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VIEW FROM THE TOP

BY PEG STOMIEROWSKI

Harvey Meier

Harvey Meier, a certified man-
agement consultant, is presi-
dent of Harvey A. Meier Co. 

(HAM) and executive director of the 
Institute for ANC Director Education® 
(IADE) in Ashland, Ore. 

Since 1971, he has been advising ex-
ecutives and board members of firms, 
primarily in the Pacific Northwest. In re-
cent years, he has done more work with 
Alaska Native corporations (ANCs), 
although he’s consulted in seafood pro-
cessing in Southeast Alaska since 1985. 
IADE is conducting its third annual 
ANC Director Training Course March 
15-17 at The Hotel Captain Cook. 

Meier grew up on a Washington dairy 
farm and played collegiate football. For-
merly a professor at Oregon State Uni-
versity, he has a Ph.D. in economics and 
finance from The Ohio State University. 

ABM: How’s the view at the top?
Meier: While the economy is sputter-
ing and sluggish in sectors, there are 
pockets of opportunity for business-
people able to make prudent course 
adjustments. The key is to root out these 
opportunities. Those who hesitate to 
adapt are more likely to flounder.

ABM: How has historic recession 
impacted consulting and your 
business here?
Meier: Many independent consultants 
I know are experiencing revenue de-
clines – some are working for others 
now or pursuing alternative careers 
– and consulting firms as well are ex-
periencing declines. Because of the di-
versity and scope of our services, we’ve 
been fortunate.

ABM: What growing pains tend 
to afflict ANCs and tribal busi-
nesses?

Meier: Lack of access to financial 
and human capital poses constraints 
to facilitating and sustaining growth 
models. Bank credit has grown tight, 
loan covenant requirements are more 
stringent, private equity capital place-
ments to access external capital have 
been unavailable heretofore, and the 
ability to attract top-quality managers 
(and their families) to Alaska is an ongo-
ing challenge. 

Many ANC boards are taking steps 
to increase the knowledge, expertise 
and sophistication of directors in exer-
cising their governance and fiduciary 
responsibilities. This helps establish 
a sound legacy for the next genera-
tion of Native leadership; already fast 
emerging, their viewpoints will have a 
profound influence on their organiza-
tions. In addition, the pending potential 
changes in SBA 8(a) federal contract-
ing laws, if enacted, will require adjust-
ments in the business models of those 
ANCs seeking to win SBA Section 8(a) 
federal contracts. 

ABM: What smoothes or stymies 
merger and acquisition (M&A) 
movements, and at what stakes?
Meier: Economics aside, we have 
found that patience and open, straight-
forward communications are key. The 
mere perception that a company is be-
ing “taken over” can stymie the process 
or kill the deal, regardless of merits. 
Consummation should produce results 
for stakeholders that exceed continuing 
to go it alone. 

M&As require a substantial invest-
ment of human and financial capital. 
Legal, financial and management as-
pects of the deal must not be underes-
timated. Stakes tend to be high because 
failure to consummate often means the 
survival of one or more parties may 

be in jeopardy. Sometimes the deal 
fails because psychological aspects 
have been ignored. Of the two dozen 
viable transactions we’ve facilitated, 
most have been psychologically (versus 
financially) driven, involving such po-
tentially sensitive issues as determining 
which entity survives, naming it, and 
settling leadership and location issues. 
Such points of possible contention (or 
“deal breakers”) are best addressed 
early on to boost prospects of success.

ABM: Are family businesses 
any more prone to special chal-
lenges or blind spots?
Meier: Family businesses can be chal-
lenged by family dynamics. The ability 
of a well-run family business to sustain 
itself over generations is highly depen-
dent on family members maintaining a 
strong commitment to perpetuating the 
founding family’s value system. While 
there are plenty of failures, in numerous 
successful examples each generational 
transition exhibits its own dynamic. For 
example, the CEO of one of our clients 
is the son of one of the three founding 
brothers. All nine board members are 
family members who work in the busi-
ness. They report directly to the CEO. 
Because of the value system instilled in 
offspring by each brother, the poten-
tial “drama” of family infighting has 
been eliminated. Their business roles 
have been clearly delineated and are 
continually reinforced at their annual 
family business council meeting, which 
includes spouses and children.         ❑
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