Security Pacific National Bank 
Pacific Century Group 

John Mickel 
Executive Vice President 
Bank of America 
San Francisco Headquarters 

Donald l3ecker 
Chief of Police 
San Leandl:o Police 

Mel Nelson 
Chief of Police 
Live:crore Police 

Bill Eastman 
Chief of Police 
Pleasanton Police 

Tony Guardino 
Chief of Police 
Redwcod C.ity Police 

Dave Snowden 
Chief of Police 
Baldwi.n Park Pollce 

John Santana 
C.E.O./President 
InteJ:national Marine Fuel 
of San Francisco, Inc. 

Milt Kegley 
Vice President 
Human Resource Developrent Dept. 
~afeway Stores, Inc. 

Nelson Weller 
S.G. Warburg, International 
Inves1::nElt Service CaIpany 

Len E!ertain 
Vice PrE!sident, Marl-.et:ing 
canpute.r InteJ:gratsd Mgmt.Inc. 

Gayloni Burke 
Vice President 
Bank of Alterica 
Problem IDans Administration 
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1" Establish table sittings: 

Table i 1 Gary Brown, Scril:e 

George Hart 

Skip Rhodes 

Mike Manick 

.Mel Nelson 

Ric:hard Saalfeld 

Nelson Weller 

Table t 2 . Leo Peart, Scribe 

Jack Carlson 

Tan I>anhakl 

David. Snowden 

Bill Eastman 

Len Bertain 

Gaylord Burke 

Table 13 Lany Marshall, Sc:ribe 

. . Art Butzen 

John Mickel 

L 

I 

L 

Don Becker 

Tony Guardino 

John Santana 

Milt Kegley 
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I T,tiIClnt to express my appreciation to each of you for atte.nding today. I 

appl:eciate the sacrifice you have made to assist me .in this workshop, 

and I welccme each of you warmly to this session. 

In this process it is important that each of you fully participate. 

Indeed, success will depend on our equal and full participation. Each 

of you here are an important group resource. As you by now know' there 

are 9 polio:! executives in attendance, which represents the public 

sector. '!'he chiefs were chosen because of my personal knowledge of 

their abilities as ('ffective, progressive administrators wh'j th:i.nk in 

future teI:ms and are proactive leaders ~ Likewise I there are 12 

executives fl:an the private sector I representing a varied group. of 

disciplines. . yOu were chosen because of your executive status; yo?'r 

reputations as ack:nowledged leaders of industry,- and also because of 

your "futures" orientation.. For the purposes of this process thei-e is 

no stat:u.s differences between any of the participants. 

OUr success depends on every nanber fully sharing the insight fran his 

own administrative, professional or technical perspective. I 

appreciate, therefore, the wil.lingness of every one of you to fully 

share your ideas and work intensely while We are together. 

Nob?.s to SfJ:O!:'lP: 

1. (Explain) we are not looking for issues, since the issue is 

defined as the role of the middle manager, in the :future • 
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2. (Explain) we are not looking for trends, since research which 

I have conducted indicates the trend is toward a reduction 

in numbers .of middle managers, and :role changes. 

3. (Explain) 'We are looking for events, which may impact the issue 

and current trends.. Events are discrete occur.rences -they 

are things that eitber ~ or do not happsn-while trends 

are patterns of happenings over tine. 

4. The purpose of this proo.'ass is to attempt to produce fran you 

collectively and individually what events in the future you 

perceive may occur and how' t.hey will impact the role. of the 
. . 

middle manager. For plIpOses of this process the te.Im 

middle manager indicates a position which supervises other 

supervisors. 

(G:) TO TRENDS WHICH YOU HAVE DENELOPED VIA RESEt\RCH} 

STEP ONE: Hand out question to each table. 

. ' .~ 

1. Hand out the question to each table. 

2. I would l:ike each of you to take five minutes to list your 

ideas in response to this question, in a brief phrase or a few 

words on the worksheet in front of you. l?leafle work 

independently of other Il'If"I1lbp.rs in identifying these events. 

- 6 -
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During this period of independent thinking I ask that you not 

talk to other merob=>..rs I interrupt their thi.nking, or look at 

their ~rksh:eets. Since this is the opfOrtunity for each of 

you to prepare your contributions to the maeting, I would 

appreciate intense effort during the next five minutes, I 

will call time and suggest how we can proceed to share Ol.'\r 

ideas. Are there any questions? 

10 resist nonprccess clarifications 

2 e have the question in writing 

3. sanction individuals * disrupt the silent independent 

activity. 

STEP '.I'Vl): Share your ideas. 

1. During the last five minutes each of you has used, your 

worksheets to list events which may iIrq?act the rolel status of 

the middle manager in the future. Now I Tt.UUld like to have 

each of you share your ideas with the other members of the 

g:roup 9 This is a.."l inportant. step ber...ause your list of ideas 

will const:itute a guide for further discussion, help us 

understand the richness of ideas we have to work with, am 

2. In order to accc:uplish this goal as quickly and effici~y as 

possible f I would ask that you go around the table and ask 

individuals, one at a t:ine, to give us one idea fran their 

- 7 -
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works.heet, sumnarized in a brief phrase or a few words. After.' 

the entiJ:e list is on the board, we will have the opportunity 

to discuss, clarify, and dispute the ideas. I would ask that 

the recorders assigned to each table handle the task of writing 

the ideas on the flip charts. 

3. If sc::n:eone else in the g:roup l:ists an idea which you also 

had on your worksheet, you need not repeat the idea. If, 

~, in your judgement the idea on your ~t 

contains a different aq;lhasis or variation, we 'WOUld welccme 

the idea. 

4 .. If you nm out of ideas you may IlpasS", but feel free to o::ma 

back into the plXlCess via hitch-. king, that is riding in on 

the idea of another member if you envision a variation. 

A. Record ideas as rapidly as possible 

B. Record ideas in the words used by the group nanber. 

C.. Provide assistance in abbreviating only in special 

situations • 

D. Make the entire list visible to the group b'J tearing off 

caIpletJad sheets f'zt:m the £lip dlart and taping them to 

the wall. 

E. If the idea is too wordy to ~:t on board ask the ~ 

to condense the neaning. 
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F. This is not the t:ilte for debate, clarification, or 

justification, sanction the group member who attempts 

to act .this .way. 

G. Nmnber each item. 

STEP 3: Df 3CU.SS Y9'll' ideas. 

1. Now that 'We have .1ist.ed our ideas on the flip chart, I want you 

to take time to go back and briefly discuss each idea. '!'he 

~se of this discussion is to clarify the neani.ng of each 

item on the flip chart. It is also our oppxtunity to express 

our understanding of the logic behind the idea, and the 

relative importance of the item.. We should feel free to 

express varying points of view or to disagree. 

2. We will, ~, want to pace ourselves .so that each of the 

items on the chart receives the opportunity for sane attention, 

so you my scne1::i.nEs be asked to lIDVe on to furt:her i terns .. 

3. Finally, let De point out that the . author of the item. need r...ot 

feel obliged to clarify or explain an item. Any member of the 

group can play that role. 

STEl? 4: (:tOOK Nr THE LISTS~ IF '!'HERE ARE M:lRE THAN 12 rm1S THEN ASK 

~ THE NUMBER OF CAmS GO TO 8) 

- 9 -
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1. We have new o:.:rrpleted our discussion of the entire list of 

ideas, have clarified the neaninq of each idea, and have 

discussed t.~ areas of agreement and disagreement. At this 

time, I would like to have the judgment of each group m=mher 

concerning the mst important ideas on the list. 

2. To accarplish this step I wonder if each of you would take 5 

(8) of the 3x.5 ca:s:ds on the table. I ~d like you to select 

. the five (8) most important items fran your list. This will 

J:eqUire careful thought and effort on your part.. As you look 

at the flip chart sheets and find an item which you feel is 

very important, please record the item on an index card .. 

3. Please place the ntmi:ler of the item in the upper left-hand 

corner of the card. (GIVE AN EXAMI?LE FRCM TEE EXISTING LISTS) 

then write the identifying words or phrase on the card" 

4. Do this for each of the five (8) mst important items fl:an your 

irltlividual lists. When you have CClI;>leted this task, you 

should have five (8) cards, each with a separate phrase written 

en the card, and with the identifying ll1.llWers using the 

numbering system f:r:an your list of ideas on the flip chart. 

a. do not rank-order the cards yet. Spend tte next fe'll 

minutes carefully selecting the five (8) cards. We will 

all rank order the caxds together. 
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5. (Salle l'teDJ:p..rs of the group will ~lete their selection much 

quicker than others 0 When the leader notes that several 

m:mbers ha~ finished voting but others have not, a useful 

intervention is to say:) 

a" Scme of us have not yet ccmpleted ow: selection of the 

five (8) mst :i.rip:>rt:ant items. If you have already 

finished, please take t.in"e to recheck to be sure you have 

ll1?de the best selection. Also, let I S not distw:b those 

group I'!)'3I1hers who are still mak..i.ng decisions. 

6. Please spread out your cards in front of you, so you.can see 
. . 

all five (8) at once. ~g at your set of cards, decide 

which one card is the mst inp:>rtant, which card is mm 

important that the other 4 (7) (GIVE TEE GEa1P TIME 'ro 

STtiDY TEE C1WJ)S) 

7. Please write the number 5 (8) in t.lje lower right-hand corner of 

the card and u..~1ine' it three times. Turn the card over and 

look at the ranaining 4 (7) cards. Of the remaining 4 (7) 

cams, which is the feast important? Write the number 1 in 

the lc:r.rler right-hand co:tner and underline that ~..r three 

times. 

a. Do the ranaining cards the same way, take the mst 

important, then the least, then the mst, i::hf'...n the 

least, until you have ccmpleted all the cards • 

-11-
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b" When the voting is c:anpleted, everyone passes the cards to 

the recorder, who shuffles them to maintain anonymity. 

c. The leader then makes a ballot sheet on a flip chart, 

numbering the left-hand side of the sheet in accordance 

with the number of the itans. He t.hen asks one group 

member to read the item number and the rank number fran 

~ stack of voting cards. 

S"l'EP 5: (IF NEEDED) DISCUSSION OF l?RE'LIKrNARY VOl'E, (CHEX::K HeM MUCH 
.' 

1; It may be ~rthwhile to briefly examine the voting pattern in 

front of you to see if there are any inconsistencies, 

surprises, or differences nenbe.rs wish to ccmnent on. 

2. 'l'he purfOse of this discussion is not to pressure any member to 

change his vote. On the other band, if ~ gain additional 

clarification, scma members may wish to m::dify their original 

3. (Explain a vote difference, such as an item receiving three 5 

(8) votes and four (7) one or two votes .. ) 

4. Once again, the pu:rpose of this discussion has not been to 

pre5St!re you to change your original vote.. Indeed, you should 
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think carefully before doing so. However, if you honestly have 

a 'OEM perspective as a result of the discussion, you should 

change your vote. 

STEP 6: Final vote is done by use of the rating fonn. 

1. Use of rating fOl."Dl: 

a e Choose the five (8) mst: :inp:>rtant items fran the flip 

chart., and list then in rank-order al::ove. 

h. Identify the itans by using the number and description 

fran the flip chart. 

c. Rate each item in tams of its ~ on the 0-10 

scale, with 0 being unimpc)l:tant, and 10 being very 

:inp:>rtant. 
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1. Each Table take its top five events which were identified and 
voted upon via the ~j.G.T. pnx;ess. Write them down in the column 
labled Event Statement (show participants) 

2 Each person provides estimates of probability and impact for each 
of the five events on his own copy of the fom. 

3.. 'l"be"year that probability first ,exceeds zero". Indicate the year 
you feel this event will occur, fo't' example ,1989, if that is the 
case. We want your individual best judgment. 

4. In the column "by 1995"', indicate on a graph :frcm 0 to 100' your 
best. judgment as to the percent of chance this event will occur, 
for exaIl¥?le (CHCXJSE am OF THE EVEN1'S FRCM A FLIP CHARr, THIS lms A 
30% CHANCE OF oa.::tlRRING BY 1995.) 

5. Do the same thing for 2000. 

6. "Net ~ct on the Issue Area" column, ~ issue is the role of t.he 
Middle Manager. In your best judgm:mt, on a scale of -10 to +10 
what will the net impact be? 

7. Recorder collect all the responses and average them, write them on 
a flip chart and also make a master list on one of the fOIl11S .. 
Label the fOl:lb, "Group Consensus" ('l"'BRCm OUT TEE HIGH AND "I.1:1Il YEAR 
OF PFOBABLlLITY IF IT DISTORt'S 'mE AI.~ ~ MUCH.) 
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Group Number n, What events do you foresee, within society 

1 .. 

2. 

3. 

at large, which may impact the role! status of the 
middle manager in the future? 

By the year 2000 most middle managers will have retired (mid-45); 
will pursue other interests e.g .. consulting, volunteerism, may opt 
for this due to burn out factor. 

We will have continued peace which will result in increased 
conservatism within the work force. 
-no li\'arS (global) 
-work ethic (retum to protestant work ethic) 

In..crofficient m:mies to support Immicipal infrastructure. 
-not enough money to do all repairs 
"""'Ne look out for perso!"I.al self :i..nterests 
-infrast:ructure will collapse 

4. Third ~ld at war am:mg one anr.>ther - ilIpact energy supplies, 
expansive military, decreasing social programs and cxmtinued U.S • 
deficit spanding. 

5. Fozmation o.f global village - free trade interaction, financial 
market •. 

6 co 1997 - mass change of values in society • 
-conservative vs. l:iberal. society 
-concem for world as a whole, opposite nationalism 
-increased expectations 
-service aver products 
-quality over quanity 

7.. We will see increased unrest in workforce due to: 
-lack of respect for authority 

8. 

9. 

100 

11. 

12. 

-increased interest in leisure activities 
-increased union unrest, management unrest 

By the year 2000 caoparable 'WOrth issues will result in open 
canflict between male and fanale employees .. 

Unions will collapse due to conse:r:va.tive m:xxi of work force. 

Day care facilities will be found in all organizations of any 
size. 

Elimination of affordable housing for managers and rank and file. 

All major production of autcm:>biles, steel a.OO canput.ers will take 
place outside of United States • 

13.. There will be two major brea.kth:r:oughs 
-space exploration 

- 15 -
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-oceanic exploration 
these will affect the way we live and think. 

13a. By 2000 majority of people will be Hispanic, resulting in 
potential problems in organizations with Anglo managerso 
-language , 
-culture 
-minority clustering 

14. Breakthrough in genetic research 'Which will impact health, and 
agriculture pzoductiono 

15.. By 2000 I ettployee l::enefits will change dramatically. 
-lack of rJegOtiations 
-nme cafeterial plans 
-possible loss of benefits 

16. 'l'ransp:>rtation gridlock in mstro areas during daylight hours. 

17.. 75% decline in college students. 

18. Average person w:lll purchase gp::tds/ services fIaa haDe :r;:ersonal 
ccmputers .. 

- , 

19.. Reverse locations of ~rking - living population increase in 
m:ban areas. 

20 e ~loyees will demand to be m:>re involved in decision making and 
less dependence on cc:mputers - will voice concern reqazding 
keeping up with techoological changes in Management Info:z:mation 
Systems. 

21. OPEX: w.i.ll regain control of oil pricing in the ~ldo 

22. Executive demand for increa.sed pmducti vity - decreased costs and 
a.cc::ountability increa.sed. 

23. Unavailability of liability :insurance/risk :insurance will impact 
what se.mces we provide. 
-managers will question whether it' s worth it (punitive damages) 

24. Two major disasters. 
-volcano/earthquake 
-seismic release 

25. Califamia earthquake will reduce gross national product by 10%. 

26. 60% of the work force will be using drugs on a regular basis .. 

27. Inc:teased average age of population ~rldwide. 

28. l3etween 1 and 2 wage eaxners will support:. 1 retiree. 
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29. Passage of state laws abolishing all hazardous material .. 

30. Middle managanent associations will take on upper management and 
rank and file due to being the for:gotten and neglected workforce 
in the o~ation. 
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L. • l. Question il 

1. 2,8,8 11. 4,3,3,4 20. 6,3,5 
I 2. 12. 210 l_ 

! - 3. 8,7,2,5 13. 220 7,6,6,7,3 

L 4. 8,2 13a. 7,5 23. 6,1,4 

5 .. 14. 24. 
I 
I 

6. 8 15 .. 7,2 25. 6 

r 7. 4,8,4,7,8,2 16. 3 26. 5,4,6,5,4 

8. 17. 3,2 27. 5,1,1,1 

90 1 18. 1 28. 

( 
10 .. 3,5 19. 2 290, 

30. 6,1,7 

L • 
l. 

! 
r 

l 

! 
L. 
I 

L 
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22 

26 

21 . _-

• ---~. -, ["'----' .-1 ~-- 1 

A Rating furm foa' NGT tinal Voting 

Item Description 

Insufficient monies to suppQrt mUlli~!pal 
infrastructure. 

We will Bee increased unrest in workforce due 
to: lack of respect lor authority, increased 
interest in leisure activities. union & mgmt. 
unrest. 

Executive demand for increased productivity, 
decreased costs and accountability increased 

-bot of the workforce will be using drugs on 
regular basis. 

Increased average age of population worldwide • 

-----. ---------------_._----

Relative Importance 

f-iot Important Very Important 

-1(- I I I I l' I I x~ " 1< 
o 1 2 3 4 5 6 1 8 9 10 

I I I I *X I I ~ I J< f 
o 1 2 3 4 5 6 1 8 9 10 

Ix'¥ I I', ~X~ 
o 1 2 3 4 5 6 1 -8 9 10 

I I I I I * I ~ x¥- I 
o 1 2 3 4 5 6 1 8 9 10 

1 __ L~~ __ J __ ~_l~~~___ L -..---".-- .--,~----.----~--..... ---.:---
o 1 2 3 4 -5 6 7 8 9 10 

1 ___ 1 __ J ___ J ___ l~_L 
.------.---~1--~-~-!J----, 

o 1 2 3 4 5 6 7 8 9 10 

1-1 I I I l- I I I I 
0 1 2 3 4 5 6 7 8 9 10 

. I I--t---~ I I L-l-j._-I_~ 
o 1 .2 3 t1 5 6 1 8 9 10 
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EVENT EVALUATION FORM 

N 
o 
I 

EVENT STATEMENT 

113 Insufficient monies to support municipal infrastructure 
- not enough woney to 'do all repairs 
- we look out for personal self interests 
- infrastructure will collapse 

17 We wil,1 see increased unrest in workforce due to; 
- lack of respect for authority 
- increased interest in leisure activities 
- increased union unrest. ~anagement unrest 

. 
1122 Executive demand for increased productivity -

decreased costs and accountability increased 

1126 60% of the work force will be using drugs on regular 
ba&is 

il27 Increased ::vcrnge age of population world wide. 

•. "' e-

You Shet 
PlobsbllUy 

Flrel 
fll!cMda 

ZNO 

1990 .. 

1990 

1986 

'1992 

"1992 

.---, 

PROBABILITY 

8y 1995 By 1000 
(0-100) (0-100, 

11.42% 90.71% 

72.85% 94.28X 

87.85% 93.51% 

52.14% 71.42% 

12.85% 89.28% 

:--l !l 

NET 
IMPACf 
ONTUE 
ISSUE 
AIlEA 

!-AO IG oSO& 

-6.S1 

-6.57 

- 014 . 

-5.82 

-1.57 

r-1 
,.----< ~1 

l 

NET 
IMPACT 
ON LAW 

EN FORCl::· 
MENT 

«-HIIG • ao, 

-9.28 

-6.71 

I 

I 
- ... 28 

I 

-7.71 

- .57 

e .. 
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Gl:oup N'.llnber #2 What events do you foresee, within the orgar..izationai 
institution setting, which may impact the role/status 
of the middle manager in the future? 

1. Career paths wiJ..I change dram:l.tically. 

2. Increase use of data gathering and analysis. 

3. Dramatic changes in the "way" we do tusiness. 

4. Greater reliance on canput.erization, technology, data and 
artificial intelligence. 

5. "Me" generation will becaoo middle managers and create 
organization goals and objecti vas, conflicts. 

6. Developnant of canputer with intelligence and voice :reSJ;Onse. 

7. Increase in specialization, for example, llEdicine. 

8. More mbility am:mg middle managers. 

9. Greater concentration of industrial groupings 
-fewer jobs m:re cc:np:tition. 

10. Dramatic changes in the "form" of government • 

11. Dependence on centralized data bases • 

12. 

13. 

14. 

15. 

16. 

17. 

18. 

19. 

20 • 

.Advance technology will cause middle managers to eam less than 
their specialized subordinates. 

50% of WOJ:k force will -work for government. 

Reduced job security, as a result, each person or unit is 
responsible for their own g:rowth and survival. 

Training and educational preparation will be modified for 
mid-managers • 

Increase of wanen and minorities within management professional 
pool. 

Mandatory absolute equality and treatD:J:mt of personnel. 

Q[ployees will demand greater "voice" of setting organizational 
goals.and objectives. 

Greater technology equals greater need for "high-touch" 
management. 

Increased. percentage of Hispanic workers and mid managers. 

- 21 -
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21. Event: collapse of "laJ:ge1t org-anizations. 

22. Fewer prcmot.ional opfOrtunities. 

23. Reduced. influence of "nationall1 labor organizations on corporate 
philosophy. . 

24. IncJ::ease role of labor representation on "'1::oards" of directors • 

25. More wanen executives. 

26. Middle management will be a career specialty instead of a road to 
top management • 

27. ~re direct accountability for middle managers. 

28. Increased foreign canpetition requiring mre cost and quality 
standards .. 

29. Need to deal with increased public (outside) demands on 
organizations • 

30. Iess I1Irisk-taking" by middle managers. 

31. More dependehce on beha.vorial "people skills" than on years of 
technical ext:erience. 

32. Teclmical skills will be increasingly inpJrtant for middle 
managemsnt survival. 

33. career financial incentives' will cha.nge for middle managers 0 

34. Exf:e.r.nal influences such as legal, D.C. directive, juries, etc. 

35. Greater seJ.£-destiny fa..-er quotas. 

36.. Middle managers will make mre direct decisions. 

37. M:i 00] e managers will exist in the organization in t.he year 20000 
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CUestion 12 

1. 

2. 

3. 5 

4. 5,8,8,8,7,7,8 

5. 4,4,7,6 

6. 

7. 3,5,2,8 

8. 

9. 8,6 

10. 2 

11. 

12. 2,3,7 

13. 25. 1 

14 .. 4,3 26. 1,2 

15. 6 27. 3 

16 .. 7,5 28. 4 

17. 4 29. 6,4 

18. 7,3,2 30. 6,3 

19. 5,8,6 3L 6,5 

20. 32. 3,4 

21.. 5 33. 2 

22. 1 340 

23. 1,1,2 35 .. 1 

24. 36 • 

37. 1,7 

- 23 -
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::0. Furm 
F1 i p Chart 

4 

5 

1 
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---------.,. 

Relative Importance 
J tern Oescri ption Uot Important Very important 

~ ~x Greater reliance on computerization, tcchnologY.--i I I I I I I I ~x 
data and artificial intelligence 0 1 2 3 4 5 6 7 8 9 10 

"Me" generation will become middle managers 
and create organization-goals and obJectIves, 
conflicts. 

I .fS '* I X ~ I 1< I ~ I 
o 1 2 345 618 9 

" 

-J-
10 

Increase in specialization, for example medicine ~ * K ~ ¥ L---L-
o 1 2 3 4 5 6 7 8 9 10 

" 
Advanced technology will cause middle managers ~ 
to earn less than their specialized subordinates. 0 t--~ 4< I I ~ IX~ I !-

I 2 3 4 5 6 7 8 9 1.0 

Greater technology~quals greater need for 
"high-touch" management. I 1< I ~ , I * I I *}\~ 

o 1 2 4 ·5 7 8 9 10 6 3 .. 

I I I ~ 
o 1 2 3 4 5 6 7 8 9 10 

II II L-i-
o 1 2 3 4 5 6 7 8 9 10 

-~------. -
. I l- -!-L-L I 

4+-5-6 1 8. 10 
-~ 

o 1 3 .? 
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EVENT EVALUATION FORM 

EVENT STATEMENT V/9R1 that 
ProbabUUv 

fArat 
ExctHtda 

ZOIO 

04 Greater reliance on computcrization J technology, 
data and artificial intelligence. 

- . 1986 

liS IIHe" generation will become ~iddle managers and 1988 
create organization goals, objectives, conflicts 

II; Iucrease in ~pecl.alization. for example medicine 1987 

.. 
. 

012. Advance technology will cause middle managers to 
I 1992 

earn less than their specialized subordinates. 

1119 Greater technology cguals greater need for - 1988 
"high-touch" management. 

PROBA8ILlTV 

By 1995 
(0-100) 

100% 

78.57? 

91.42% 

56.42% 

83.577-

---"l ---, ~~ .1 .., 

NET NI:.. 
IMPACT IMPACf 
ONTUE ON I.AW 

By 1000 ISSUE ENFORCE· 
AREA MI-;NT CO-IOU, 

1-1010 -101 '-10 .... IOJ 

100? +8.42 +8 

79.28% -5.14 -6.71 . I 
. 

100% +4.71 +4-. 
, 

67.14% -3.71 -1.71 

96.42% +4 .28 +4 .85 
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Question t3 What events do you foresee, in society or the 
organizational institution setting, ~ch may ~ct the 
role/status of the middle manager in the future? 

1.. Tax revolt that could limit funds available for government Sllpp)rt. .. 

2. With realignments of corporation entities, requirements for middle 
managers will be grossly restricted. 

3. Baby b::x:mers turning 40. 

4. More balance between TAanen and minorities in middle management work 
force. 

5. Availability of ccmput.erized info:z:mation will eliminate need for 
middle manaqem:mt. 

6. Technology in the heme, make work at heme c:::c:mrcnplace. 

7. Continued shift in mres, with IOOre people conce:med with 
independence and having m:mey, DD:'e entrepreneurs. . 

. 8. Depression could force COl:pOrations to reassess staffing patterns. . . 
8a. Intel:national ter.rorisn affecting middle management mobility and 

location. 

9. Increased multi-national business will result in increased middle 
management responsibilities.' 

10. Increa.sinq enployee rights. 

11 .. Increased level of fo:z:ma1 education. 

12,. Impact of changing labor laws. 

13. Becentralization of decision making .. 

14. World is shiftinq to the Pacific basin: thus the arena is much nom 
intense than in the past, therefore, bottcmline profits are the 
absolute must. 

15. Quality of research industries will increase with respect to 
rep1acatent industries (cxmrercia.1 managers VB. scientific 
managers.> 

16. Necessity for i.ncreased responsibility of business. 

17. Intergration of work discipline could reduce need for middle 
managers. 
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18. Co:r:porate relations change, canpet.i:tors becane buyers and. sellers 
to each other. 

19. Deregulation - laws will continue to change and be driven by market 
place .. 

20. The federal budget gets balancede 

21. The value status in the job. 

22. Aqing population plus increased life expectancy. 

23. Erosion of the nuclear family. 

24.. Better educated consumer. 
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Q.lestion 13 

1. 8,8,4 9. 3,3,3 17. 
r 
I 2 .. 8,4,1 10. 6,6,5,8,2 18 .. 1,2,1 

r 30 5,7!2 11. 4,8 19. 8,7,1,4,4,2,7 

4 .. 1,1,7 12. 20. 5 

C 5,. 5,6,6,6 r' .). 5,4, 5,7 21 .. 

6. 7,3,5,3 14. 6,3,3 22. 2,2 

r: 7. 8,7,2,6 15. 23. 4 

8. 1 lb. 24. 

[ ~ Sa. 

L 
L • I 
l_ 

r 

t. 
r 
I 
1.-

.-
- 28 -

L 

. -
. ... ~' .. ', .. : ..... , . 



r" 

I"':> 
'D 

•• [_._- r----;. r--- • r-- '- --.......-, "---, 
j 

[-j • ,_ ... _, 
I 

~---l 

J\ Rating form for NGT Final Voting 
-----_. ------------- ------- -----

flo. form 
nip Chart 

5 --

6 

10 

13 

19 

Item Descfiption 

Availability of computerized information will 
eliminate need for middle management. 

Technology in the home. make work at home 
common place. 

Increasing employee rights 

'Rccentralization of decision making. 

Deregulation - laws will continue to change 
and be driven by the market place. 

Relative Importance 

Not Important Very Important 

~ 
I I I I I If 1t{IX1< * 
o 1 2 3 4 5 6 7 8 9 la 

I I X * I X I '* Ll~ ~ 
o 1 2 3 4 5 6 7 B 9 Hi 

I I I '~~*I\;& 
o 1 2 3 4 5 6 7 8 9 tfr 

. ~ I Il)\.l I IX~XI 4< .i--
o I 2 3 4 5 6 7 8 9 10 

I I I 
012 

.-----'--, 
o 1 2 

'f IX-l<X I I I X~ 4\ 
J 4 ·5 6 7 8 9 10 

_J __ L ___ 1_ 
~ ----~I-----.----..---.' 

3 4 5 6 7 8 9 10 

I 1---+ I I !--I-~-
o 1 ') 

l. 3 4 5 10 6 7 8 9 

-+ ., -.l-l---J-L--L-L-·I-
,0 1 2 3 <1 5 6 7 8 9 10 

'r 
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EVENT EVALUATION FORM 

-_.- --- NE'"f NET --, r---------- -------------. f>RODAIHUT\" IMPACT IMPi\Cl 

. --- ---- -- ON TUE ()N 1.'.'1: 

iJ5 Ava.i1ab:Uity of cOlUputerized inforllUltiCln will 
elemlnate ne~d for middle management. 

'lees IMI - ISSUE I ~NH)n.C~-

Flra;1 '0-100) (O-JOO) I . 
EJlCGodil ' (-%0 IQ -I'll j-'!:Ho .J'l~ J 

lc.'10 -- I -._._-_ ... _--., - --

1989 81.42% 88.57% -5 
I 

I -2. ! 4 
I 

r 
t 
j , 

-----+_ --i------l----_._-.., 

116 T~chnolc.gy in the h01U3, ruakc< 'uod: at home COIlUll,1n place _1 1992 60% 81.71% I + .20Ll.l" .1 
---1 .~---! 

I 
9'1.26% 

--J J_-r JI-
810 In~rca~L,g cm~loyee rights 92 .1~% - .57. 

73.Sn! 

-~ I J- -----
j!!:' Dcrel~UV!t i~n - In .... :; t.li.tl c(lntinuo:: t(. duoge ann t·e ~19"7 

·Jl"h·~n by m.,rkct F'] :,CiL ~\ 

--.. ---- -_ .. __ __ J _Iio_ 

56.1.2i; +3.28 +4 .28 

86 .4:·~% 32.14% + .28 -1.S5 
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1. In the first column on 'the left side of the page (SHOil Gt<OUP) 
write the five m:.>st inp:)rtant events which have been decided by 
the group. 

2. h.:ross the top, write the same five events which you wrote ~ 
the left hand column. (NOl'E '!'HE IAST THREE COLtIMNS HAVE THREE 
0'JRRENl' 'l."mIDS WHICH HA'V"E BEm JDENTIFIED BY RESF.A.R:H) 

3.. The second column fl:cm t-he left you should enter the percent of 
probability which you deter.mined in the Event Evaluation exercise. 
('l"mS ~ BE TEE AVERAGE FIGURE WHICH roo D~ FOR TEE 

EVENT TO OCCUR BY THE YEt\R 2000) 

4. Each person now' est:i.mates the DeW' probability of each of the 
iItpa.cted events, on the assumption that the impacting event has 
occured first. (I.'EF.r!WID COLtIMN ~). Include ,probability 
what percent the impact .is also on the trends indicated. The use 
of 0% is alright if there is no impact, negative nmnbe.rs are also 
alright if the impact i~ negative and you want/need to give it a 
percent. . 

5. Recorder collect the data and average the answers, there can be 
positive or negative numbers in each column. Write the a:n.swers on 
the flip chart, and on a master graph. 
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SUIIPU&! Out thill 
eVl'h'. =" with thla probabm,y 
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CROSS·L\U ACT I:: V ALUA T10N fORM 

. ahow" below bf: affected? 

,.-----, 
I 

.du&ll. s: ... -.. . -. -.. now .. ould th. prob.hjti.y 01 lh. tVe." 

"f' r·----r 
• ____ _" ~ , 17 I m ~26 I m 
Ii) 1.1)(;uff icient iTlOnief: 7t 
to !;.Ipport municipal '.. / I 
I.r.frastructure 90.71 ~ I +90% +64.28% -8.S7% +14.2% 

I ,/ " 
1i7 ~Je 'd.ll aee 
i.ncl"cc.5£:d UOl:~l:t in 
',orkf C1i~CC 

-+---1'---- 'l- " 

94 • 2f.1~i +50::( +57.1 /,% ... ~~.85X +12.85t 

------, 
~J rI ~ ----, 

r--------' 
TrC;lds 

Reduc~d i'·' I £r.p~iorrkole Li.. .. 
uf Middle of entry I Qi c~r,~ 
tlanagt:rs ll"':"'el e~p}o~.I-I:iIl.: H .. I. 

-501,; ··45 • 7l~~ I -10. 7i~. 

I 
-5% -]2.85% I +2.8:' 

- ,I {-,-_. 

t!:!~ :!:xeClU: ive demand j" I I "'-
, 

! '.IL incrc.lscd " ;:-r.)~nct iVi, ty .decr~ilbc, ~)3. 57i +:'2.851. I +68.51% +41 .427. +6.427. -37 .857. -17".1/,r.·1 +15l" 

.~.'" : occaunt.b,lit I 1--__ 
'(4.1:. (jO", ~f the ".ork r=1 I 
: c. rcr. ~1i11 be us i."lG 

11~1~: en a reguJar 7.1..I.,:!' +2.8!';:;: I +6!:i.51% +52.85% / J -15% -8.57% -19.28 I -17.85 
:I 11... , " i 
--. -_._ .... ---
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CROSS·IMPACT EV4U .. UATION rOltM 

Suppo.~ l~at (hi. 
with Lhia prObabllitYl 

occunHt • • • • • • • • ••••• How ",ould the probability of the event. 
Ihown below be attect~d? . 

1/4 
, It 1 

r if:' Gr~at:t:r reliance 
11..01 i:vmputerizatior •• 

tcchaolc.gy. data and 
artificial intell. 

9.2B~ +40% 

05 

-5% 

!i'j "He" gcn~tatio:1 
~~ll become middle 
manaGers and creat~ 
crt:::.nizatioo !!,oals 
clh.l objectives and 

; __ ~rLt~litl~_ l/ -~ 
;1.. Inc rmuiell 
'f.~ci"lllutt ion, for 
c.ra:,'plc ~t(:d ic ine 

,I J 2 I.d vanced 
t('·r.hnology will caut.e 
lIIid. I;::.:oagers to car 
less thnn i:hl~ir 

100;:; 

7.14~ 

+14% +33% 

+~4% -121: 
i 

. 
n 

+78X 

+36~~ 

+In 

012 

+58~ 

-17% 

+28% 

r .-------------
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+88% -25% ··29% O~' .. 

+61% -12% +ll~' -Hl.~ 

+58% -16% o~ -25.~; 

.----1-------4-------------.---
+29% -10% -6% -16i:. 
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March 10, 1986 

Participant 
Organization 
Address 
City and State 

Dear Participant 

I want to express my since:re gratitude to you for your efforts 
last Friday when you assisted with my carmand College project. It was 
extremely gratifying to observe the active participation of eva:yone 
involved. I especially appreciate your intense efforts. Even though we 
did run over on t.im:!, you continued participating through 'the IlDst 
important elements of the process .. ,. 

I realize that you have a" busy schedule, and by agreeing to assist 
}1OU may have had 'to make changes. For this I am very grateful.. Sane 
of the process may have seemed confusing or lJIliIrportant but I can 
assure you that I received a vast am:;unt of lllraw data Ili pertinent to the 
issue which was exactly what I was looking for via this exercise. 

As I indicated at the meeting, I now have to collate this 
infcmnation together with my current research in order to cc:mplete my 
project.. Part of the infomation I need is your current :t'eSlUle, if you 
did not bring one to the meeting. I need this to show the level of 
expertise used to obtain the results of. the N.G.T. process. Please 
mail me a copy I here to the Police Departm:mt attention "Chief 
Steckler" .. Do not indicate your salary~ what I am looking for is the 
manage.teIlt experience and backg:round you possess. Additionally, you 
will receive a copy of the final report after it has been reviewed and 
accepted by my ccmnittee. I '«JUld anticipate this should be sanet.ine 
in late May .. 

Aqain, please accept my sincere "thank-you" for taking time to 
participate, and' helping me with a project which in my opinion will 
have a definite iIIplct on law enforceDE'nt in the future. 

str:r~ ~ ~ Ie Steckler 
Chief of Police 
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~ :ruJTZEN 
SENIOR VICE PRESIDEN'l' 
'!HE PJ\CIFIC CENl'T.1:re! Gmt1P 

EDUCA'l'ION : 

lI:NJRS/AWARDS : 

Lehigh University - Bachelor I s in Business 
Iehigh High University - Ma.s!:er's in Business 
HarvaJ:d University - Mvanced Business Studies 
Stanford University - Mvanced Business Studies 

1984 to Present - Senior Vice President 

1983 to 1984 

1977 to 1983 

1975 to 1977 

1970 to 1975 

'lbe Pacific Century Group 
- CUrrently -running SOOM 

operation for financial 
group. 

- Vice President 
Security Pacific National 
Bank 

- Director of National 
Accomlts 
Liquid Air Col:pOration 
- Pan 200M Operation 

- Area Market:inq Analyst 
Union Carbide Corporation 

- Account EKecutive 
Merrill Lynch Coxporation 

- Selected as part of Harvard' s case Study 
Group - 1978 - 1981 Rz.t)st SUccessful 
Marketing CoJ:I:arations J! 

- Three time "All American Wrestler" 

- Chairman, Piedm:mt Citizen I s Task Force 
P.qainst <:rilE. 

- '!be Family 
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'.l"flC:Mru) C. DANHAKL 
GENERAL MANAGER SALES AND 
BUSINESS DEVEJ:Dl?MENl' 
CHEVIQl ~ l?E.TFOLEtlM INC. 

Kansas State Teachers College -
Pre-engineering (1954-1955) 
Iowa State College - BS Chemical 
Engineering 

1985 to Prese!!!:, - General Manager - Sales & Business Deve1op.nent, 
Chevron OVerseas Petroleum Inc. Manages, coordinates, and conduct:s the 
o:::mnercial and logistics activities of COPI, enccmpassing the 
dispostion of COPI crude oil, natural gas and gas liquids; the 
interface with pl:Oducing country goverIJlrellts on matters related to 
crude oil and product values, pricing and logistics; the developnent 
and analysis of special projects and business activities downstream of 
exploration &"'ld production. Responsible for the ~ctivities of COPI' s 
Natural Gas Utilization and Sales Unit, the Crude Oil Iogistics and 

. Sales Unit, and the Business Developnent and Econcmic Analysis Unit • 

1980 to 1985 - Manager, Sales and Special Projects. Responsible for 
coordinating with co:IpOrate departments and other operating canpanies 
or conducting activitives involving the dist.:osition of crude oil, 
natural gas and tNG. Also responsible for special projects and studies 
which are generally downstream of no:r:mal exploration and production 
activities. 

. . 
1973 to 1980 - Senior Advisor - Special Projects, ChevJ:on Oil 
Co:IpOration. Assists, advises and counsels with, and as directed acts 
on behalf of the Vice Presidents - Foreign, the Vice President and 
Assistant Vice President - hroseas, the Vice Presidents - caltex, the 
Vice Pmsi.dent Chev:ron Oil Ew:ope and the Manager and Assistant. 
Managers of Foreign Operations Staff on special proje....'"ts pertaining to 
the COrporation' s interests in the areas enume.ratedo Such projects may 
be varied in so::::pe and duration but ~ tend to be projects of major 
significance to the Corporation and to require extensive periods of 
time in fOT1Tlllation, analysis, negotiation and implem:mtation. 

1971 to 1973 - Advisor - Chevron Oil Corporation. Functions as 
second man to Senior Advisor in the solution of problens applying to 
foreign areas of major importance to the Canpa.ny. Coordinates and 
perfoms major l:usiness analysis within the assigned area of activities 
and reccmnends fil:m actions to the Senior Advisor or to the Vice 
President served. Relieves the Senior Advisor during ext.ended absences 
of the latter. 

H<EOPARY FRATERNITIES: Tau Beta Pi 
Kappa Mu Epsilon 
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JOHN w. (SKIP) RHCDES 
CHE.'VBCN OJRroRATICN . 
PUBLIC AFFA:mS 

1985 to Present - Consultant - Public Affairs, Chevron Corporation. 
Define the Public Affairs issues likely to affect the COipany, develop 
an appraisal on the possible :impact,' and plan an appropriate course of 
action. su...-vey the ongoing econcmic, political and social enviroIl1Iel1t 
of the United States and the world to identify those public affairs 
issues that will significantly affect the Ccmpany and its operation. 
Coord:i.nate the developmnt of the Ccmpany resp:mse to identified 
issues, including stat:eIents of position, carmunications programs to 
government officials, and m:Xiifications in the Ccmpany I S way of doing 
business. 

1984 to 1985 - Manager, legislative" and Regulatory Evaluation, 
Chevron USA: Initiate and coontinate Marketing, Manufacturing and 
SUpply activities on interfunctional federal and state legislative and 
regula.tozy matterS. Durinq March-April 1984 dit;--ected overall Ccmpany 
response to Fede:ra.l Trade Ccmni asion request for product:ion of 
doclmv:mts required in the Gulf ~. 

1979 to 1983 - Litigation SUpport: Coordinator, Chevron OU. Direct 
the overall Ccmpany activities in the defense of five major anti-trust 
cases assigned. 

1977 to 1979 - Manager, Paw Materials & l?roduct:s, Chevron Oil 
Corporation.. Guide and coordinate all supply purchase, sale and 
exchange activity" 

1971 to 1976 - Manager - SUpply, Distribution and Traffic, Chevron 
Oil Corporation. Plan, coordinate and direct policies and procedures 
related to the Ccmpany's wor.ldwide aviation and marir.lS fuels, and 
lubricants supply, distribution and txaffiq activities. 

PPOFESSIatM. AND CIVIC ~: 

Me!nber City Council 
Piedmont, california. 

Director, Joint Operations Staff-west 
North. Atlantic T.reaty Organization 
(NMO) Wartime Oil Ol:ganization 
(includes U .. S., canadi.an and European 
oil industcy representatives at 
canpany President and Vice President 
levels) 

Deputy DirectOr, J05-West - NATO 

March 1986 to Present 

JUly 1985 to Present 

July '78 to June '85 
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Vice-Olai:r:man, Gene:r:a1. Plan 
AdvisoJ:Y carmittee 
City of Piedm::mt 

Bay Area United Way 'Campaign S]?eCial 
assignment to Chaitman, Chevron Corporation 
(Coominated all· fund-raising campaign 
activities for 29 fi.J:.ms with 
a total of 100,000 employees) 

President - Boa:rd of Directors 
camen Redwood School, oakland, calif. 
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July thru December '83 
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M.E. (MILT) KEGr..EY l VICE PRESIDENT 
HOMAN RESOUl'CES DE.VELOl?MENr 

r-- SAFEWAY STORES m:oRl?OBATm 
I 

EI'.>tJCA1'ION : 

[ . 

r' 
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l bm..ITARY SERVICE: 

1-' 
! 
[ .. 

f ~ IiIS'I'ORY: 
l _ 

I 

t. 

tJ:N:)RS/AWAmS : 

r 

t. CLUBS/O~ZATICNS: 

, 
L 

Texas A&M College, 1941 - 1943 
University of Qnaha, Bachelor,' s in 
Business, 1960 
George washington University, 
Master' s in International Affairs, 1966 

U.Sc Air Force, 1942 - 1971 
Carma:nd Pilot 
Navigator 
Bc;mhadier 
Special Assignment for Legislative 
Affairs, Secretary of Defense, 
Washington D.C. 1968 - 1971 
1969 - Teamed with astronaut Frank 
Boman as Special Emoi.sary of 
President Nixon to visit 14 countries 
seeking assistance on behalf of u.s. 
prisoners of war in Viet Nam 

1971 - Government Affairs 
Representative, Washington D.C. ' 
1974 to Present - lo'.anager, Managem:mt 
Dewloprent Division 
(renamed Human Resources Develq:me.nt 
Division, S/1/83) 

Air Force Legion of Merit plus other 
decorations and awards received during 
service career. 

1983 to present - Member I' Piedm:mt 
PJ.anning Ccmnission, Chairman 1985 
1975 to present - Member, oakland 
Rotal:y Club 
1978 to 1985 - Director, oakla.11d. SCPA 
Vice President '83-'85 
1983 to 1986 - Member, Alameiia County 
Private Industry Co1mcil. 
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JOHNA. ~ 
PRESmFlllT FOUNDER 
IN'm.RNA1'ICNAL MARINE FUELS OF SAN FRANCISCO, INC. 

EI.ru'CATION : A.B. University of San Francisco 
(Political Philosophy) 1965 
1966 - 1968 Peace Corps Volunteer, 
Persia, Assigned to Camnmity 
Deve1OJ;Jllmt Office, managed team of 
17 Iranian C'amnmity Developtent. 
specialists. 
A .. B. 1971 Thunderbird Gradutate 
Schtx)l of Intematiooal Managem:mt, 
Masters Degree Intl. Mgmt:. 1971 

1981 to Present 

International Marine Fuels of San Francisco, Inc. Mazkets, as 
principal, a wide range of oil products such as vessel owners through 
out the free ~rld. SUbject has direct responsibility of directing the 
Management Team,. Le. Co:rpord.~ Vice President, Col:porate Counsel,. 
COntroller, Int. Marketing Manager. Each of these mentioned J;:Ositions 
are responsible for their department' s execution of Quarterly plans as 
they J:e1ate to overall strategies with respect: to Oil Trading, Maritime 
Iegal Affairs, Fiscal Managarent. A considerable portion of the Int. 
Marketing Manager's work is to supervise a core gmup of foreign 
sales/trading correspondents located .in New Yol:k, London, Asia and 
Latin Anerica. 

Petroleum Club of Los Angeles I 1979 to Present 
Olympic Club, S.F" active member since 1983 
University Club, S.F. active Jllf'!Ilb?r since 1979 
oakland Hills SWim & Tennis Club t 1979 to Present 
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RICEARD SAALFEID 
~ VICE PRESIDENl' 
mRm AMERICA DIVISl'CN 
BANK OF AMERICA NT&SA 

Executive Vice Pl:esiden~, Richard saaIfeld was named in Fe.bl:uaxy 
1985 to head the North. Am9rica Division of Bank of America's World 
Banking Division. lie had served since 1983 as senior vice president in 
charge of worldwide Private Banking with responsibility for providing 
spec; al ; zed investment; credit, trust, and financial plann:ing services 
to international clients., He continues as a lJ'F'!TIi'-er of the bank' s 
Managem:nt Advisory Ccmnittee. 

Previously, Saalfeld was senior vice president and general manager 
of BetA I s United Kingdcm, Ireland, and Nol:dic Area, headquartered in 
I£mdon, England. 

Saalfeld joined the bank I S MBA training program in 1969. He was 
appointed assistant vice president in the foI.TLer National Division in 
1971, beccmi ng a vice presi~t one year later. ~ 1974 , saalfeld was 
assigned to the London Branch as vice president. and international 

. credit officer, advancing in 1976 to bead Planning and Services for the 
bank's Europe, Middle East and Africa Division. He was praooted to 
group vice president in 1977 and assigned to the San Francisco 
Co:rporate Services Office as head of lending for the General Industries 
Groop. A year later, he assumed ~r1dwide responsibility for 
Irl.teJ::national Treasury Services and Corporate cash Management. 

;;'\<n econardcs graduate of the University of San Franciso:J, Saalfeld 
~~~ aln MBA in imre.stment f.ina.nce fran the University of california, 
iS~!.!:k~ley '" 
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~EN M.. MICKEl:, 
mx::t1'l"IVE VICE PRESIDEN.L' 
ST.RATEGIC PIANNING fi MARKEl'ING SERVICES 
Bt\NK OF 1IMERICA NT&SA 

-

Jolm. M. Mickel is EKecutive Vice President and Head of Global 
Consumer Markets-Strategic Planning and Marketing Services at Bank of 
Anm'ica. In this capacity, he is responsible for strategic: planning, 
market msearch, market information, and new venture devel/'>p:rent. 

He has held various positions in the Bank, including heading all 
marketing activities for the Retail Banke Previously, Mickel served as 
Head of the Electronic Banking Division. His responsibilities included 
the developnent of the bank I s overall capabilities in the electronics 
field, as well as pJ..anning, product develq;:ment, operations and 
marketing for the bank's credit card division. In addition, he had 
responsibility for the activities relating to Centralized Systems and 
Data Processing Services. 

Mickel joined Ba.nkAnerica Corporation in 1969 as Executive Vice 
President of Ded.nus CorporatiC!Il1 a BankAn.erica subsidiary specializing 
in catp.lter leasing and a wide range of cc::mpui:Sr services. He served 
in. this capacity until 1978 when he was appointed to head Bank of 
Amarica I s Electronic Banking Services Division. Before joining 
Decimus, he was with International Business Machines Corporation. 

Bom in Qnaha, Nebraska in 1939, he is a graduate of NJrthwest:em 
University • 

- 9 -



i 
L. 

r: 
r~ 

! 

~". , 

r 
I 

L 
L 
t. 

! " 
i 
j 

, 
I 
L 

, 
~ ... 

- ------------~----

NELSON ~ WELLER 
VICE c:aA.m!AN OF S. G. WARBtmG, RCWE & P:I:'l1-Wl, AKroYD INCo 

Mrc weller is Vice Chai:J:man of S.Go Wartw:q, Rowe& Pitman, Akroyd 
Inc .. which is the United States am of a larger group of caopanies 
which provide bond market and cm:porate finance services to 
institutional, C'Or}?C).rate and government clients around the world .. 

Mr .. Weller joined the predecessor CCIIpUly, P.owe & Pitman, Inc 0 in 
the fall of 19700 Mr. Weller entered the financial :industry as a 
security analyst in 1958 with a subsidiazy of the Northwest 
Banoorporation. 

In 1963 he joined Schwaba.che.r & canpany in San Francisco 
eventually becaning a general partner and director of equity research. 

He served in the Al:nai Forces during the Korean Conflict. He is a 
graduate of the University of Montana and is a Chartered Financial 
Analyst. In 1983, Nelson Weller served as ~ President of the largest 
public forum m the United States, the Cc::mlDnwealth Club of 
california. 
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DImX.".roR .AND pmsmmr, l?INOLE POINT STEEL a::Ml?ANY 
MEMBER OF 'mE EXE011.'IVE CCf.f.1ITTEE 

Mr. Carlson received his B.A .. degree from the University of 
Chicago in 1940 and attended Northweste:rn Institute for Management in 
1956. 

Mr. carlson joined Kaiser Steel Corporation in 1944 and held a 
variety of management positions including District Sales Manager, 
General Manager-Sales, Vice President General Manager Fabricating 
Division, Vice President Executive Division and.Presi.dP..nt Kaiser 
Resources. Mr. Carlson was elected President of Kaiser Steel 
Corporation in 1969 and held the position of President, Chief ~tive 
Officer and Director. 

After leaving Kaiser in 1974, Mr. carlson joined Keams 
International, a group SJ?eC:i a1:i zing as financial consultants, both 
dcmestic and intenlational. to corporations, icdividuals, and 
governments. Mr. Carlson held .the position of President and Senior 
Associate to Oct:ober 1978. In 1974, Mr. carlson also became President 
of MKC, a trad.:in.q caxpa.ny dea 1 ing in iron, ore and coal. 

Mr. carlson has been a d.i:rector of American Iron and Steel 
Institute, International Iron and Steel Institute, Kaiser Resources, 
Kaiser Steel Corporation, and .Kaiser Industries CorJ;Oration flXlll 1969 
to 1974. He was also a Director of Hamersley Iron Carpany, Tty, Ltd. 
in Melbourne, Australia fran 1962 to 1974. 
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Lm E. PEART 
CHIEF OF POLICE 
CITY OF IRVINE 

Master of Science Degree/Criminal Justice 
Administration, Cal State University San Jose • 72 
Bachelor of Science Degree/Criminology 
cal. State university IDnq Beach, 1967 
Associate of Arts Degree/Police Science 
long' Beach Ccmmm.ity College, 1964 
Associate of Arts Degree/Liberal Arts 
Orange Coast catmun.ity College, 1963 

1974 to Present, 
1973 to 1974 
1969 to 1972 
1962 to 1969 
1970 to 1982 

Chief of Police, Irvine, Cal. 
Chief of Police, !os Banos, ca. 
Police Lt., Palo Alto Police 
Police Officer, :u:mg Beach P.D. 
Paxt-TinE University Instructor 

Chief Peart has over 22 years experience in the police career field. . 
. . 

In 1974:, after CCIllpleting 12 years work experience at different ranks 
within three police agencies, Leo Peart was selected and affoz:ded a 
unique opportunity by the City of Irvine. FIe was hired to plan and 
illplement a brand new Il11Ilicipal police depart:rIent:.. Within a 7 Ill:)I1th 
t:i.neframe, the new depa.rt:nent was organized and l:egan responding to 
calls on July 1, 1975. ~ initial deparbmnt had 43 employees. 

'!be City has g.rown since that time fran a residential population of 
25,000 to a cu:r:rent population estimated between 80,000 - 85,000. The 
police deparbmnt employees 168 full-time personnel with an additional 
part-time staff of approximately 750 The City of Il:vi.ne is a 
"master-planned" canmmity that is one of the fastest growing 
camm.dties in califoXDi.a. Businesses within the II:vine City limits 
employ between 70, 000 - 80, 000 people daily. 

a:NSUL'rING/Rf.'SEABCH EXJ?ERIEN:E: 

0tIrinq the last 11 years, Chief Peart has been involved in the research 
pr:oject.s for several consultants on behalf of designated jurisdictions: 

A. 
_B. 
c. 

D .. 

1979 Santa. Fe Springs study of L.A. County Sheriff's services 
1972 Master I s Thesis "TEo.am Management/Team Policing. It 
1977 Irvine P.o. :i.npleroentation of Civilian Traffic 
Investigators (first in Orange County) 
1976 - 1984 Principle assessor in approximately 50 assessment 
center assigments. 
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~ c. Bt.1RKE, JR. 
VICE PRESIDENT, SENIOR PROBLEM l'.DAN 
AJ:MINJ:STRATOR, PROBLEM WAN ADMINISTRATICN 
BANK OF AMERICA 

EDUCATION: 

SERVICE: 

1971 Masters of Business Administration 
University of california, Berkeley 

1965 Bachelor of Arts - Econanics 
COlgate University 

1985 to Present - Vice President, Senior 
Problem Loan Administrator, Problem !Dan 
.Pdnin.i.stration BetA 
1984 to 1985 - Vice President, Team. reader, 
East Bay CO:q:o.rate Banking Group, Pof2.\. 
1982 to 1984 - Vice President, InteJ:na.tional 
Accnmt Officer I Jakarta Branch (Indonesia) 
Managed an international portfolio of $110 
million ronsisting of local trading I shipping I 
manufacturing, oil drilling and serviC;es and 
IWlti-national construction and manU£acturing 
ccmpanies. BetA 
1980 to 1982 - Vice President, Administrative 
Assistant to the EXecutive Vice President, cal. 
Division. 
1979 to 1980 - Assistant Vice President, 
oakland Regional Corporate Banking I BofA 

Active Duty, u.s. Navy, Lieutenant jg 
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GARY Ee BRCmN 
VICE PRESIDENr 
EXE01l'IVE REX:RIJI'1MENl' DIVISICN 
RAL1?H ANDEBSON .AND ASSOCIATES 

1977 University of Southam california, Masters 
in Public Mninistration. 

1971 Sacramento State University, Bachelor's in 
Government 

1960 Mt. San Antonio, A.A. Police Science 

1985 to Present - Vice President, Ralph 
Anderson and Associates, Executive Recruit:m:mt 
Division 
1977 to 1985 Chief of Police, City of San 
Clemente. 
1976 to 1977 Chief of Police, City of South 
Pasadena .• 

1972 to 1976 Chief of Police, City of 
Cl'la.«:hilla 
1970 to 1971 c.r.ure. Studies Analyst, State of 
california lJepartlrent of Justice . 
1968 to 1970 Special Agent, UoS. Naval 
Investigative Service - USM: 11-PE 
1966 to 1968 Administrative Sergeant, City of 
Carpinteria Police lJepartlrent 
1960 to 1966 Tra.:i.ning COOrdinator, City of 
Garden Grove Police Departm:mt 

"Transition in Blue, II Police Chief, 7/75 
"Assuming Crmnand of a Small city POlice Depal:mentR, Police Chief 1/76 
"Ladies, Catmenoe Firing, III Law & Order 4/76 
"What You Always wanted to Know About Assessment Centers, II Police 
Chief 6/77 

"Professionalism of Police: Proceed with Caution," Police Chief 11/79 
"The Police Chief - An Endangered Species," Western City 1/81 
"'!he Met:.am:>rphosis of a Poliee Executive, II Police Chief 11/84 
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1977 Masters Degree Public Admi.nistration fran 
University of Southem California. 

1974 Bachlors Degree Public Administration fran 
Pepperdine University 

1971 A.A .. Degz:ee, Police Science, El Camino 
College 

1981 to Present, Chief of Police, City of 
Pleasanton 

1967 to 1981 captajn, Lieutenant, Sergeant, 
Agent and. Police Officer Culver 
City Police Department 

IIAccreditation·," Police Managanent Today, 1985 
"Will Accreditation Help california I s' Police Departments? No: It's a 
Costly, Unneeded, Make-Work Schem9," Westem Citz 7/83 

IllReport on the Ccmnission on Accl:editation for Law Enforcement 
Agencies, II Journal of Califomia Law Enforc:.::em:nt Fall 1982 

"The CUlver City Police Ol:ganization M::del - A Model for Coommity 
Service. II The Administration of Justice System, 1977 

"Juvenile Delinquency and the Mass Median Santa Monica Evening 
OUtlook, 1971 

AFFILIATICNS : 

califor.nia Police Chiefs Association (El.eeted Secretary) 
A1.am?rla County Chiefs of Police and Sheriff Association (President) 
CPOA 
!ACP 
Boy Scouts of America, District Chafman 1984 
Pleasanton c.h.amlJp,.r of Ccmnerce. 
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1975 Masters Degree in Justice Administration 
fran Golden Gate University. (4 .. 0 GPA) 

1973 Bachelors Degl:ee in Administration 
Golden Gate University of San Francisco 

1964 A.A. Degree in Criminology, City College 
of San Francisco 

1978 to Present, Chief of Police, Livennore 
1974 to Pxesent., Adjlmt.~ Professor, Golden Gate 

University 
1970 to 1978, Chief of Police, Pacifica Police 

DepartnEnt 
1959 to 1970, Officer, Sergeant, Detective, 

captain" Pacifica Police 
DepartnEnt 

california Narcotics Officers Association 
Family Service Aqency 1 Advisol:y Ccmnittee (Vice-CbaiJ::man) 
Regional Police/Probation/School Mvisory Catmittee 
Eoard of Directors, County Family Service Agency 
League of califomia Cities 
COllege of San Mateo, Justice Advisox:y Camlitt:ee 
Golden Gate University, Justice Advisory Ccmnittee 
IN:P 
Tri-Valley AJ.cx)bol Detoxification Advisory Board 

Junior Chamber of Cc:Irmerce "'Young Man. of the Yearn 1969 
City mxployee of the Year, 1969 
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1980 V..asters in Public ll.dm.inistration, Golde."'l 
Gate University 

1956 Bad1elors Degree in Public Administration 
fran cal. State University Sacranento 

1951 A.A .. Degree from Palarar College, San 
Marcos 

1981 to Present, Chief of Police, Oceanside, 
Cao 

1971 to 1981, Un:1ersl-.eriff to County of Santa 
Barbara 

1957 to 1971, Rose through the ranks within the 
Garden Grove Police Depa.:r:m:mt to 
'b=care the Chief of Police 

1956 to 1957 Police Officer with the City of· 
North Sacramento .. 

Salvation AJ:my Advisory Boa:rd, Oceanside 
Oceansida Boys Club Board of Directors 
Oceanside Chamber of CoImerce Crime CCmnittee 
Miramar College Advisory Board, San Diego 
Rotary Club of Oceanside 
Hanc:ock College Advisory l30aId Santa Barbara . 
Exchange Club of Santa Barbara 
United Way Allc::cation Ccmnittee, Santa Barbara 
IACP 
CI?C'A: 
CPOA 
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DAVID I,.. SNOWDEN 
CfiIEF OF POLICE 
c:J:'r.l OF BAU1KIN pARI( 

Graduate werle in the Master of Public 
Mninistration Pl:ogramB caJ.o state Fullerton 
Bachelor of Arts, Cd.minal Justice, caL 
State Fullerton 

1980 to Present, Chief of Police, City of 
Baldwin Park 

1977 to 1980 I captain of ~ations and 
Administrative Services City 
of Baldwin Park 

1975 to 1977, SP..rgeant, lrbntebello Police 
1966 to 1975, Police Officer, Sergeant with 

City of MontE'.bello 

Advisoxy Eoa.rd Golden West Police Academy 
. Adviso%y Board Rio HoOOo Police Acadany (Past Chainnan) 
American Ear Association 
cal. District Attorneys Association 
C.P.C.A. 
Comlittee for General Plan Review, City of Brea. (Qlaiman 1979) 
C'om:tl:y Hills B:rea Haneow.ner I s Association (Past President) 
Cd.minal Justice Group-IDs Angeles 
Federal Law Enforcement Coordinating camdttee 
League of california Cities (President Police Depto 85/86) 
!os Angeles c..'i\Jnty Cd.minal Justice Coordination camdttee 
Los Angeles County Chiefs of Police Association 
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lX:NAID F. BEx::l<ER 
CHIEF OF POLICE 
CITY OF $\N LEANDRO . 

EOUC'ATICN : 

.AFFJ:I..I.M'ICNS : 

1950 A.A. Degree in Law Enfo:rcenent, City 
College of San Francisco 
Candidate for Bachelor of: SCience 
deqree cal. State Univ. San Jose 

1974 Graduated FBI National Academy 96th 
session 

1975 to Present, Police Chief City of San 
LeaOOro 

1952 to 1975, Police Officer, Detective, 
Training Officer, Patrol 
Sergeant, captain all with City 
of San Leandro Police Dept .. 

Alameda County Chiefs Qf Police and Sheriff Association (Past President) 
FBI National Academy Associates 
C?CA 
CPOA 
Police Managamnt Association (Washington DoC.) 
Eon Aire Civic League 
San !eandro Rotal.y Club 

~SERVICE: UoS .. ~, Military Police 1950-52 
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ES Physics, Math and Philosophy St. Mary's College 
PhD Physics University of Nevada 

University of california 

1985 to Present: Vice President, Sales and Marketing, CoIrplter 
Int.ergrated Management, San Francisp:), CA. 

Developed the marketing and sales strategy for the o:mpany. 
Identified market focus for the operation and brought in $1 Million in 
business during the first six m::mths. The ccmpany sells systems to the 
factoz.y floor and is focused on developing autcmated systems for the 
factory of the future. 

1983 to 1985: Director of Marketing, Integra,ted Autanation, A1 ameda , 
CA. . 

Developed a $6 Million market for high speed vision systems. Sold 
solutions to rotisc-r Aluminum to inspect aluminum at 1000 feet per 
minute looking for • 005 inch scratches, !EM to inspect printed circuit 
boards for c:or.rectness of hoard etch, Kimberly-Clark to inspect 
material IIDVing at 3000 feet per minute, and others. Served as General 
Man.ager for this newly developed business. 

1978 to 1979: President, The Technology Connection, Oakland, CA. 

Developed and sold CCI1'plter systems to small business. Developed 
a proprietary pl:Cduct to protect UNIX software fran piracy. Initiated 
a software dist:r:i.bution business using the piracy protection. Closed 
operations due to lack of capital and slow market develoy;mento 

1974 to 1979: Director of Operations, Intel, Santa Clara, CA. 

Managed the operations for a $100 Mi 11 ion business division within 
the Intel organization. Responsible for all engineering, marketing I 
and financing for the division. Participated in the growth of the 
division fr..::m a $10 Million business. 
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GEORGE T. BARt' 
CBm' OF :roL.1:CE 
~ POLICE: DEPARIMEN'l' 

EDOC'ATICN: University of california (Berkeley) 1956, 
AB in CriminolC9Y, with emphasis in Police 
Admi.""listration. 

~ HIS'I'ClRY: 1973 to Present - Chief of Police 
1968 to 1973 - Deputy Chief 
1966 to 1968 -- Captain 
1962 to 1966 -- Lieutenant 
1960 to 1962 -- Sergeant 
1956 to 1960 -- Patrolman 

Served in a wide range of assignments during 
career, including the Jail Division, the Patrol 
Division, Traffic, Cri.minal Investigation, Youth 
Services, Pla."lIling and Research, Training, 
Administration, Field Operations and Services. 

Experienced in field law enforc::em:mt, personnel. 
superVision and management, resource allocation, 
tactical operations, investigations, budgeting, 
p'licy developnent, systems and procedure design, 
t:raining, meet and confer and contract 
:negotiations, and administration. 

Instructor in professional schools, saninars and 
conferences 1 with emphasis in supervision and 
managaIent te.dmiques, perfoI:mance eValuation and 
appraisal, and ItDtivation and prcduct.ivity. 
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AN'mC.'NY LEE ~:mo 
CHIEF OF POLICE 

,'''','ff'" 
>.0. ": ~(.< 

~~ CITY l'OLICE DEP.ARJ!.mNl' 

CERl:lE'ICM'ES : 

1980 Bachelor of Arts ~ Ac3mi.nistra:tion of 
Justice, Golden Gate University, San 
Francisco 

1982 ... Present, Chief of Police.!' Redwood City 
1978 - 1982, Chief of Police, Pacifica Police 

Depart:lrent 

1966 - 1978, captain, Sergeant and Police 
Officer Pacifica Police Dept. 

P.O.S.T .. - Basic, InteJ:mediat.e, Advanced, 
Managem:mt, Executive Developnent 

1981 to Present, Member San Mateo County Criminal J'ustice Council 
1981 - 1983, Meml'-P..r, Bca.rd of Directors, Pacifica Ccmmnity Television 
Inc. (non-profit, local origination television station) 
1976 - 1978, ~..r, Berard of Directors, Pyramid Ali::enlatives 

I.A.CeP. 
C.P.C.A. 
CoP.O.A. 
Police Chiefs Association of San Mateo County 
Peninsula Police Officers Association of San Mateo County 
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V----I • • tI • ~-.------------.. W I 

o 1 2 3 4 5 6 1 S 9 10 
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