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PREFACE 

The proceedings of the IAM Centennial Celebration represent a unique confluence of 
historical reflection and forward-looking analysis. This document serves multiple 
purposes: it preserves the historical record of our centennial gathering, provides a 
platform for contemporary management thought, and outlines our vision for the 
future of management education and practice. 

Special thanks must be extended to: 

• The University of New York in Prague and its leadership President Elias Foutsis, 
General Manager Sotirios Foutsis, and Rector Andreas Antonopoulos, for 
hosting this historic gathering 

• The Centennial Meeting Steering Committee: Professors Chris Laszlo, 
Dominique Turpin, and Danica Purg 

• The IEDC team led by Kristina Soklic that coordinated the logistics of the 
meeting 

• All fellows and participants who contributed to the inspiration, organization, 
rich dialogue, and insights captured in these proceedings 

Editorial Notes: 

• Presentations have been transcribed verbatim with minimal editing for clarity 
• Historical documents are presented in their original form with translations 

where necessary 
• Discussion sessions have been summarized to capture key themes and 

insights 

The editorial team has made every effort to ensure accuracy while preserving the 
authenticity of the discussions and debates that characterized this landmark 
gathering. 

 

Editor-in-Chief, IAM Centennial Proceedings 
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THE MINDS INVOLVED 
  
A special thank you to our fellows and guests that were involved in the inspiration, 
organization, and actual discussions that took place the meeting, both online and/or 
in presence (in alphabetical order) 
 

• Ichak Adizes: Founder of the Adizes Institute and creator of the Adizes 
Methodology for organizational transformation. He is an internationally 
acclaimed author and consultant in management. 

 
• Andreas Antonopoulos: Rector of the University of New York in Prague. A 

distinguished academic leader, he focuses on fostering innovation and 
maintaining the institution’s reputation for high-quality education and global 
partnerships. 

 
• Arnoud De Meyer: Former President of Singapore Management University and 

former Director of Judge Business School at the University of Cambridge. He is 
an expert in technology management and innovation. 

 
• Jenny Darroch: Dean of the Farmer School of Business at Miami University in 

Ohio, USA. She is an expert in marketing strategy and innovation. 
 

• Alfredo Enrione: Chancellor of The International Academy of Management. 
Director of the Center for Corporate Governance and Society at ESE Business 
School, Universidad de los Andes, Chile. He is an expert in corporate 
governance and strategy. 

 
• Elias Foutsis: President of the European Business Ethics Network (EBEN) and 

Chairman of New York College Educational Group. He has been instrumental 
in promoting ethical business practices and integrating business ethics into 
higher education curricula across Europe. 

 
• Sotirios Foutsis: General Manager of the University of New York in Prague. He 

oversees the university’s strategic operations and growth, ensuring its 
commitment to academic excellence and international education standards. 

 
• Philippe Haspeslagh: Honorary Dean of Vlerick Business School in Belgium 

and former Professor at INSEAD. He is known for his work on mergers and 
acquisitions. 

 
• Stuart Hart: Professor at the University of Vermont's Grossman School of 

Business. Professor Emeritus at the University of Michigan’s Ross School of 
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Business. He is globally renowned for his work on sustainability and Base of 
the Pyramid (BoP) strategies. 

• Andrew Hoffman: Professor at the University of Michigan’s Ross School of 
Business and School for Environment and Sustainability. A leading voice in 
sustainability and climate change, his work bridges the gap between 
environmental science and business strategy

• Luis Huete: Professor at IESE Business School in Spain, specializing in 
management and leadership. He is a renowned consultant and author of 
several books on business management.

• Jikyeong Kang: President and Dean of the Asian Institute of Management in the 
Philippines. She specializes in marketing and management education.

• Paul Laudicina: Chairman Emeritus of A.T. Kearney and founder of its Global 
Business Policy Council. He is recognized for his expertise in global strategic 
planning.

• Chris Laszlo: Professor of Organizational Behavior at Case Western Reserve 
University's Weatherhead School of Management. Author of several books on 
sustainable value and quantum leadership.

• Ondrej Landa: Professor and Managing Partner at Inventa LLP, Executive 
Development and Management Consulting, a consultancy specializing in 
leadership development and organizational change.

• Dirk Matthys: Experienced executive in the healthcare and pharmaceutical 
industries, having held leadership positions in companies like Pfizer.

• Edward Mungai: Professor at Strathmore University Business School, teaching 
Corporate Sustainability and Innovation. As CEO of the Kenya Climate 
Innovation Center, he supports climate-smart entrepreneurship and green 
business solutions across Africa.

• Günter Müller-Stewens: Professor Emeritus at the University of St. Gallen in 
Switzerland. He is known for his work in strategic management.

• Enase Okonedo: Deputy Vice-Chancellor at Pan-Atlantic University in Nigeria 
and former Dean of Lagos Business School. She focuses on corporate 
governance and risk management.
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• Jan Oosterveld: Past-Chancellor of The International Academy of 
Management. Former Executive Vice President at Royal Philips Electronics. 
Professor at IESE Business School. He has served on various corporate boards 
and is experienced in corporate strategy and governance. 

 
• Anthony Prochazka: Dean of the Business School at the University of New York 

in Prague. He specializes in global education and leadership development, 
enhancing the business school’s curriculum to prepare students for 
international careers. 

 
• Danica Purg: President of IEDC-Bled School of Management in Slovenia and 

President of CEEMAN, the International Association for Management 
Development in Dynamic Societies. She has received numerous national and 
international awards. 

 
• Joan Enric Ricart: Professor of Strategic Management at IESE Business School. 

He has published extensively on business models and strategy. 
 

• Wolfgang Schürer: Honorary Professor at the University of St. Gallen and 
former Chairman of the Foundation Lindau Nobel Laureate Meetings. He 
specializes in international relations and strategic philanthropy. 

 
• Sanjay Sharma: Dean of the Grossman School of Business at the University of 

Vermont. His research focuses on sustainable business practices. 
 

• Luc Sterckx: Experienced executive and board member in the energy sector, 
including roles at GDF Suez and Fluxys. 

 
• Dominique Turpin: European President and Professor of Marketing at China 

Europe International Business School (CEIBS). Formerly served as President 
and Dean of IMD Business School. 

 
• Robert Widing: Dean of the Weatherhead School of Management at Case 

Western Reserve University. His research interests include marketing strategy 
and management. 
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I. HISTORICAL CONTEXT 
 

A. The Founding Vision 

A century ago, in the summer of 1924, a remarkable gathering took place in Prague, 
one that would shape not only the trajectory of industrial management but also lay 
the intellectual groundwork for what eventually became the International Academy of 
Management. That first International Management Congress assembled leaders from 
industry, government, academia, and engineering societies at a time of profound 
economic, social, and political changes. It was a watershed moment, reflecting the 
aspirations of a generation determined to rebuild and advance societies using 
principles based on science, cooperation, and the conscientious application of 
knowledge to work. The Congress recognized that industry did not exist in isolation, 
and that improvements in productivity, efficiency, and human well-being were 
intertwined with the moral and cultural fabric of nations. From these beginnings 
emerged not only lasting ideas and methods but also institutional frameworks—
among them, the roots of our own Academy—which continue to inspire and guide us 
today. 

In 2024, we have reconvened in Prague to commemorate this centennial and to 
reflect on how our origins inform our present goals and future missions. Over the 
intervening century, management as a discipline has evolved dramatically. 
Globalization, technological revolutions, changes in the nature of work, and shifting 
societal expectations have required continuous adaptation. Yet, many of the 
motivations and ideas that animated the original Congress remain surprisingly 
resonant. Returning to the city where the initial debates unfolded helps us rediscover 
the spirit of those early pioneers, whose courage, intellectual rigor, and moral 
purpose anticipated so many current concerns—sustainability, ethics, social 
responsibility, and innovation. 

B. Origins in a Time of Reconstruction 

The year 1924 stood just six years after the end of World War I, a conflict that had 
dramatically altered the political and economic landscape of Europe and beyond. 
New states had been formed, boundaries redrawn, and industrial sectors faced 
severe challenges: disrupted supply lines, outdated equipment, skilled labor 
shortages, and a pressing need to restore production. Czechoslovakia, established in 
1918, found itself at the heart of Central Europe, aspiring to consolidate its 
independence and modernize its economy. In this context, Prague presented an 
auspicious venue—symbolically central, culturally rich, and striving to become an 
intellectual hub bridging East and West. 
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The event that would become known as the First International Management Congress 
emerged from a synergy of interests. Czech government officials and industrial 
leaders were keenly aware that the country’s prosperity depended on forging efficient 
industries capable of competing globally. They had followed developments in the 
United States, where Frederick W. Taylor’s principles of scientific management had 
ignited profound debates about productivity, rationalization, and the role of the 
human factor in work. American engineers, professional societies, and business 
thinkers had been experimenting with systematic methods—time-and-motion 
studies, standardization of tools, planning offices, functional foremanship—that 
promised to transform not only factories but also white-collar and governmental 
activities. 

Invitations sent from the Masaryk Academy of Work and the Czechoslovak 
Government to the Federated American Engineering Societies found a receptive 
audience. Across the Atlantic, leaders like Herbert Hoover (U.S. Secretary of 
Commerce), Morris L. Cooke, and members of the Taylor Society recognized that the 
moment was ripe for a global exchange. The Prague Congress, thus, was not a 
localized event; it was envisioned as a truly international meeting, bringing delegates 
from the United States, Poland, Yugoslavia, Romania, Russia (USSR), Belgium, 
France, Italy, Holland, Denmark, Lithuania, and other countries. This extraordinary 
range of participants signaled a collective will: to place scientific management at the 
forefront of international cooperation, peace-building, and economic revitalization. 

C. Motivations: The Drive for Efficiency, Peace, and Human Dignity 

The underlying motivations that propelled this 1924 Congress can be distilled into a 
few key themes. First, there was a pressing economic imperative. The world needed 
more goods at lower costs, less waste in production, and higher standards of living. 
Many saw scientific management as a rational method to increase productivity and 
improve the quality of products. Since Europe needed reconstruction and America 
was looking to expand its industrial frontiers, both continents searched for systematic 
approaches that could stabilize industries, create stable employment, and raise 
profits ethically. 

Second, the human dimension played a central role. Notably, the Congress did not 
merely focus on machinery, tools, and technical processes. The delegates were 
acutely aware that while production engineering might perfect machines, it was 
equally crucial to consider workers’ well-being. Discussions centered on reducing 
fatigue, ensuring health and safety, providing fair wages, and eventually granting 
workers a voice in managerial decisions. The early pioneers understood that 
humanizing work would help prevent labor disputes and forge harmony between 
owners, managers, and employees. Their vision was one of industrial democracy, 
where the worker’s individuality and creativity would be respected. 
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Third, underlying the technical and social motivations was a moral and cultural 
ambition. The participants in Prague believed that applying reason and knowledge to 
industry could facilitate not only material prosperity but also social justice and world 
peace. They reasoned that well-ordered, efficiently run industries, supported by 
scientifically informed policies, would reduce the risk of economic crises that often 
spurred political tensions and wars. By encouraging international understanding of 
best practices and cooperative research, they hoped to break down barriers of 
mistrust and lay a foundation for more peaceful international relations. 

D. Key Individuals and Institutions 

Among the personalities who influenced the Congress, Herbert Hoover stands out. 
Although he did not attend in person, Hoover, as U.S. Secretary of Commerce, had 
championed the application of scientific and engineering knowledge to reduce waste 
in American industry. His moral support, along with that of numerous American 
engineers, underscored the United States’ commitment. Similarly, in Czechoslovakia, 
President Tomáš G. Masaryk’s patronage granted the event moral authority, aligning it 
with the new republic’s enlightened ethos. The Masaryk Academy of Work took a 
central organizational role, bridging government, academia, and industry and 
symbolizing the Czech intellectual contribution to the Congress. 

The American preparatory committee included leaders from the Federated American 
Engineering Societies, the Society of Industrial Engineers, and the Taylor Society. On 
the European side, professors from Czech and German technical universities, 
representatives of major industrial concerns like the Skoda Works and Vitkovice 
Ironworks, and delegates from other European countries enriched the debate with 
varied perspectives. Together, they formed a community bound by a shared belief in 
rational, knowledge-driven progress. 

E. Core Ideas Discussed in 1924 

The Congress sessions and papers touched on a broad range of topics, which can be 
grouped into several core ideas: 

1. Foundations of Scientific Management: 
Delegates elaborated on the principles first articulated by Frederick W. Taylor 
and his successors. Topics included time-and-motion studies, planning 
functions distinct from execution, and the standardization of tools and 
methods. These technical concepts were widely recognized as essential 
building blocks for rationalizing industrial processes. 

2. Industrial Relations and the Human Factor: 
Participants stressed that labor was not a mere commodity. They examined 
how to inspire and train the workforce, how to ensure fairness in wages, and 
how to encourage participative forms of management. The debate on 
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industrial democracy hinted at systems where workers could share in profits 
and contribute ideas, thus preventing distrust and conflict. 

3. Elimination of Waste and Production Control: 
Much emphasis was placed on waste reduction—not only in terms of material 
and energy but also of time and human effort. Budgetary control, cost 
accounting, and statistical methods were presented as means to achieve 
steady improvement. These discussions aimed to overcome the haphazard 
decision-making that plagued many older-style enterprises. 

4. Application Beyond the Factory: 
The participants recognized that principles of efficiency could be extended 
beyond heavy industry and manufacturing. Agriculture, public utilities, city 
management, transportation (railways and waterways), and even national 
governance were considered fertile ground for implementing systematic 
management. This broadened scope suggests that from the outset, scientific 
management was envisioned as a comprehensive philosophy of organization. 

5. Education, Training, and the Moral Imperative: 
Finally, a recurring topic was the education of engineers, managers, and 
workers. Participants called for curricula and training programs that combined 
technical mastery with an understanding of economics, psychology, and 
sociology. Implicit was the conviction that knowledge had a moral dimension: 
the better-educated the professional, the more likely they were to uphold 
ethical standards, foster social justice, and contribute to the public good. 

F. From 1924 to 2024: A Continuing Legacy 

As we return to Prague in 2024, it is remarkable to see how closely linked our current 
priorities are to those discussed a century ago. While the specific technologies and 
geopolitical contexts have changed—today we face digital transformation, climate 
change, demographic shifts, and complex global supply chains—the underlying quest 
for rational, humane, and sustainable management remains the same. 

We can now draw a direct line from the early Congress deliberations to the activities 
of the International Academy of Management, which embodies the spirit of that first 
meeting. Over the decades, the Academy has worked tirelessly to encourage 
research, dialogue, and the dissemination of advanced managerial methods. It has 
not hesitated to adapt and incorporate new frameworks, from total quality 
management and lean production to contemporary concerns with stakeholder 
capitalism and environmental stewardship. Yet the foundational ethos—valuing both 
efficiency and human dignity, recognizing the social responsibilities of industry, and 
seeking peaceful cooperation among nations—endures as a guiding star. 

The 1924 Congress delegates would undoubtedly be surprised at some of the 
complexities we face today—artificial intelligence, global digital platforms, and fragile 
planetary boundaries would have been unimaginable to them. But they would also 
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appreciate our continuity of purpose. They believed in the potential of science, 
reason, and ethics to uplift civilizations. They advocated for technical mastery that 
never lost sight of people’s needs and rights. They championed an international 
perspective, convinced that isolated national efforts could not suffice to solve 
universally felt problems. 

One hundred years later, their insights remain relevant. As we gather to celebrate the 
centennial, we reaffirm the notion that the challenges of our era—achieving just 
transitions in the face of climate change, ensuring decent work in a time of rapid 
automation, preserving democracy and trust in public and private institutions—can 
be approached with similar intellectual courage and cooperative spirit. We stand on 
the shoulders of those who met here before us, resolved to carry forward their legacy 
of enlightened inquiry and humanitarian purpose. 

G. Conclusion 

The introduction you now read seeks to place the 2024 International Academy of 
Management meeting in the full light of our origins. By revisiting the motivations, key 
figures, and seminal ideas of the 1924 Congress, we reconnect with the foundational 
principles of scientific management. We restore to our collective memory the belief in 
science and reason not just as productivity tools, but as instruments for building a 
more equitable and peaceful world. In the century since that gathering, much has 
changed, but the core idea that management, guided by knowledge and moral 
responsibility, can help humankind flourish remains as true and urgent as ever. 

As we turn the pages to the proceedings of this centennial assembly, let us 
appreciate that we are heirs to a noble tradition. May our discussions and 
conclusions honor the legacy of the pioneers who, a hundred years ago, dared to 
imagine management not merely as a technique, but as a path to shared progress and 
human betterment. 

 

Professor Alfredo Enrione, Chancellor, International Academy of Management 
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II. OPENING SESSION: A RETURN TO PRAGUE 
 

A. Welcome Address 

Anthony Prochazka, Dean of Business School, University of New York in Prague, 
welcomed participants to the historic venue, emphasizing Prague's significance as 
the birthplace of IAM. His remarks highlighted the symbolic importance of 
reconvening in the city where the Academy's journey began a century ago. 

 

B. Chancellor's Opening Address By Alfredo Enrione, Chancellor of IAM 

[Complete transcript] 

"Distinguished fellows of the International Academy of Management, esteemed 
guests, dear friends, 

It is my great privilege to welcome you to this historic gathering as we celebrate a 
century of leadership, collaboration, and innovation that has defined the IAM. It is 
only fitting that we meet here in Prague, the birthplace of our Academy, to reflect on 
our past, confront the challenges of the present, and chart a bold course for the 
future. 

Before we embark on this reflection, I must express our profound gratitude to our 
hosts at the University of New York in Prague – President Elias Foutsis, General 
Manager Sotirios Foutsis, Rector Andreas Antonopoulos, and his executive assistant 
Olesia Granishevskaia. Your generosity has made this homecoming possible. Equal 
appreciation goes to our dedicated Steering Committee – professors Chris Laszlo, 
Dominique Turpin, and especially professor Danica Purg and her exceptional IEDC 
team, led by Kristina Soklic, whose meticulous attention to detail has shaped this 
celebration. 

One hundred years ago, in a Europe still bearing the fresh scars of the Great War, a 
group of visionaries gathered in this very city. Among them stood Tomáš Masaryk, the 
first president of Czechoslovakia, who recognized that the path to lasting peace lay 
not just through diplomacy, but through the bonds of commerce and shared 
prosperity. Their founding declaration still echoes with prescient wisdom: 

"Under the industrial civilization of today, the prosperity of the world depends 
upon the ability of each country to absorb the surplus goods which other 
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countries produce, and upon the effectiveness of industry... International 
commerce must be based upon international understanding and confidence." 

These words, proclaimed in 1924, carry even greater weight in 2024. In a world where 
artificial intelligence reshapes the meaning of work, where climate change threatens 
our very existence, and where geopolitical tensions test the fabric of global 
cooperation, we need this vision of collaborative prosperity more than ever. 

The inaugural congress declared that its chief aim was  

"to acquaint the technical and industrial circles here, through the medium of 
eminent representatives of American practice and science, with the latest 
methods of American industrial management."  

Today, our mission has evolved far beyond this initial exchange of practices. We stand 
at the frontier of a new industrial revolution, where the challenge is not merely to 
share knowledge, but to create new paradigms of management that can address the 
unprecedented challenges of our time. 

Our founders understood a fundamental truth that resonates even more powerfully 
today:  

"Wasteful and inefficient methods of manufacture mean loss of material and of 
man-power and are paid for by the people as a whole."  

But in 2024, this insight extends far beyond the factory floor. The inefficiencies we 
must now address are systemic – the waste of human potential through inequality, 
the squandering of natural resources through short-term thinking, the erosion of trust 
through failed governance. 

The parallels between 1924 and 2024 are striking, yet the scale and velocity of change 
today would bewilder even our most forward-thinking founders. We face challenges 
they could scarcely have imagined: quantum computing, biotechnology, artificial 
intelligence – technologies that don't just disrupt business models but redefine the 
very nature of human capability and responsibility. 

As we navigate today's challenges, our strength lies in a century-old insight: that 
management is fundamentally a social science, one that harnesses human creativity 
and effort for the greater good. This vision, radical for its time, still illuminates our 
path forward. 

The founders of our Academy understood something profound. While they 
championed scientific management and its emphasis on empirical analysis, they 
recognized that true efficiency wasn't merely mechanical – it was deeply human. By 
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reducing waste and improving processes, they sought not just productivity, but 
human flourishing and shared prosperity. 

The intellectual legacy of our Academy's fellows charts the remarkable evolution of 
management science. Following the foundational work of Frank and Lillian Gilbreth in 
scientific management, our fellows revolutionized our field human relations as 
central to organizational success. Later, they foresaw the rise of the knowledge 
economy and redefined management as a liberal art essential to modern society. 

Our fellows continued to transform the field through groundbreaking theoretical 
advances. Their work on bounded rationality fundamentally changed our 
understanding of organizational decision-making. Fellows like Igor Ansoff, Michael 
Porter and CK Prahalad created the frameworks for strategic management and 
competitive advantage that guide business leaders to this day, while Henry Mintzberg 
enriched our understanding of management as a blend of art, craft, and science.  

Today, as artificial intelligence and sustainability reshape our world, our 
contemporary fellows like Stuart Hart continue this tradition of pioneering thought. 
Their work on stakeholder capitalism, digital transformation, and human-machine 
collaboration carries forward our Academy's century-old mission: harnessing 
management science to serve humanity's greater good. 

Yet to truly honor this legacy, we must now think beyond traditional organizational 
boundaries. Today's challenges demand new forms of collaboration and leadership. 
We need leaders who can navigate complexity with wisdom, who understand that 
sustainable success requires both purpose and profit. Within our Academy, we must 
model these principles through genuine diversity – not just of demographics, but of 
thought and discipline – creating spaces for constructive dialogue and holding 
ourselves accountable to the highest standards of impact. 

As Tomáš Masaryk reminded us,  

"the role of the state is to serve the moral interests of all humanity."  

Today, we must expand this principle to all institutions of power and influence. In a 
world fractured by division, this message of shared purpose and common humanity 
becomes our compass. 

The challenges before us are immense, but so too is our collective capacity for 
innovation and renewal. By reimagining management as a force for global good, by 
nurturing the next generation of responsible leaders, and by fostering collaboration 
across boundaries, we can honor our legacy while crafting a future worthy of our 
founders' dreams. 
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In their words, which ring across the century to inspire us today:  

"We shall not weary in the work, the beginning of which has been so promising."  

Let this be our pledge as we step into our next hundred years – to remain unwearied in 
our pursuit of progress, diligent in our commitment to human flourishing, and 
unshakeable in our belief that management, guided by wisdom and conscience, can 
help build the world we wish to see. 

Thank you." 
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III. KEYNOTE PRESENTATIONS 
                   

THE FUTURE OF MANAGEMENT  AND LEADERSHIP 
DEVELOPMENT:  A MANIFESTO 
 

A Keynote by Professor Ichak Adizes, founder and president of Adizes institute  

 

Addressing Modern Management Needs 

The Academy must address the evolving needs of management and leadership 
development, which were not as acutely needed a century ago when the Academy 
was established and the principles of management were first articulated and taught. 

Decision implementation is critical for a company's success. In the past, this was 
less of an issue because societies were authority-driven, socio economic  
environments were simpler, and the pace of change was slower. Today, implementing 
change has become problematic as challenging authority is part of modern culture, 
technological advancements have increased the complexity of problems, and living in 
a society of abundance has made people less dependent on the company they are 
employed by and, consequently, less compliant. 

Unfortunately, implementation issues are not addressed in the curricula of 
management, leadership, or administration programs. We teach how to make good 
decisions in areas like marketing or finance, as if assuming that a good decision will 
automatically be implemented. But we all know this is not true. Who makes this 
assumption? People with no real-world experience. 

 

Faculty Composition  

Most business school faculty lack experience managing organizations. I am no 
exception—I went directly from high school to a master's program, then to a 
doctorate, and straight into teaching. This became clear to me when I was invited to 
consult for Bank of America, which, at the time, had $120 billion in assets. The 
company faced a major challenge: its culture was bureaucratic and slow to respond 
to market needs. When they asked me how to rejuvenate their bureaucracy, I realized 
I didn’t know—and worse, there was no course on how to manage change icluding 
implementing it ,  or literature in any curricula I reviewed. 
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When I requested time off to research what makes decision implementation effective, 
my department chair dismissed the idea, saying, "We are into research, not 
consulting."  

 How did this bias develop? Historically, when business schools were first 
established, they were  viewed by the academia as  "trade schools." Not serious 
scientific enough.  To overcome this inferiority complex, business schools shifted to  
focus on theoretical research at the expense of practical knowledge. For example, 
Peter Drucker was shunned at NYU because he was considered more of a journalist 
than an academic. Practical expertise has been undervalued in academia, where 
tenure is granted based on theoretical publications rather than field-tested 
management solutions. 

This academic bias has led to a decline in the perceived value of an MBA degree. 
Graduates often end up in staff roles like finance or strategic planning, where they are 
not responsible for managing change. Alternatively, they go into consulting, or 
investment banking leaving the actual implementation to others. 

Redefining Promotion Criteria 

Faculty composition must change to include action researchers—practitioners 
similar to clinical professors in medical schools. Tenure criteria should recognize 
publications in journals like the Harvard Business Review that focus on practical, 
field-tested solutions to serve client needs. 

 

Redefining the Client  

In the past, businesses were small and family-owned, with owners as the primary 
clients.  Community standing and reputation had a role in decision making. Today, 
public companies still serve the shareholders, but shareholder loyalty is to stock 
prices—not the company or the community. If a stock underperforms, shareholders 
move on, forcing leadership to focus excessively on stock prices whose price is 
impacted by earning per share now or in the future. 

This focus on profits has driven companies to destructive practices. For example: 

• Exploiting developing countries by maintaining low resource and labor costs, 
creating political instability. 

• In military-industrial companies, viewing wars as opportunities to sustain 
profits. 

• Polluting the environment 
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Modern management must redefine who is  the client. Shareholders are stakeholders, 
not the true clients. Stakeholders, includes the employees, must be satisfied to 
cooperate. The clients organizations should serve are not just those in the market 
needs but also the environment and nature itself. Leadership development programs 
must embrace this broader perspective. How? By expanding leaders' minds and 
opening their hearts to maintain organizational health. 

 

Understanding Organizational Health 

The most important things in life are understood by their absence. 

• We don’t value health until we are sick. 

• We don’t appreciate democracy until we experience dictatorship. 

• We don’t recognize the value of love until it’s gone. 

 Organizational health is crucial for sustainable success. 

 

Success = f(External Integration ÷ Internal Disintegration) 

 

Organizations are systems composed of subsystems, each changing at different 
speeds. For instance: 

• Marketing evolves rapidly. 

• Sales adapts more slowly. 

• Production moves even slower. 

These differing speeds create gaps, or internal disintegration, which manifests as 
"problems." Internal disintegration consumes energy, leaving the company with little 
to address external challenges. 

 

PAEI: The Essential Managerial Functions 

Through fieldwork, I identified four essential managerial functions that perform the 
functions  necessary for organizational health. They  need to be continuously aligned 
not to experience chronic disintegration: 
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1. P – (P)roductivity: for  Effectiveness in the short term. 

2. A – (A)dministration: for   Efficiency in the short term. 

3. E – ( E)ntrepreneurship: for Effectiveness in the long term. 

4. I –  (I)ntegration: for Efficiency in the long term. 

The roles are in conflict 

• P vs. A: Focusing on effectiveness can harm efficiency. 

• Short-term focus (P, A) vs. Long-term focus (E, I). 

No single individual can excel in performing all the roles simultaneously.  

The solution? Complementary teams, where different styles perform different 
functions working together,. 

What is blocking it?  Lack of effective protocols to handle conflict of styles and 
addiction to Individualism.  

Managerial styles when they perform only one PAEI function: 

• Type 00E0 – The Arsonist: Big ideas, constantly changing. “It’s too late for you 
to disagree with me—I’ve already changed my mind.” They are seldom right 
but never in doubt. 

• Type 0A00 – The Bureaucrat: Focused solely on efficiency, they are highly 
organized and precise but often rigid. They are "precisely wrong" rather than 
"approximately right." Plans are strictly adhered to, even when those plans are 
obsolete. 

• Type P000 – The Firefighter: Completely short-term focused. Their mantra is, 
“Why waste time in meetings? Act first, ask questions later.” 

• Type 000I – The Soaped Fish: Prioritizes harmony and consensus. Their 
behavior is marked by statements like, “Let’s see what everyone thinks,” or 
“You misunderstood what I meant to say.” 

Building Trust and Respect 

Good management involves having a complementary team that works without 
destructive conflict. How? After 50 years of research, I’ve concluded: 

• If there is mutual trust and respect, conflict is constructive. 
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• If there is no mutual trust and respect, conflict is destructive—in marriage, in 
business, in a country or in any relationship. 

Examples on Country levels 

Why has Switzerland not fallen apart, while Yugoslavia did? Switzerland is composed 
of Germans, Italians, and French, which should create chaos. However, Switzerland 
thrives because of a culture of mutual trust and respect. 

Despite lacking natural resources, Switzerland has two major industries: banking, 
which relies on trust, and pharmaceuticals, which thrives on respect. Their culture of 
mutual trust and respect is their most valuable resource. Compare it to Yugoslavia 
which had a variety of religions and ethnic groups who had no respect nor trust for 
each other. The country fell apart. And in the Middle east there will be no sustainable 
peace until mutual trust and respect is established.  

 

Management curricula does not teach the necessary protocols that build mutual trust 
and respect. OD and Coaching by and large apply psychological variables in 
promoting trust and respect. I found them to be insufficiently effective and 
disappointing in managing change 

 

Addiction to Individualism 

Management development has changed its title and focus  over the years: 

1. Initially called "administration" (Graduate School of Business Administration). 

2. Then renamed "management."( Graduate School of Management )  

3. Later referred to as "executive programs." 

4. Now, it is about "leadership." 

 Why those changes?  Because what we were teaching did not produce the desired 
results.  Why? The common denominator to all the programs: We aimed to develop 
individuals capable of excelling in all roles necessary for managing change. Since no 
single person can perform all these roles, changing titles and curricula could not  
achieve the desired outcomes. 

What’s needed is to break free from Western society's bias toward individualism and 
need to train how to compose complementary teams and how to co lead without 
destructive conflicts. 



 

 19 
 

  

 

Organizational Structure Matters 

For sustainable organizational health and thus success  the four PAEI roles need to be 
positioned in the organizational structure correctly.  

1. Marketing  not reporting to sales: Marketing should focus on long-term 
market conditions, while sales is short-term oriented to achieve immediate 
results. When marketing reports to sales, the short-term wins, and the 
company becomes disconnected from the market. 

2.  When Engineering reports to production, engineering becomes limited to 
maintenance  serving production rather than driving innovation. 

3. CFO/CAO Consolidation: Centralizing finance, accounting, human 
resources, IT, legal, and other administrative functions under one person 
concentrates power in a way that blocks change. It creates a fortress of status 
quo protectors,  those performing the (A) function, making change 
management  necessary for survival  nearly impossible to implement. 

 

Organizational architecture which is critical for managing change,  because it defines 
how power and authority should be allocated,  is not taught  at all.  

 

Dysfunctional universal management development Developing nations are 
ongoing developing  in spite of all the support of other nations because their 
management culture has not evolved. Historically, agricultural societies focused 
solely on P (productivity). The  Administrative function  (A) and  the entrepreneurship 
(E) function  born during the industrial revolution, were, in many cases, in developing 
nations provided by the  colonial powers. The colonialist left and took with them the 
(A) and. (E ) functions making the  developing countries deficient in (A) and (E). ( 
consulting for President Vicente Fox od Mexico I pointed how the whole executive 
branch of government is deficient in delivering both (A) and (E ).Same with Ghana and 
India.)  

Developing nations will remain stuck developing  unless their educational systems 
are revamped—from nursery schools onward—to develop the A and E roles. 
Management development programs exported from developed nations  are often 
dysfunctional  because they address the needs for management development  of the 
exporting country for (I)  and (P)  rather than those of the host country in need of (A) 
and (E ). 
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Leadership with a Heart 

 Expanding the mind by  understanding the role management has to keep the 
organization healthy, by creating and nurturing an organizational culture of mutual 
respect and trust is not enough.  We need to develop the heart as well. Why? 

The evolution of leadership mirrors human development: 

1. In nomadic societies, the strongest hunter was the leader. 

2. In agricultural societies, the person with the most sheep became the leader. 

The common denominator: possession, power, muscle.  

3. During the industrial revolution, intelligence became the key to leadership. The 
emphasis moved from muscles to brain.  

4. Today we live in the information era where brain power is the most critical 
variable for success.  

But now, we are entering a new era. Artificial intelligence is replacing the human 
brain. What’s next? The heart. AI has none nor can have it. Companies that lead with 
their heart will gain a competitive advantage. 

A Practical Example 

In Mexico, one of my clients operated stores in poor neighborhoods. I suggested: 

• Clean up areas in the neighborhood that are neglected, full with trash.  

• Convince suppliers to donate a basketball court for local kids. 

• Have store employees volunteer two hours a week to play with the kids. 

The result? 

• Suppliers benefited from brand promotion. 

• The company gained customer loyalty worth millions because the best way to 
gain loyalty of someone is to take care of their kids. . 

• The community thrived. After one year, one million children had participated in 
cleaning up their neighborhoods. 
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Leadership Development Curriculum 

In cooperation with the Bar Ilan University,  Adizes Institute has  developed a 
leadership development curriculum designed to address these challenges.  The 
proposed undergraduate program spans three years: 

1. Year One:  Following Aristotle’s belief that a good leader is a philosopher 
classes  on the philosophy of various disciplines: sociology, political science, 
technology, mathematics, history, psychology, ethics, etc  are being offered. . 
This broadens students’ perspectives beyond money-making. 

2. Year Two: Classes in core business disciplines like marketing, accounting, 
statistics, and microeconomics are being offered. 

3. Year Three is dedicated to  change management and leadership, including the 
following courses: 

o Diagnosing organizational problems caused by change, with a focus on 
life cycles. 

o Learning the protocols how to solve strategic chronic problems in a 
complementary team setting with mutual trust and respect . 

o Developing effective energy flows within organizations, 
institutionalizing bottom-up flow. 

o Defining missions for every organizational unit by identifying both 
internal and external clients and their needs 

o Structuring organizations for both short- and long-term effectiveness 
based on their life cycle stage. 

o Mining accounting data to enhance managerial accountability and 
flexibility through decentralization. 

o Strategic planning, contingent on the company’s life cycle stage, with a 
focus on productivity and structural readiness. 

o Designing rewards and compensation systems appropriate for each life 
cycle stage. 

o Learning the protocols for building a culture of mutual trust and respect 
to minimize internal energy waste and maximize external 
competitiveness. 
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Additionally, students are obliged to  intern throughout the program with nonprofit 
organizations managing a project that impacts the quality of life of needy people. The 
purpose is  to cultivate empathy, compassion, and heart-centered leadership. 

 

1. (An Offer The Adizes Institute has already developed and is teaching the third 
year  courses in its Executive Development program.  It tested the material 
taught  across industries and cultures worldwide in 52 countries over the last 
fifty years, see testimonials www.adizes.com. With 26 books published in 36 
languages the Institute is ready to collaborate with any university interested in  
this curriculum. Contact Rufat@adizes.com). 

 

Closing Thoughts 

The world stands at a crossroads. One path leads to increasing conflict and 
destruction; the other, to growth through diversity and relationships based on  mutual 
trust and respect. 

 We need leaders and managers who share this vision—leaders who can address 
modern complexities for sustainability ,with  empathy, and responsibility for the well 
being of our planet. 

Thank you. 
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The Role of Management and Management Scholars in Addressing 
Today’s Global Challenges: It’s Time to Rejuvenate the Intellectual 
and Moral Training of Future Business Leaders 

A keynote address by Professor Andrew J. Hoffman, Holcim (US) Professor of 
Sustainable Enterprise at the University of Michigan 

Introduction to the Teaching Crisis 

I want to talk about teaching. I feel that we as management scholars have ignored this 
central element of who we are. The legacy we're going to leave is in the classroom. Yes, 
our research is important, but our teaching is, in my opinion, more important and has 
been neglected. While this talk may have a US-centric focus, we might say a Western 
Business School focus, we all are working in the same institutional environment, and 
I'm hoping you will see things that resonate for your own world. 

The Climate Change Challenge 

Business schools have woken up to the issue of climate change, and this is a good 
thing. When we think about climate change, the market is causing it and, in my opinion, 
the market has to solve it. The market is the most powerful orienting force on earth. You 
can lament that fact, but it is a fact. If we're going to solve this problem, the market has 
to be turned towards solving it. 

I find it personally gratifying that business schools are focusing on this now, because 
when I first started working on this topic in the early 90s, when I knocked on professors' 
doors at the business school, almost all of them said, "What are you doing here? This 
has nothing to do with business - go to a school of public policy." My first interview for 
a job after graduating from a Top Tier Business School told me "We love your stuff on 
institutional theory, but we think you're too focused on the environment." They turned 
me down for a job. How things have changed in the 30 years since I've been doing this. 

However, I don't think it's focused on the right things. I don't think the approach is 
capturing the magnitude of what we face. It is really being presented within business 
schools as a win-win - it's an opportunity to make money, the idea that we can just 
come up with a new widget, a new service, sell it on the market, make ourselves rich, 
and solve climate change. I simply don't think it's that simple. 

The Business Case Problem 

We're doing our students a disservice when we teach them that the only way to make a 
decision in business school or in business is to make the business case - to make the 
business case about an opportunity to make more money. Many of the challenges we 
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face are going to require some win-lose discussions. How do you sunset the fossil fuel 
sector? How do you deal with the drop in GDP that will happen because of climate 
change? 

That map created by Brookings measured the reduction in GDP on the county level in 
the United States by the end of the century, showing large areas of the country that are 
going to have a significant drop in GDP, upwards of one-third. How are we going to deal 
with that? There's going to have to be upfront costs. 

I found this political cartoon that captures it - these people looking out at the world 
burning and saying, "somehow we need to monetize this and quickly." We will only 
address climate change if we can make money. The CEO of ExxonMobil just said this 
recently - the only way that ExxonMobil will focus on climate change is if you create a 
situation where they can make money from it. That's problematic. It's as absurd as 
making the business case not to commit suicide. 

James Gamble, a corporate attorney, wrote a compelling essay in Medium called "The 
Most Important Problem in the World." He argued that what we are teaching business 
students and what business executives are forced to do is adopt a mentality of 
sociopathic personality disorder - they only focus on themselves, they only care about 
money, and they push their problems onto everybody else. If we are producing those 
kinds of people in the market, we're doomed. 

The Social Domain 

Let's bring this into the social domain. Let's say we train women business students, 
and they become CEOs of their company, and they look out and realize women are paid 
85 cents on the dollar compared to men. If we're only teaching students that they can 
fix that if they make more money, they won't fix it, because it will cost money to equalize 
the pay gap. But is it the right thing to do? Yes. Should they do it? Yes. 

If we only teach them that you can only do things if you make the business case, it 
leaves our students impoverished, because at the root of it, the problems that we're 
facing are much deeper than just something that we can add on to the curriculum. 

The Crisis of Capitalism 

To my mind, the issue before us is that capitalism is faltering. Our present variant of 
capitalism is faltering, and that's an important point. These aren't radical voices saying 
this - consider these perspectives: 

• Joseph Stiglitz, Nobel Laureate in economics: "Capitalism needs to be saved 
from itself" 



 

 25 
 

  

• Paul Polman: "Capitalism is a damaged ideology that needs to be reinvented for 
the 21st century" 

A lot of people know that we have a problem and we have to deal with it. Yet we're 
teaching students to go into the form of capitalism that is causing these problems. 

Environmental Domain 

The problems are multiple. Climate change is just one marker of a broader concern 
called the Anthropocene. The planetary boundaries framework shows where we want 
to stay to maintain a safe operating space for humans and other life forms. Yet, we are 
crossing the boundary on six of the nine planetary boundaries: 

• Climate change 
• Fresh water availability 
• Land system change 
• Biodiversity loss 
• Species extinction 
• Nitrogen and phosphorus cycles 

These are not environmental issues - they are systems breakdowns. To fix a system 
breakdown, you have to fix the system that causes it. That system is capitalism. I'm not 
arguing that we should throw out capitalism. I'm saying that we need to amend it, tend 
to it, and adjust it. 

Social Domain 

Income inequality in this country in particular is growing to levels we have not seen 
since the Gilded Age. Consider these statistics: 

• According to RAND Corporation, between 1975 and 2020, $50 trillion was 
transferred from the bottom 90% of wage earners to the top 1% 

• In 2019, the 26 richest billionaires owned as many assets as the 3.8 billion 
people who make up the poorest half of the planet's population 

• By 2023, those same 26 people had more money than the US Treasury 

The important point isn't just that they have all this money, but that money comes with 
political influence. If they live in a completely different world than the rest of the 
population and they influence politics, they'll influence for their own interests, and the 
vast majority of people will get left behind. 



 

 26 
 

  

The Economics of Shareholder Capitalism 

We can even look at the economics or the promise of shareholder capitalism. The 
whole idea was to align CEO salaries with the share price, and they'll do what's in the 
best interest of the company. But that actually hasn't worked either: 

• Between 1978 and 2020, CEO pay increased 1,460% - that's eight times more 
than corporate profits and 28% more than the Standard & Poor's index 

• In 1965, the ratio of CEO to typical worker compensation was 20 to 1; by 2021, 
it reached 400 to 1 

• Looking at the period of shareholder capitalism (starting around 1970) 
compared to the managerial capitalism that preceded it, productivity has gone 
down and return on investment has gone down 

The State of Business Education 

Our form of business education is also broken. Warren Bennis in 2005 wrote about 
"How Business Schools Lost Their Way." His argument was that we have adopted this 
idea that we are supposed to do contributions to theory, neglecting the real needs of 
business and business students, and we have adopted a self-destructive metric of 
success - how many A-level publications do you have? Not how are you influencing the 
practice of business in the world around us. 

The Student Factor 

Research shows that management schools draw students who score high in what's 
called the Dark Triad - they score high in narcissism, psychopathy, and 
Machiavellianism compared to students who go into other schools around the 
university. Our students are more selfish when they come in, and this is what we're 
drawing. 

Consider the movie "Wall Street" and the famous "greed is good" speech. Oliver Stone 
wrote that speech as a morality tale, wanting us to hate Gordon Gekko. Yet Michael 
Douglas delivered it with such gravitas that people came up to both Stone and Douglas 
saying that speech made them want to go to business school. That's what people think 
business is, and that's what we're drawing. 

The Impact of Business Education 

Management education enhances self-monitoring and the importance of self-oriented 
values - students become more selfish and care more about what other people think 
of them. I see it every year around graduation time when it comes to getting offers. 
They're going where the highest money is. Will that make them happy? That doesn't 
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matter. They want to go where the highest money is because they care what other 
people think of them. 

A recent study from the National Bureau of Economic Research looked at businesses 
in the United States and Denmark over five years. They found that companies run by 
managers with business degrees reduced their wages by 6% in the United States and 
3% in Denmark, with no discernible increase in profits or sales. Non-business 
managers did not show the same labor effect. 

The Path Forward 

Rethinking Business Education 

We need to: 

1. Think about the future of shareholder capitalism and what will replace it 
2. Train students to be stewards of the market 
3. Teach about multiple capitalisms around the world 
4. Reexamine the purpose of the firm 
5. Address the role of business in government and vice versa 
6. Stop teaching that technology will solve all problems 
7. Rethink metrics of success 
8. Reconsider competition and trade 

The Management as a Calling Program 

At the Ross School of Business, I developed a program called "Management as a 
Calling" with support from the Arthur Vining Davis Foundations. I take students on 
weekend retreats at the beginning and end of their final year, running them through 
guided exercises to discern their calling or vocation in management. I take away their 
cell phones and social media - I don't teach it, I put them in a context to find it 
themselves. 

Obstacles to Change 

Three major obstacles stand in the way of making changes in business schools: 

1. Rankings: We're such slaves to rankings that it homogenizes schools. We all 
want to be the same thing. 

2. Rewards and Incentives: Faculty are rewarded for academic publications, not 
classroom innovation. 

3. Institutional Challenge: All schools need to move simultaneously - donors, 
students, recruiters, all of this has to move together. 
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Hope for the Future 

Our students are ready and waiting. They're becoming more uncomfortable with the 
current content they're receiving. As one student quoted in the Financial Times said: 
"Yes, we're going to be the ones who have to tackle how to keep the planet alive, but 
we're just children. It's up to teachers to tell us what we should know. Our generation 
wants business schools to be the grown-ups and take a lead, rather than simply 
respond to student demands." 

Conclusion 

I want to end with this adapted quote from the Mayo Clinic: "The moral and societal 
duty of an academic is to advance science, move the care of their constituents, and 
share knowledge. As educators, our job is not to create knowledge obscura, trapped in 
ivory towers and only accessible to the enlightened. The knowledge we create and 
manage needs to impact our communities." 

This is our challenge and our opportunity. We must step forward to create meaningful 
change in business education that serves both our students and society. 

 

Thank you 
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IV.- GOLDEN THREADS OF LEADERSHIP AND INNOVATION: 
INSIGHTS FROM THE IAM CENTENNIAL CONVERSATIONS ON 
VISION, CHANGE, AND GLOBAL IMPACT 

A summary document prepared by Professor Alfredo Enrione 

Introduction 

As Chancellor of IAM, it is my honor and privilege to present this special collection of 
insights gleaned from the IAM Centennial Celebration in Prague. This historic 
gathering brought together an extraordinary group of leaders, visionaries and 
practitioners in the art and science of management. From keynote addresses to 
informal discussions, the event became a rich tapestry of ideas, experiences and 
reflections on the past, present and future of our field. 

In an effort to preserve the wisdom exchanged during the event, I meticulously audio-
recorded the formal proceedings, capturing keynote speeches and panel 
discussions. However, in a twist of serendipity, the recording devices continued 
rolling throughout the day and into the evening—during coffee breaks, informal chats, 
lunches, and even late-night conversations over dinner. What was initially an 
unintended oversight soon revealed itself as a treasure trove of candid reflections, 
unfiltered insights, and authentic exchanges between some of the most brilliant 
minds in management. Impromptu exchanges became the catalyst for brilliant new 
perspectives. And unfiltered thoughts surfaced transformative insights on leadership, 
innovation and change. 

Within the thousands of transcript pages was a treasure trove waiting to be 
unearthed. Using AI tools, I combed this vast archive to identify the golden threads--
the recurring themes, provocative ideas, and timeless wisdom that collectively paint 
a portrait of the evolving landscape of leadership and management. 

This collection distills those threads into a cohesive narrative, organized around the 
great challenges and opportunities facing leaders today. It explores the foundations 
of leadership, the power of vision and purpose, the imperatives of change and 
innovation, the arts of collaboration and resilience, the mandate for sustainability, 
and the future of management in a technological age. 

But this is more than a static record of what transpired. It is an invitation to engage 
with the ideas, an impetus for reflection, and a call to action. The dialogues captured 
in these pages are not meant to conclude, but to continue--in boardrooms and 
classrooms, offices and shop floors, across sectors and cultures. They remind us of 
the enduring power of coming together to learn, to share, and to co-create the future. 
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As you explore this collection, I encourage you to approach it not as a definitive 
treatise, but as a springboard for your own curiosity and growth. Question the 
assumptions. Probe the paradoxes. Follow the threads that resonate and discover 
where they lead. For it is in grappling with the ideas, testing them in practice, and 
expanding them through lived experience that true wisdom emerges. 

The IAM Centennial was a once-in-a-lifetime convergence of brilliant minds and 
passionate souls. By distilling their collective insights, we hope to inspire and 
empower leaders everywhere to build on this legacy--to dream bigger, reach higher, 
and forge ahead with courage and conviction. The future will be shaped by those who 
dare to lead. May the wisdom in these pages be your guide. 

 

Leadership Foundations and Evolving Roles 

Any exploration of the future of leadership must begin with a reflection on its 
foundations. The discussions at the Centennial revealed a keen awareness that while 
the context of leadership may change, its core remains constant. Integrity, 
authenticity, and a commitment to service emerged as the bedrock upon which great 
leadership is built. 

Ethical leadership was a recurring theme, with many stressing that as the challenges 
facing organizations and society grow more complex, the moral compass of leaders 
becomes all the more critical. In an age of blurred boundaries and competing 
stakeholder demands, leaders must be unflinching in their commitment to doing 
what is right, not just what is expedient. 

Equally important is self-awareness--the ability to understand one's strengths, 
limitations, biases and motivations. Several participants shared personal journeys of 
growth, emphasizing that leadership begins with mastering oneself before presuming 
to lead others. Cultivating emotional intelligence, they noted, allows leaders to 
navigate charged situations with empathy, build trust, and bring out the best in 
diverse teams. 

Yet even as they affirmed these timeless principles, the discussions revealed a 
recognition that the roles and expectations of leaders are evolving. In an increasingly 
VUCA world--volatile, uncertain, complex, and ambiguous--leaders must be more 
adaptive, resilient, and comfortable with ambiguity. They must balance decisiveness 
with humility, vision with practicality, and short-term execution with long-term 
transformation. 

A powerful insight emerged that leadership is not a destination but a lifelong journey 
of learning. The best leaders, it was observed, remain perpetual students--curious, 
open to new ideas, and committed to continuous growth. They seek out diverse 
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perspectives, learn from failure, and view every challenge as an opportunity to expand 
their capabilities. 

This growth mindset, participants agreed, is essential for leaders to stay relevant and 
effective in a rapidly changing world. Whether through formal development programs, 
peer learning circles, or reflective practices, the most impactful leaders are those 
who never stop evolving. They understand that leadership is not a title or position, but 
a responsibility to keep rising to the occasion. 

As the conversations unfolded, a portrait emerged of the leader of the future--one 
who combines unwavering ethics with bold vision, deep self-awareness with an 
insatiable appetite for growth, and operational excellence with transformative 
impact. While the specifics may vary by context, these leadership foundations, if 
cultivated with intention and care, will remain the keys to unlocking individual and 
organizational potential in the years to come. 

 

Vision and Purpose-Driven Leadership 

"Vision without action is merely a dream. Action without vision just passes the time. 
Vision with action can change the world." This maxim, shared by one participant, 
echoed throughout the Centennial as a powerful reminder that leaders must be more 
than dreamers--they must be doers with direction. In an age where purpose and profit 
are increasingly intertwined, the ability to articulate a compelling vision and translate 
it into meaningful strategies has become a leadership imperative. 

The discussions highlighted that vision is not just about painting an inspiring picture 
of the future, but about providing clarity and focus amidst complexity. By defining a 
shared purpose and aligning teams around common goals, great leaders give their 
organizations a "true north" to navigate by. They turn ambiguity into action, obstacles 
into opportunities, and competing priorities into a cohesive plan. 

Yet this is easier said than done. Participants shared candid stories of the challenges 
of driving change, overcoming resistance, and sustaining momentum. They 
emphasized that vision alone is not enough--it must be communicated relentlessly, 
role-modeled consistently, and reinforced through systems and processes. Only 
when vision cascades from the top and is embraced at every level can its full 
potential be realized. 

A key insight was that most employees yearn for meaning in their work. By connecting 
organizational goals to a larger purpose--be it societal impact, scientific progress, or 
customer transformation--visionary leaders tap into a deep well of intrinsic 
motivation. They give people a reason to believe, a cause to rally around, and a sense 
of pride in being part of something greater than themselves. 
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This is the heart of purpose-driven leadership--the recognition that organizations are 
not just economic entities, but societal institutions with the power to drive positive 
change. Whether it is advancing sustainability, promoting equity and inclusion, or 
solving complex global challenges, the most admired organizations are those guided 
by a purpose beyond profit. 

But the discussions also revealed a nuance--that purpose without pragmatism can 
lead to disillusionment. To be effective, visionary leaders must balance aspiration 
with execution, values with value creation. They must make tough trade-offs, navigate 
constraints, and ensure that inspiring words are backed by intentional deeds. 

When done right, this alchemy of vision and action creates a legacy that endures. 
Throughout the Centennial, stories were shared of leaders whose impact lasted well 
beyond their tenure--who built not just successful companies, but thriving 
communities and transformed industries. Their secret, it was noted, was not just in 
what they accomplished, but in the culture and capabilities they left behind. 

As the pace of change accelerates and the stakes grow higher, the need for visionary 
leadership has never been greater. Leaders who can paint a picture of a better 
tomorrow while delivering results today will be the architects of progress. And those 
who can connect purpose to performance will leave a legacy that stands the test of 
time. 

 

Organizational Change and Agility 

If vision is the destination, then change is the journey. The Centennial dialogues were 
rich with insights on how leaders can navigate the complexities of organizational 
transformation in an age of disruption. From digital revolutions to shifting social 
contracts, the imperative to adapt has become a constant--and with it, the need for 
leadership agility. 

A recurring theme was that change is not an event, but a capability. Rather than 
reacting to disruptions, the most successful organizations anticipate and embrace 
them. They build agility into their DNA through flexible structures, dynamic processes, 
and a culture of experimentation. And they are led by individuals who thrive in 
ambiguity, learn quickly, and inspire others to do the same. 

Yet the conversations also revealed that driving change is as much an art as it is a 
science. Leaders must balance the tension between stability and transformation, 
between the need for control and the imperative to empower. They must 
communicate a compelling case for change while acknowledging the fears and 
concerns of those impacted. And they must role-model the behaviors they seek to 
cultivate, even as they challenge the status quo. 
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Empathy emerged as a critical leadership skill in times of transition. By genuinely 
understanding and addressing the human dimension of change--the anxieties, the 
sense of loss, the desire for security--leaders can build trust, mitigate resistance, and 
enlist support. They recognize that behind every data point is a person, and behind 
every initiative are individuals whose lives will be altered. 

Yet empathy alone is not enough. The best change leaders, it was noted, combine 
interpersonal savvy with executional discipline. They break down silos, build 
coalitions, and create alignment around shared goals. They set clear metrics, track 
progress, and celebrate wins along the way. And they are relentless in their follow-
through, knowing that the difference between a transformative vision and a failed 
initiative often lies in the details of implementation. 

Another insight was that change is not linear, but cyclical. Even the most successful 
transformations encounter setbacks, resistance, and unintended consequences. 
Leaders must be prepared to course-correct, learn from missteps, and sustain 
momentum through the inevitable valleys of doubt. 

This is where resilience and adaptation come into play. By cultivating a growth 
mindset, embracing failure as feedback, and encouraging calculated risks, leaders 
can create organizations that are not just change-ready, but change-seeking. They 
can build teams that view challenges as opportunities, setbacks as stepping stones, 
and uncertainty as an invitation to innovate. 

As the discussions unfolded, a picture emerged of agility as an organizational asset--
one that requires continuous investment and leadership attention. In a world where 
change is the only constant, the ability to adapt and evolve has become a core 
competence. And those who master it will not just survive disruption, but thrive 
because of it. 

 

Leading Innovation and Creativity 

Innovation was a persistent thread throughout the Centennial--and for good reason. 
In an era of exponential technological change, disruptive business models, and rising 
customer expectations, the ability to innovate has become a prerequisite for survival, 
let alone success. Yet as many participants noted, unleashing creativity in large, 
complex organizations is easier said than done. 

One barrier is the very structures and processes that enable operational excellence. 
Hierarchies, silos, and standardization--while necessary for efficiency--can stifle the 
free flow of ideas and the cross-pollination that sparks breakthroughs. Leaders must 
therefore find ways to create "pockets of creativity" amidst the pressures of the day-
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to-day--to carve out space for experimentation, risk-taking, and serendipitous 
connections. 

This starts with psychological safety--creating an environment where people feel 
empowered to challenge assumptions, voice unconventional ideas, and take smart 
risks without fear of reprisal. Several leaders shared how they model vulnerability, 
acknowledging their own uncertainties and missteps to create a culture of openness 
and trust. They emphasized the importance of "failing forward"--celebrating learning 
over perfection and viewing setbacks as opportunities to grow. 

Yet psychological safety alone is not sufficient. To translate ideas into impact, 
innovation must be woven into the fabric of the organization--its strategies, 
structures, and systems. Participants discussed various approaches, from dedicated 
innovation teams and incubators to company-wide challenges and hackathons. The 
common thread was creating mechanisms to surface, test, and scale promising 
ideas--and to do so with speed and agility. 

Another insight was that innovation is not just about generating novel ideas, but about 
solving real problems. The most impactful breakthroughs, it was noted, emerge from 
a deep understanding of customer needs, market trends, and societal challenges. 
Leaders must therefore create a culture of curiosity and customer-centricity--one 
that prizes external perspective, encourages empathy, and focuses relentlessly on 
value creation. 

This requires breaking down barriers--not just between departments, but between the 
organization and the world it serves. Several participants shared examples of co-
creation with customers, partnerships with startups, and collaboration with 
academia and civil society. By tapping into external networks and diverse 
perspectives, organizations can expand their innovation horizons and accelerate the 
journey from insight to impact. 

Yet even the best ideas will fail without executional excellence. Innovation leaders, it 
was emphasized, must be ambidextrous--able to toggle between creative ideation 
and disciplined implementation. They must set clear innovation goals, allocate 
resources strategically, and create governance mechanisms to prioritize and manage 
risk. And they must balance the tension between the desire for control and the need 
for autonomy--providing guidance and support while empowering teams to 
experiment and iterate. 

Perhaps the most powerful insight was that innovation is fundamentally a human 
endeavor. While technology may be the enabler, it is people who are the source of 
creativity and the drivers of change. Leaders who foster a culture of curiosity, 
collaboration, and courage--who tap into the intrinsic motivation and collective 
intelligence of their teams--will be the ones who shape the future. 



 

 35 
 

  

In an age of disruption, innovation is not just a nice-to-have, but a necessity. The 
organizations that will thrive will be those that can harness the power of creativity to 
solve complex challenges, create new markets, and deliver lasting value. And the 
leaders who will make a difference will be those who can inspire, empower, and 
unleash the innovators within. 

 

Collaboration and Team Building 

"If you want to go fast, go alone. If you want to go far, go together." This African 
proverb, shared by one participant, encapsulates a fundamental truth about the 
nature of work in the 21st century. As the challenges facing organizations grow more 
complex and the pace of change accelerates, the ability to collaborate effectively has 
become a key differentiator. The Centennial dialogues were rich with insights on how 
leaders can foster teamwork, build trust, and harness the power of diversity to drive 
results. 

A recurring theme was the importance of psychological safety in creating a 
foundation for collaboration. When people feel safe to express ideas, admit mistakes, 
and challenge the status quo without fear of reprisal, they are more likely to bring their 
full selves to work and contribute their unique perspectives. Leaders must therefore 
model vulnerability, empathy, and openness--creating an environment where it is 
safe to be human. 

Yet psychological safety is not about avoiding conflict--in fact, several participants 
argued that healthy tension is essential for team effectiveness. The key is to create a 
culture of "productive discomfort"--where diverse views are not just tolerated but 
actively sought out, where robust debates are encouraged but not personal, and 
where the best ideas win regardless of hierarchy or status. 

This requires leaders to be skilled facilitators--able to draw out different viewpoints, 
navigate competing agendas, and find common ground. They must create structures 
and processes for effective decision-making, ensuring that all voices are heard while 
driving towards alignment and action. And they must model inclusive behaviors--
actively seeking out and amplifying marginalized perspectives and creating a sense of 
belonging for all. 

Another insight was that collaboration is not just about working together, but about 
learning together. The most effective teams, it was noted, are those that view every 
project as an opportunity to grow--to expand their skills, challenge their assumptions, 
and gain new insights. Leaders must therefore create a culture of continuous 
learning--one that values curiosity, experimentation, and reflection. 
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This involves providing opportunities for cross-functional exposure, encouraging 
knowledge sharing, and creating space for after-action reviews and feedback loops. It 
also means fostering a growth mindset--celebrating progress over perfection and 
viewing failures as opportunities to learn and improve. When teams embrace a 
learning orientation, they become more adaptable, resilient, and innovative. 

Several participants also emphasized the importance of shared purpose in driving 
collaboration. When teams are united by a common mission and a sense of meaning, 
they are more likely to transcend silos, put aside differences, and work towards 
collective goals. Leaders must therefore articulate a compelling vision, connect 
individual roles to the larger purpose, and celebrate milestones along the way. 

Yet collaboration is not just an internal imperative--increasingly, it is an external 
necessity. In a world of complex, interdependent challenges, no single organization 
has all the answers. The most successful leaders, it was noted, are those who can 
build bridges across sectors, disciplines, and geographies--forging partnerships, 
alliances, and ecosystems to tackle shared challenges. 

This requires a new set of leadership skills--the ability to navigate power dynamics, 
bridge cultural differences, and find win-win solutions. It involves letting go of control 
and embracing a more facilitative, inclusive approach to leadership. And it means 
being comfortable with ambiguity and adapting on the fly as situations evolve. 

As the nature of work becomes more collaborative and the boundaries of 
organizations become more porous, the role of the leader is shifting from command-
and-control to connect-and-enable. Those who can build high-trust, high-performing 
teams--who can harness the power of diversity and create cultures of learning and 
purpose--will be the ones who can solve the great challenges of our time. And those 
who can collaborate across boundaries will be the bridge-builders, the change-
makers, and the pioneers of progress. 

 

Resilience and Crisis Leadership 

Amidst the aspirational visions and bold strategies shared at the Centennial, there 
was also a sober recognition of the realities of leading in a volatile and uncertain 
world. From geopolitical instability to climate change, technological disruption to 
social unrest, the challenges facing leaders are growing more complex and the stakes 
are getting higher. The ability to navigate crises, bounce back from setbacks, and 
adapt to change has thus become a leadership imperative. Throughout the dialogues, 
participants shared insights and strategies for building resilience at both the 
individual and organizational levels. 
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A key theme was the importance of preparation. Just as athletes train for peak 
performance, leaders must build their resilience muscle before crises hit. This 
involves developing self-awareness, cultivating a support network, and practicing 
self-care. It also means scenario planning, stress-testing strategies, and building 
organizational slack to absorb shocks. 

Yet even the best-laid plans can be upended by the unexpected. In the heat of a crisis, 
leaders must be able to make tough decisions with incomplete information, 
communicate clearly in the face of uncertainty, and project calm amidst chaos. 
Several participants shared stories of leading through natural disasters, financial 
meltdowns, and reputational crises--emphasizing the critical importance of 
authenticity, empathy, and adaptability. 

One insight was that crises often reveal character. Leaders who are transparent about 
challenges, take responsibility for missteps, and prioritize the wellbeing of their 
people are more likely to emerge with trust intact. Those who resort to denial, blame-
shifting, or short-term fixes often see their credibility erode and their organizations 
unravel. 

Another key lesson was the power of purpose in times of upheaval. When 
organizations have a clear sense of who they are and what they stand for, they are 
better able to make tough trade-offs, rally stakeholders, and find opportunity amidst 
adversity. Several leaders shared examples of pivoting business models, redeploying 
resources, and partnering in new ways to meet the needs of the moment and emerge 
stronger. 

Participants also emphasized the importance of learning from crisis. By conducting 
after-action reviews, capturing lessons learned, and integrating insights into future 
plans, organizations can build muscle memory and increase their resilience over 
time. This requires a culture of openness, a willingness to acknowledge missteps, and 
a commitment to continuous improvement. 

Yet perhaps the most powerful insight was that resilience is not just about bouncing 
back, but about bouncing forward. In the wake of a crisis, there is often an 
opportunity to reimagine, reinvent, and rebuild in ways that are more sustainable, 
equitable, and future-proof. Leaders who can seize these moments--who can inspire 
hope, galvanize action, and paint a picture of a better tomorrow--will be the ones who 
not only survive disruption but thrive because of it. 

As the pace of change accelerates and the scale of challenges grows, resilience has 
become a leadership imperative. Those who can cultivate it in themselves, their 
teams, and their organizations will be better equipped to navigate the turbulence 
ahead. And those who can lead through crisis with courage, compassion, and 
conviction will be the ones who shape a future that is not just resilient, but 
resplendent with possibility. 
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Sustainability and Global Impact 

One of the most resonant themes of the Centennial was the growing imperative for 
leaders to think beyond the bottom line and consider their impact on people, planet, 
and posterity. As the world grapples with the existential threats of climate change, 
rising inequality, and social upheaval, the role of business in driving positive change 
has moved from the periphery to the center of leadership discourse. 

Participants shared a range of perspectives on what sustainability means in practice--
from reducing environmental footprints and promoting circularity to advancing social 
equity and supporting community resilience. Yet across these diverse approaches 
was a common recognition that sustainability is not an add-on, but an integral part of 
value creation and risk mitigation. 

Several leaders emphasized the business case for sustainability--arguing that 
companies that embed environmental, social, and governance (ESG) considerations 
into their strategies outperform those that don't. They cited examples of reducing 
costs through energy efficiency, driving innovation through product stewardship, and 
building brand trust through responsible sourcing and community engagement. 

Yet others pushed back on the notion of sustainability as a competitive advantage, 
arguing that it is a moral and existential imperative. In a world of finite resources and 
interconnected systems, they contended, the pursuit of endless growth is not just 
unsustainable but unconscionable. Leaders must therefore redefine success beyond 
shareholder returns to include the wellbeing of all stakeholders and the health of the 
broader ecosystem. 

This requires a fundamental shift in mindset--from a focus on short-term profits to 
long-term value creation, from a view of business as separate from society to one that 
is deeply embedded in it. It involves rethinking business models, redesigning supply 
chains, and collaborating with unconventional partners to tackle systemic 
challenges. And it means having the courage to make tough choices, challenge 
entrenched interests, and lead change at a scale and pace commensurate with the 
crises we face. 

Participants shared examples of companies leading the way--from adopting science-
based targets for emissions reduction to investing in regenerative agriculture, from 
advancing diversity and inclusion to supporting the UN Sustainable Development 
Goals. Yet they also acknowledged the limitations of individual actions and the need 
for collective leadership to drive systems change. 

This led to a robust discussion of the role of business in shaping policy, influencing 
consumer behavior, and mobilizing industry action. Some argued that companies 
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have not just a right but a responsibility to advocate for policies that level the playing 
field and enable sustainable practices to become the norm. Others cautioned against 
corporate overreach and emphasized the need to partner with government, civil 
society, and community stakeholders in pursuit of shared goals. 

A key insight was that sustainability leadership requires a new set of skills and 
competencies. It involves systems thinking to understand complex 
interdependencies, emotional intelligence to build trust and bridge divides, and 
adaptive leadership to navigate uncertainty and drive change. It also requires a global 
mindset to appreciate diverse contexts and a long-term orientation to consider 
intergenerational impacts. 

Several participants shared examples of innovative approaches to building these 
capacities--from immersive learning experiences that expose leaders to different 
realities to cross-sector collaborations that tackle wicked problems. They 
emphasized the importance of humility, curiosity, and a willingness to learn from 
diverse perspectives--including those of critics and activists. 

As the Centennial dialogues made clear, the journey to sustainability is not a 
straightforward path but a winding road with many detours and obstacles. It requires 
leaders who are willing to challenge orthodoxies, make bold commitments, and 
persevere in the face of setbacks. It involves uncomfortable trade-offs, unintended 
consequences, and the humility to course-correct as circumstances change. 

Yet amidst the complexity and uncertainty, there was also a palpable sense of 
possibility and purpose. As one participant put it, "We are the first generation to feel 
the impact of climate change, and the last that can do something about it." In rising to 
this challenge, leaders have the opportunity to not just ensure the survival of their 
organizations, but to build a thriving, inclusive, and regenerative future for all. 

The road ahead will not be easy, but it is necessary. And those who lead the way with 
courage, conviction, and compassion will be remembered not just for the products 
they made or the profits they earned, but for the world they helped create. In the end, 
this may be the ultimate measure of leadership--not just to do well, but to do good, 
and to leave the world better than we found it. 

 

The Future of Organization and Work 

Amidst reflections on timeless leadership principles, the Centennial dialogues were 
also animated by a palpable sense of looking forward--to the profound shifts 
reshaping the landscape of organizations and work. From the rise of artificial 
intelligence and the gig economy to the changing expectations of a multigenerational 
workforce, the very nature of how we organize, collaborate, and create value is in flux. 
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Participants explored the implications of these shifts for leaders--both the challenges 
they pose and the opportunities they present. A recurring theme was the need to 
redefine the relationship between organizations and their stakeholders, particularly 
employees. As the boundaries of firms become more porous and the loyalty of 
workers becomes more fluid, leaders must rethink old assumptions about control, 
commitment, and value creation. 

Several participants argued that the future of work will be defined by the rise of 
networks over hierarchies, ecosystems over entities. In this view, successful 
organizations will be those that can orchestrate webs of contributors, partners, and 
communities towards shared goals--providing platforms for collaboration, learning, 
and innovation. Leaders, in turn, will need to excel at building trust, aligning 
incentives, and fostering cultures of autonomy and accountability across diverse and 
distributed teams. 

Others emphasized the importance of purpose and meaning in attracting and 
retaining top talent. With growing expectations for work to provide not just a paycheck 
but a sense of fulfillment and impact, leaders must create environments that tap into 
people's intrinsic motivations and connect their contributions to a larger mission. This 
requires not just inspiring rhetoric but authentic actions that demonstrate a 
commitment to values and social responsibility. 

Technology was another prominent theme, with participants debating its role in 
augmenting or replacing human capabilities. Some saw the rise of AI and automation 
as an opportunity to free people from routine tasks and unleash their creative 
potential. Others expressed concern about the potential for job displacement and 
widening inequality, emphasizing the need for responsible innovation and proactive 
reskilling. 

A key insight was that technology is not a panacea, but a tool that can be harnessed 
for good or ill. Leaders must therefore approach it with a blend of optimism and 
caution--embracing its potential to drive efficiency and innovation while also 
mitigating its risks and unintended consequences. This requires not just technical 
savvy but ethical judgment, systems thinking, and a deep understanding of human 
behavior and societal impacts. 

Participants also explored the implications of demographic shifts, particularly the 
aging of the workforce and the rise of the millennial and Gen Z cohorts. Some saw 
intergenerational differences as a source of tension and misunderstanding, with 
clashing expectations around communication, feedback, and career development. 
Others emphasized the potential for mutual learning and synergy, with older workers 
bringing wisdom and experience and younger ones bringing fresh ideas and digital 
fluency. 
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The key, many agreed, is to create inclusive environments that value diversity in all its 
forms--not just of race, gender, and background, but of age, perspective, and 
approach. This requires leaders to be skilled at bridging differences, fostering 
belonging, and creating opportunities for cross-generational mentoring and 
collaboration. It also means being attuned to the unique needs and aspirations of 
different cohorts while finding common ground around shared purpose and values. 

Ultimately, the dialogues made clear that the future of organization and work is not a 
fixed destination but an ongoing journey of adaptation and reinvention. As the pace of 
change accelerates and the complexity of challenges grows, leaders must cultivate 
the agility, resilience, and foresight to navigate uncharted terrain. They must be willing 
to question old assumptions, experiment with new models, and learn from both 
successes and failures. 

Yet amidst the uncertainty and disruption, there was also a sense of excitement and 
possibility. As one participant put it, "The future is not something to be predicted, but 
to be created." In rising to this challenge, leaders have the opportunity to not just 
respond to change but to shape it--to build organizations that are more agile, more 
innovative, and more human-centered. And in doing so, they can help create a future 
of work that is not just productive, but purposeful and fulfilling for all. 

The path forward will require courage, humility, and a willingness to embrace the 
unknown. But if the Centennial dialogues made one thing clear, it is that the 
leadership community is more than up to the task. By coming together to share ideas, 
challenge assumptions, and inspire action, they demonstrated the enduring power of 
collaboration and co-creation. And by holding fast to timeless principles while also 
leaning into the future, they modeled the kind of leadership that will be essential for 
navigating the complexities ahead. 

In the end, the future of organization and work is not just about technological 
breakthroughs or business models, but about human potential and shared prosperity. 
It is about creating environments where people can thrive, contribute their unique 
gifts, and find meaning and connection in their labors. And it is about building a world 
where economic growth goes hand in hand with social progress and environmental 
sustainability. 

This is the great challenge and opportunity of our time--and one that will require the 
best of our collective leadership. As we look to the future, let us do so with both hope 
and determination, knowing that the choices we make and the actions we take will 
shape the contours of work and life for generations to come. And let us draw strength 
and inspiration from the dialogues of the Centennial, which remind us that when great 
minds come together in the spirit of shared purpose, there is no limit to what we can 
achieve. 
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Conclusion 

As we come to the close of this collection, it is my hope that these insights have not 
only informed but inspired--that they have sparked new ideas, challenged old 
assumptions, and rekindled a sense of purpose and possibility. For while the 
Centennial may be over, the conversation is just beginning. 

The golden threads that emerged from these dialogues--the timeless principles and 
innovative perspectives, the hard-won lessons and bold aspirations--are not meant to 
be admired from afar, but to be woven into the fabric of our daily lives and leadership 
practices. They are an invitation to reflect deeply, to question courageously, and to 
act decisively in pursuit of a better future. 

For leadership, at its core, is about creating change. It is about seeing possibilities 
where others see problems, mobilizing people around shared purpose, and having 
the courage to take risks and challenge the status quo. It is about harnessing the 
power of diversity, building bridges across divides, and shaping cultures of trust, 
resilience, and innovation. 

These are not easy tasks, especially in a world of accelerating change and growing 
complexity. But as the Centennial dialogues made clear, they are necessary and 
noble ones. For in rising to the challenges of our time, leaders have the opportunity to 
not just ensure the success of their organizations, but to contribute to the flourishing 
of people, communities, and the planet. 

This will require new ways of thinking and being--a shift from short-term gains to long-
term value creation, from siloed competition to ecosystem collaboration, from 
extractive practices to regenerative approaches. It will demand a reckoning with 
uncomfortable truths and a willingness to confront systems of power and privilege. 
And it will call for a deeper commitment to lifelong learning, ethical reflection, and 
personal growth. 

None of this will be easy, but it is possible. And it starts with each of us--with the 
choices we make, the actions we take, and the legacy we leave. As we go forward 
from the Centennial, let us do so with renewed resolve and a heightened sense of 
urgency. Let us draw strength from the wisdom of those who came before us and the 
potential of those who will come after. And let us remember that leadership is not a 
destination, but a journey--one that we are all called to take. 

For in the end, the true measure of our leadership will not be in the accolades we 
receive or the titles we hold, but in the lives we touch, the communities we serve, and 
the world we help create. It will be in the golden threads we weave--the ideas we 
ignite, the connections we forge, and the ripples of impact we set in motion. 



 

 43 
 

  

As Chancellor, it has been my great privilege to witness the brilliance, passion, and 
commitment of this leadership community firsthand. And it is my even greater honor 
to invite you to continue the conversation--to take these insights and run with them, 
to adapt them to your unique context and challenges, and to pay them forward to the 
next generation of leaders. 

For while the Centennial may be a milestone, it is not an endpoint. It is a waypoint on 
an ongoing journey of discovery, growth, and impact. A journey that will take us to 
new frontiers and test our resolve, but also open up new horizons of possibility and 
purpose. 

So let us go forward with courage, conviction, and compassion. Let us lead with both 
our heads and our hearts, our minds and our souls. And let us never forget the 
awesome responsibility and incredible opportunity we have to shape a future that is 
not just prosperous, but just, sustainable, and full of promise for all. 

The golden threads are in your hands now. May you weave them with wisdom, grace, 
and an unwavering commitment to making a positive difference in the world. And may 
they serve as a reminder of the enduring power of coming together, sharing ideas, and 
daring to lead. 

With gratitude and in service, 

Professor Alfredo Enrione,  

Chancellor of the International Academy of Management 
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V.- SHAPING THE FUTURE OF MANAGEMENT EDUCATION AND 
PRACTICE: THE IAM INTO ITS SECOND CENTURY  
Introduction 

As the International Academy of Management (IAM) celebrates its centennial 
anniversary, it is an opportune moment to reflect on the organization's mission and 
chart a course for the future. In an increasingly complex and interconnected world, 
management education and practice must adapt to address emerging challenges and 
opportunities. IAM, with its rich history and global network of experts, is uniquely 
positioned to lead this transformation. 

This document outlines the key concerns and elements of a new mission for IAM, as 
well as the action plan to achieve its goals. By aligning its efforts with the needs of 
modern organizations and fostering collaboration across sectors, IAM aims to shape 
the future of management education and practice for the betterment of society. 

Key Concerns and Elements of a New Mission 

During the centennial discussions, IAM fellows raised several critical concerns 
regarding the current state of management education and research. These concerns 
will inform the development of a new mission statement for the organization: 

1. Relevance and impact: Management research and teaching often lack 
practical relevance and fails to address the most pressing issues faced by 
organizations and society. IAM's new mission should emphasize the 
importance of promoting research that is actionable, impactful, and grounded 
in real-world challenges. 

2. Holistic approach to management education: Current management 
education tends to overemphasize functional views and technical skills while 
neglecting the human dimensions of leadership, ethics, and social 
responsibility. IAM's mission should advocate for a more balanced and 
integrative approach that prepares future leaders to navigate complex 
challenges with both competence and integrity. 

3. Responsible management practices: The narrow focus on short-term 
financial gains has led to unsustainable and irresponsible business practices. 
IAM's mission should prioritize the promotion of responsible management that 
creates long-term value for all stakeholders and contributes positively to 
society and the environment. 

4. Global collaboration and dialogue: In an interconnected world, management 
challenges transcend borders and disciplines. IAM's mission should emphasize 
the importance of fostering global collaboration and dialogue among scholars, 
practitioners, and policymakers to develop innovative solutions and share best 
practices. 
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To finalize the new mission statement, IAM has appointed a steering committee 
comprised of distinguished fellows and thought leaders. The steering committee will 
work collaboratively to refine the key elements and craft a compelling mission 
statement that reflects IAM's values and aspirations. The final mission statement will 
be presented to the IAM board for approval no later than March 2025. 

Key Elements of the Action Plan 

Recognizing the challenges in directly influencing management education and 
research, IAM has developed a sequenced action plan that adopts a strategic 
approach to achieving its goals. The following elements form the core of this action 
plan, with each step building upon the previous one: 

1. Engaging receptive leaders: As a first step, IAM will focus on identifying and 
engaging business, social, and political leaders who are aligned with its vision 
for the future of management education and practice. By building relationships 
with these influential individuals, IAM aims to create a network of advocates 
who can help amplify its message and provide valuable resources and support 
for its initiatives. This will involve:  

o Identifying leaders whose public statements and actions demonstrate a 
commitment to responsible management practices and a holistic 
approach to business education 

o Leveraging the personal networks of IAM members to establish 
connections with these leaders 

o Organizing exclusive events and discussions that bring together IAM 
members and receptive leaders to exchange ideas and build 
relationships 

2. Building a coalition for change: With the support of influential leaders, IAM will 
work to build a broader coalition of organizations and individuals who share its 
vision for transforming management education and practice. This coalition will 
include management schools, professional associations, think tanks, and other 
stakeholders who can help drive the agenda for change. IAM will:  

o Establish partnerships with organizations that have complementary 
goals and expertise 

o Create platforms for dialogue and collaboration among coalition 
members 

o Develop joint initiatives and research projects that demonstrate the 
value of a more holistic and responsible approach to management 

3. Influencing curriculum and research: As the coalition gains momentum and 
influence, IAM will leverage its resources and partnerships to drive changes in 
management curriculum and research. This will involve:  
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o Working with management schools to pilot new courses and programs 
that integrate functional views and technical skills with ethics, 
sustainability, and leadership development 

o Collaborating with academic journals and funding bodies to promote 
research that is relevant, impactful, and aligned with IAM's mission 

o Engaging with accreditation bodies and ranking organizations to 
incorporate IAM's principles into their evaluation criteria for 
management schools 

4. Scaling impact and sustaining change: To ensure that the changes in 
management education and practice are sustained over the long term, IAM will 
focus on scaling its impact and embedding its principles into the broader 
ecosystem. This will involve:  

o Disseminating best practices and case studies from successful 
initiatives to encourage wider adoption 

o Developing business  programs and resources for faculty and business 
leaders to support the implementation of new approaches 

o Advocating for policy changes that create an enabling environment for 
responsible management practices and holistic business education 

Conclusion 

As IAM embarks on its second century, the development of a new mission and the 
implementation of its action plan will position the organization at the forefront of 
shaping the future of management education and practice. By focusing on relevance, 
impact, and responsible leadership, IAM aims to empower organizations and 
individuals to create positive change in an increasingly complex and interconnected 
world. 

The success of this endeavor will depend on the active engagement and contributions 
of IAM's members, partners, and stakeholders. By working together towards a shared 
vision of responsible and impactful management, IAM can create a lasting legacy that 
benefits organizations, communities, and society as a whole. 
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VI.- APPENDIX: SELECTED PAGES FROM THE PROCEEDINGS OF 
THE FIRST INTERNATIONAL MANAGEMENT CONGRESS IN 
PRAGUE 1924  

 
















































