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Peter F Drucker on Management*  
Prof Drucker, you have defined management as a practice rather than a 
science. Do you think that this definition will be held in the future? Which 
trends can be expected in the development of management? In your opinion, 
which will dominate, rather hard or rather soft elements of prosperity in today’s 
understanding? 
Peter F Drucker: Management is definitely not a “science”, as the word 
“science” is used in the English-speaking countries. It is equally not an “art”. It 
is a Practice. In that, it is similar to medicine, which it resembles in a good 
many other respects as well - for instance, in the need in many situations for a 
careful diagnosis, rather than a standard prescription. And, as in medicine, the 
results are not “scientific”. A successful doctor is one who cures his patients. A 
successful executive or manager is one whose enterprise prospers. In medicine 
you have a good number of foundation disciplines which are the “medical 
sciences”: chemistry, physiology, anatomy, and so on. But the end result is not 
knowledge as it is in a “science”. It is a cured patient. Management, similarly, 
has a substantial number of foundation disciplines. A successful manager must 
know a fair amount of psychology, for instance; a fair amount of economics; a 
fair amount of statistics - which, by the way is the one area where most 
executives today are most deficient. But at the same time, these are foundations 
rather than the practice itself. 
Management resembles medicine also, in that there is both a “hard” side to it 
and a “soft” side to it. The physician needs a lot of standard data, from taking 
the patient’s temperature, to taking the patient’s weight, and to prescribing a 
specific diet, or a specific medicine. But the physician also needs to look at the 
patient as a human being, and not as an inanimate object. Similarly, the 
executive in any organization, whether a business, a non-profit organization, or 
a government agency, needs both “soft” and “hard” skills. 
In both areas we are in a period of tremendous changes. Look at the “hard” 
areas first. Globalization - and it is no longer future but very much present - 
demands a good deal of very “hard” knowledge - of markets; of customers; of 
non-customers; of changing technologies. It demands clear and quantifiable 
goals. It demands a fair amount of very “hard” skills such as cash-flow 
management and foreign-exchange management. 
At the same time there are fundamental changes in the composition of the work 
force. The center of gravity of the working population is rapidly shifting from 
people who work with their hands to people who are “knowledge workers”.  

                                           
* This interview was conducted by Radim Vlcek, Jan Trunecek and Ivan Nový while Prof 

Drucker received a honorary degree from the Prague University of Economics in 1997. 
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This demands an enormous number of new “soft” skills. The knowledge worker 
has to be managed quite differently from the manual worker. Productivity of 
knowledge work - and we so far know little about it - is basically different from 
the productivity of the manual worker, whether the manual worker is a farmer, a 
factory worker on the assembly line, or the clerk in the retail store who brings 
the merchandise from the stockroom into the store and puts it on the shelf. In all 
manual work - whether in the factory or on the farm - work programs the 
worker. The task determines what the worker does. The question for the last 
hundred years, that is for the period in which we have been working on the 
productivity of manual work, is not what the job should be. It is how it should 
be done. 
The knowledge worker is not programmed by the job. The knowledge worker, 
whether we talk of a manager in a business, or of a professor in the classroom, 
very largely has to determine what the task is. For the manual worker we took 
this for granted. For the knowledge worker it has to be defined. This is a 
challenge both for the knowledge workers themselves, and for the people with 
whom they work. 
And in all fields we are facing a period of tremendous change in basic 
technologies - information technology is only one of them, though perhaps the 
most visible one. Manufacturing, as a technology - last studied and changed in 
the early 1920s - is rapidly becoming different, both in theory and in practice. 
The most radical change, however, is one very few executives so far pay any 
attention to. It is the change in the oldest part of a modern enterprise, the 
accounting system. Fundamentally, our accounting system goes back to the 13th 
century. The only change since then is now seventy years old: manufacturing 
cost accounting was developed in the 1920s, both in the US and in Germany. 
Both the traditional accounting and the traditional cost accounting are 
hopelessly obsolete. The new accounting is however emerging fast. There is 
activity-based accounting, which is about to replace traditional cost accounting. 
It also gives us, for the first time, decent cost information about non-
manufacturing organizations whether a department store, a bank, a hospital, or a 
university. 
Economic-chain accounting is coming equally fast. Our traditional accounting 
system focuses on the legal entity, that is, the individual firm. 
But this is a meaningful entity only for shareholders, for creditors, and for 
employees - but for nobody else, and above all not for the customer. Within the 
economic chain, from raw material to ultimate consumer or user, even the 
biggest firm is only a fairly small link. And so, to be able to manage costs - 
increasingly critical in a world which is becoming globally competitive - we 
need to know what the real costs are. Economic-chain accounting - originally 
developed in the US some sixty years ago and now practiced above all by the 
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Japanese - enables us to put activities where the ratio between costs and results 
is most favorable. This underlies, for instance, the entire move toward 
outsourcing that is so prominent in the US today, and is beginning to be equally 
prominent in Japan. 
Another major accounting innovation: we have to move from pricing that is 
based on costs, which is what we have been doing for hundreds of years, to 
costing that is based on price. We have to start out with what the customer is 
willing or able to pay, and then go back step by step to fit the costs to the 
predetermined price. 
Equally important, and equally “hard,” is the growing need to define in an 
enterprise both, what its basic assumptions are regarding the outside world, 
regarding markets; regarding customers; regarding competition. And then the 
enterprise has to define what its core competencies are. Finally, it has to match 
its core competencies to the assumptions regarding the outside world on which a 
business bases itself. I call this the Theory of the Business - and it is in rapid 
flux and change. 
But so are the “soft” skills. Not very long ago, I sat down with a very old and 
very big client, one of the world’s biggest automobile manufacturers. And we 
spent several days to think through what business policy and business strategy 
might have to be when people no longer buy their automobiles from a dealer, 
but buy them on the Internet as they are already beginning to do, both in Japan 
and in the US. We started out with the assumption that in fifteen years from 
now there might be no automobile dealer left. But then, we will still have to 
service the car. We will still have to repair it. And we will still have to organize 
a used-car market. These changes will require very considerable and novel 
“hard” skills. But equally, we concluded, such changes will require an almost 
total re-thinking of the relationship between manufacturer, distributor, and 
customer. It would require, also, almost totally different promotion. 
In other words, any change today requires that we use “both hands,” the “soft” 
one and the “hard” one. 
Just look at the implications of the fact that with modern information 
technology there is no need anymore for the big central office. The skyscrapers 
which we built so assiduously since the end of the Second World War, are likely 
to be obsolete in another fifteen years. There is no reason why people who do 
support work, bookkeeping and accounting for instance, need to commute into 
the big city the way they now do all over the world. It is much easier and much 
cheaper to bring the work to them. 
North America’s largest insurance company - probably the world’s largest life 
insurance company altogether - does not handle its claims in ist New York head 
office. It sends them on an airplane to Ireland. Leaving New York at six in the 
evening, they arrive - with an eight-hour time differential - at Shannon Airport 
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at eight in the morning, Irish time. By nine, they are already being worked on in 
a number of small decentralized offices all over the countryside. Ireland has 
both the highest unemployment rate in Western Europe, and extremely well 
educated people so that there is no shortage of people who can do this work. At 
five in the afternoon the same day, the claims are all settled. Each has been put 
into an envelope together with the check. Because of the time difference they 
arrive back in New York an hour earlier than they left Ireland. The same 
evening, they are being sent out all over the US by one of the courier services. 
Similarly, there is no reason any more why any one university should do its 
supporting work in-house. In the US I have been working with a number of 
medium-sized universities - colleges with 2,000 to 5,000 students - centralizing 
their support work wherever there is a good supply of clerical workers - and that 
means a small town, rather than the downtown campus where the university 
itself is located. But how do you supervise people like these? 
We are outsourcing more and more work which means that more and more 
people who work with a company are not employed by the company, but by the 
outsourcing contractor. How do you lead such people, many of whom may work 
for the same outsourcing customer for many years, but who are still not its 
employees? Increasingly we see alliances, joint ventures, partnerships of all 
kinds - in part because this is the only way to do business in a lot of countries, 
and in part because no one company any more can generate all the technology it 
needs. So companies - and not only companies but hospitals and universities as 
well - find themselves working with partners whom they cannot command. A 
partnership is a marketing relationship and not a command relationship. 
We will, in conclusion, have to develop increasingly both far greater and very 
different ”hard” skills, and far greater and very different “soft” skills. This is 
why the management school is so important. It is the one place where these new 
skills can effectively be developed and effectively be taught and effectively be 
disseminated. 

Knowledge is, and will be one of the basic sources of a postcapitalist society. 
What’s your opinion regarding the role of education in this context? 
Peter F Drucker: One definition of knowledge work is that it requires formal 
education. No one has ever learned the multiplication table by “apprenticeship.” 
No one has ever learned anatomy by “apprenticeship.” More and more of the 
competencies we need have to be based on a formal learning. So education is 
surely going to be the center of any developed economy. 
If I may put in an important aside. The fastest developing area of the world in 
the last ten or fifteen years has been Mainland China. And yet, one has to be 
very careful about going into China, and not only because of the political 
uncertainties. The supply of educated people is simply not there. The quality of 
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the Chinese student is unbelievably high. But there simply are not enough of 
them to staff a modern economy. China has a population of a billion, two-
hundred million people. But it has not even half as many university students as 
has Japan, with about 10% of China’s population, and less than one-tenth as 
many university students as the US, which has not quite one-fifth of China’s 
population. Anyone who has gone to China to do business has found that you 
can get a few top people of very high quality. But you cannot get middle 
management. You cannot get technical people. And this is the major reason why 
I am still very reluctant to accept the wide-spread belief that in ten years from 
now China is going to be an economic super-power. 
What even you in the Czech Republic may not know - very few people do - is 
that the modern educational system is a Czech product. Have you ever heard of 
Amos Comenius - his original name, of course, was Komenich - the great Czech 
educational reformer? A Hussite pastor, he fled Prague when the Habsburg 
suppressed the Czech uprising in 1620. He spent the rest of his life in England 
and Holland. It was Comenius who created the modern school. He invented the 
primer and the textbook. And he was the first man in history to advocate 
universal compulsory education. We now badly need a new Comenius. We have 
to integrate the tremendous opportunities of information technology into the 
educational system. The printed book - invented in the West, 550 years ago - 
did not revolutionize the school until Comenius, 200 years later. The computer 
and the Internet will revolutionize elementary school much faster for the simple 
reason that the computer is unbelievably “child-friendly” - one only has to look 
at the sheer happiness of a nine-year-old working on and with a computer. This, 
in turn, will enable the teacher to be many times more effective. Routine 
learning the computer does better than any teacher, with infinitely more 
patience. This, in turn, enables the teacher to concentrate on the strengths of a 
child. It enables the teacher to teach. Today teachers, especially in elementary 
schools, spend most of their time on custodial tasks such as keeping order in the 
classroom. The computer does a much better job at that. 
But equally, we have to change our image of education. Most people still 
believe that one stops learning when one begins working. We still look upon 
each kind of school, the elementary school, the gymnasium, the university, as 
terminal. We will have to learn that real learning begins when traditional 
schooling ends. We then have to learn that the institutions of education, and 
especially the universities, will accompany the educated people all their lives. 
These educated people, whether they are engineers, or physicians, or marketing 
people, or chief executives - in fact, especially chief executives - will have to 
come back to the university again, and again, and again. In fact, every highly-
educated person who has been out of school more than five years - the engineer, 
the chemist, the computer scientist, the physician, the lawyer, and so on, are 
becoming obsolete, and need to go back to school to learn again. 
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One of the fundamental differences between the traditional society - the one we 
have now had more or less for 5,000 or 6,000 years - and the knowledge society 
which we are entering, is that skills are fundamentally different from 
knowledge. Skills change very slowly. My name, as you know, means Printer, 
and my ancestors were printers in Amsterdam, for almost 250 years, from 1517 
to the middle of the 18th century. During that entire period not one of my 
ancestors had to learn anything new. Printing did not change until the middle of 
the 19th century, that is, until another hundred years after my ancestors’ firm 
went out of business. 
Socrates, as we all know, was a stone mason. If he came back to life again and 
went to work in a masons’ yard, he would find that absolutely nothing has 
changed. He’d use the same tools to turn out the same product. But a nephew of 
mine, who is a distinguished radiologist in the New York City area, and 
professor of radiology at one of our leading medical schools, goes back to 
school as a student every three years for three to six weeks. Otherwise he would 
soon be hopelessly out of date. The same is true of the engineer. The same is 
true of everybody who is getting paid for putting knowledge to work. The 
school; its productivity; its focus; its competence; and above all its willingness 
to educate the adult, will become the critical element in every advanced and 
developed society, as it already is the critical organ of development in the 
emerging countries. The achievements of Japan, of Korea, and now of Thailand 
or Malaysia, all rest on their educational system and especially on the university 
system. 
At the end of the Korean War in 1953, Korea was the world’s most destroyed 
country - far more destroyed than Germany or Japan or Russia were at the end 
of World War II. And it was 90% rural. Today, forty years later, it is a fully 
developed country. The secret: for ten years we had 300,000 young Koreans as 
guests of the United States in American universities. In my classes at New York 
University during those years I always had twenty or thirty Koreans in every 
course. And so, Korea could compress into thirty years what it had taken the 
Japanese a century, and what it had taken the West 200 or 250 years. 
The knowledge society as it is developing is a society in which schools - from 
kindergarten to post-graduate - are what the church was to the Middle Ages. 
Very few schools (and even fewer teachers) know that as yet, or are willing to 
think through what it means for the way they do their own job. This is going to 
be one of our major tasks ahead. 

In your book „Postcapitalist Society“ you have written: “The function of 
capital will be more and more in creating conditions for effective use of 
knowledge. Management will use capital in a higher degree for the support of 
its own efficiency than for its control.” This new social structure you have 
called “a socialism of pension funds” and in the above mentioned book you 
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prefer the term “capitalism of employees”. Could you explain your view about 
this problem? 
Peter F Drucker: I chose the term “Pension Fund Socialism” quite deliberately 
to shock people twelve years ago. I wanted them to realize that something 
totally unexpected had happened. Let me say by way of explanation that ten or 
twelve years ago, practically nobody in the United States had realized that the 
pension funds had become the dominant owners of the equity capital of 
American Industry, and the dominant lenders to industry, especially big 
companies, as well. 
Also, the term “Socialism” is technically completely correct. Socialist doctrine 
defines “Socialism” as ownership by the employees (or workers) of the means 
of production. This, of course, is what has happened. The employees of America 
(but also of Japan or of Chile, to name but two other countries) through their 
pension funds are the owners of industry, and especially of the big companies. 
My use of the term “Socialism” had the desired shock effect. Twelve years ago, 
when I coined the term, nobody was aware of the profound shift in the basic 
ownership and therefore in the basic social structure of the most highly-
developed countries. By now, there is hardly any issue of a legal or an economic 
journal without a heated discussion of the implications of the shift of economic 
power to the pension fund; of what it means for the law; for society; for the 
economy, and for the governance of corporations. 
And yet, in retrospect, my coining that term was a mistake. Very few people, it 
seems, realize what “Socialism” originally meant, and what it still means in 
Socialist doctrine. For most people, “Socialism” means ownership of the means 
of production by the State. 
However, to call the new economic structure “Employee Capitalism,” as I did in 
one of my later books, is probably also a mistake. Here is something that has 
happened - and it is a profound change. But we have no term for it yet. In fact, 
we do not yet understand it. In the recent re-issue of the Pension Fund book, I 
changed the title to “The Pension Fund Revolution,” and side-stepped the nasty 
question what this new economic structure means and what it should be called. 
It will need a name, but above all it will have to be understood. And while I 
tried eleven or twelve years ago, to analyze it - and so far my analysis has worn 
well - the real implications still have to be thought through. The relations of the 
Pension Fund to its beneficiaries, that is, to the present employees who are 
going to be its future beneficiaries, and to the businesses which finance the 
Pension Fund, are still to be clarified and defined. But at least we have reached 
the point where we know that here is a new and important phenomenon. And we 
know that we have to come to grips with its legal, social, economic, and 
political problems. 
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The management of non-profit organizations is a problem in the Czech Republic 
as well. You wrote a whole book about this problem. Could you in more detail 
describe the most important problem connected with non-profit organization 
management? 
Peter F Drucker: Today’s developed society has to have three major sectors. It 
has, so to speak, three legs to stand on: a public sector, that is government; a 
private sector, that is the economy; and a social sector, which will largely 
consist of non-profit organizations. For the tasks of the community cannot 
effectively be discharged by either government or business. Fifty years ago, 
when I published my first book that tried to analyze modern industrial society - 
it’s title was „The Future of Industrial Man“ and it came out in 1943 - I had high 
hopes that the large business enterprise could provide the community needed. I 
then talked of the “self-governing plant community.” 
In only one country was this book taken seriously: Japan. How it reached Japan 
in the middle of World War II, I have never been able to figure out. But it did, 
and it became the main source for the specifically Japanese organization of the 
large business enterprise as the home, the community, and indeed, the family of 
the employee. (Before World War II, there was no country in which the worker 
had less job security and was considered more dispensable than Japan.) But 
even in Japan, this idea has not really worked out. Today, Japanese businesses 
are confronted with the fact that they will have to downsize, will have to move 
workers out of yesterday’s major industries such as steel and automobiles into 
tomorrow’s industries, and so on. 
Outside of Japan, during the last forty years, we have looked to government as 
the organ to handle the problems and opportunities of the community - of course 
at its most extreme in the Communist countries. But we in the United States, 
too, have primarily looked to government to handle community problems. It has 
not worked. Community is local and requires local action by local institutions. 
Community is based on the individual and not on a collective. And community 
has so many different dimensions. It needs a different kind of organization. It 
needs non-profit organizations. 
This of course is nothing terribly new. In fact, if you want to look for a nation in 
which the non-profits created community, look at your own Czech Republic as 
it was before World War II. Growing up in Austria, I visited your country many 
times then - I still consider Prague the world’s most beautiful city. And in those 
days there was no more effective community organization any place than the 
Sokols. 
The society in which community organizations have to function has changed 
greatly. When I was born a few years before World War II, there was no 
country in which the majority of the population did not live on the land. And 
there was also no country in which the great majority - 90 to 95% - did not 
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make its living with its hands making or moving things. Today, in the developed 
countries - and the Czech Republic socially surely belongs among them, and by 
now also economically - a fairly small minority still lives on the land, and an 
increasing majority of the population does not make its living working with its 
hands. It makes its living increasingly by putting knowledge to work. 
In the traditional society, since the days of Abraham, if not even further back, 
community was compulsory. You were born into it, and you stayed in it. Today 
community has to be voluntary. The traditional communities no longer suffice. 
We have to create a social sector both to tackle the problems of a rapidly 
changing high-technology knowledge-based society (something we never have 
had and do not yet really understand), and to give the individual a meaningful 
sphere of local effective action. It is this line of reasoning that has led me, for 
almost fifty years now, to devote an increasing part of my own time and energy 
in the non-profit sector - as advisor to hospitals; to schools and universities; to 
churches, and to all kinds of community organizations - the United States Girl 
Scouts, for instance, who are the largest female organization in the world (and 
the best-run, large non-profit organization I know). 
What are their problems? First, results in the non-profit organization, are not 
given. They have to be defined. In a business there is a bottom line. It is not a 
particularly good measurement of results. But at least it is a measurement. In the 
non-profit, the organization itself has to define what it means by “results.” And 
far too many non-profits believe that good intentions are a substitute for results. 
But the basic challenge for a non-profit organization is to make a difference in 
society, and that means to have performance and results. 
The second challenge is to be able to change. In a market economy businesses 
that don’t change die fast. But non-profits can still be around a long time after 
they actually become irrelevant. Yesterday’s problems are rarely today’s 
problems, and never tomorrow’s problems. Yes, the poor will always be with 
us. But the needs of the poor and their responses have changed dramatically 
even during the last few decades. So, a non-profit organization has to think 
through very carefully what its mission is, and what it should be. 
Just now, I am teaching a fairly large class - fifty people - in my executive 
management program, a class composed primarily of senior non-profit 
managers. I have just spent a long week reading their essays. Every one of them, 
without exception, talks about the need to rethink, to redefine, the mission of the 
organization, and to rethink and to redefine what results are and what they 
should be. 
And the last challenge, at least in the US (and this is the only society in which I 
have actively worked in the non-profit sector), is that the success of non-profit 
needs both, a small but highly competent group of permanent, professional 
employees, and a much larger group of volunteers. We know how to manage 
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volunteers. And we know how to manage the permanent staff people. But the 
relationship between those two is complex and highly problematical. 
But if you are going to ask me to name the one fundamental, the one truly 
important challenge, it would be the need for a clear mission and for a clear 
focus on results. This is the reason why a foundation for non-profit management 
which some friends and I founded six years ago - my friends were kind enough 
to name it after me so that it is called „The Peter F Drucker Foundation for Non-
Profit Management“ - tackled as its first task the development of a simple self-
assessment tool for non-profits, and especially for the small, local non-profit 
organizations which we have more than a million in the US. All of them are full 
of good intentions. Very few of them, I am afraid, yet produce results com-
mensurate with their good intentions or with their hard work. Very few, in other 
words, have really yet analyzed their mission and their performance - which is 
what the self-assessment tool of the Drucker Foundation now enables them to 
do. 

Last time we were witnesses of a new revolution in entrepreneurship: 
reengineering. Inflation of literature on this branch is at the least surprising. 
Do you consider reengineering to be the fundamental shift of paradigm or only 
the next fashion applicable by marketing? 
Peter F Drucker: No. Reengineering is not the most profound change to date. In 
fact, the way it is being used today in the US is more abuse than proper use. It is 
used by many organizations - and by no means only by businesses - as an 
excuse for firing people. It is used by a very, very few to do what it was 
designed to do, that is, to analyze the structure of the organization and to adapt 
it to the flow of work and, above all, to adapt it to the desired results and to the 
performance of the organization. 
What is, however, clearly happening is that we are being forced by a number of 
changes to re-think almost every business including even small and local ones. 
One reason for this is globalization. Even the most local business today is 
basically competing world-wide. A competitor can come in overnight from any 
place in the world. Another major factor, of course, are the tremendous changes 
in technology, of which the information technology is but one example. 
The fastest growing industry in the last fifteen years has not been information. It 
has been finance. But it is a totally different finance from that of the 19th 
century, which still in large measure represents the financial system in most 
countries - the traditional commercial bank. The fastest growing financial 
institutions have been institutions which either develop and supply investments 
for the rapidly growing number of older people who need to protect themselves 
financially against living too long. Or, they are institutions which provide the 
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financial technologies needed in a global economy such as, for instance, the 
management of foreign exchange exposures. 
Every business - with very few exceptions - will therefore during the next 
decade or so, have to think through both its basic focus and its basic structure. 
Reengineering was meant to be the first step in that direction. But that is all it is. 
Re-thinking what I call the theory of the business, re-thinking its mission; its 
core competencies; its focus; that is what all businesses will have to do within 
the next ten or fifteen years. In the process, there will be quite a bit of 
reengineering. But the profound changes will not come out of analyzing 
operations - which is what reengineering does. It will come out of analyzing 
mission and out of re-defining results. 
Let me give you one example. The world’s largest manufacturer of heavy earth-
moving equipment is an American company. Its name is Caterpillar. Thirty 
years ago it had about two-thirds of the world’s market for its products, such as 
the very heavy equipment needed to build a super-highway or to build a 
skyscraper. Then it was challenged by a Japanese company called Komatsu. 
And within a few short years, Caterpillar saw its share of the world market 
shrink from seventy to thirty-five percent. Caterpillar now has again seventy 
percent of the market - and of a much bigger market. What happened is that 
Caterpillar rethought its business. It asked: What are results for the customer? 
The answer was that for the contractor who builds twenty kilometers of super-
highway in Malaysia, “results” means keeping the equipment running. Any 
breakdown of the equipment costs the contractor infinitely more than the 
equipment does. 
Caterpillar totally rebuilt itself as a service company. Sure, it still manufactures 
the same equipment, but it does not do it the same way. Its main plants now 
make parts. They are being assembled in new and small shops close to where 
the customers are. And those shops are strategically deployed so that any 
breakdown of equipment anyplace brings a Caterpillar-trained service engineer 
and Caterpillar replacement parts to the contractor’s place of business within 
twelve or, at the very latest, eighteen hours. 
This in turn meant that the equipment had to be redesigned. It meant that the 
organization had to be redesigned with service people in the field as he center of 
the entire company. It took ten or fifteen years of very hard work to bring this 
about. The result is a totally new Caterpillar Company, a company that has 
regained its world leadership. 

The society of knowledge will require a new management philosophy and a new 
type of production manager who will have to understand and use in practice the 
discipline of which will integrate the knowledge of engineering, people leading 
and economics of the firm. Such discipline as you have mentioned hasn’t been 
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systemated yet, it isn’t taught at any technical school, business school or faculty 
all over the world but it serves as a pedagogical appeal for the near future. 
Could you tell us more detailed information about your idea regarding this 
discipline? 
Peter F Drucker: I wish I could answer this question. But I can only offer first 
approaches. It is, however, one of the most critical challenges we face. 
Perhaps I may be allowed to start with some personal experience. More than 
forty-five years ago, in 1950, I joined the faculty of a major business school, the 
faculty of the Graduate School of Business at New York University. In addition 
to being appointed the world’s first Professor of Management, I was also asked 
to take charge of the school’s curriculum. About the first thing I did was to 
abolish all our classes in manufacturing and production. They had no discipline; 
no methodology; no content. Now, forty-five years later, at the very small 
Graduate Management Center at which I still teach, we are putting back the 
courses in production. We are still very tentative. But now there is emerging a 
true discipline of production. The dominant manufacturing methodologies of 
fifty years ago are now quite obsolete. Then the mass-production assembly line 
was seen as the ultimate in production methodology. I was even then 
exceedingly critical of it - I considered it even then to be a poor use of human 
beings, and a very wasteful one. Now, of course, everybody talks of teamwork. 
But also, the new and growing industries are not mass-production industries, 
even if they do make products in large quantities. When you look at the most 
recent plants in the old mass-production industries - for instance at Toyota’s 
new automobile plant in Japan - you will find very little of the traditional mass-
production. But you also will find very little automation. They are not built on 
new machinery. They are built on new concepts. 
We do not, so far, have anything that could be called, “a new management 
philosophy.” We do not even have anything that could be called “a new 
production theory” - though we are getting pretty close to it, close enough, for 
instance, for me to write a major essay under this title. But this essay only 
outlines what we need to know, and not yet what we do know. The production 
manager of the future - and in that respect I see very little difference between 
the manager in the factory and the manager in the office - will above all need a 
clear understanding of the desired end results. They will need to start out with 
the realization that quality does not cost money but makes money, that quality 
in other words is not a cost center but a profit center. They will need to know 
how to analyze the entire process so that the work can be done where it is most 
efficient and most economical to do. We can already do all these things, but so 
far only piecemeal. But we have had enough success to know that the key to the 
new theory of production is not materials. It is new concepts 
Let me give you one example. The largest manufacturer of locomotives in the 
world, both of Diesel locomotives and of Electric locomotives, is the American 
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General Electric Company. (The others are General Motors, also an American 
company; Asea Brown Bovery, a Swedish-Swiss company, Siemens in 
Germany and Hitachi in Japan.) Thirty years ago General Electric was at the 
point of closing down its main American plant (in Erie, Pennsylvania), and to 
concentrate all its locomotive production for the entire world in its Brazilian and 
Mexican plants, where labor costs were so much lower. Today, the Mexican and 
Brazilian locomotive plants of the General Electric Company have been closed 
down. All production for the entire world is concentrated in the United States, 
despite its high labor costs. This has enabled General Electric to become the 
world’s largest locomotive manufacturer - overtaking its arch-rival General 
Motors. This is not because the Erie plant is highly automated. General Electric 
thought through the entire process of making a locomotive. In fact, it thought 
through the entire process of designing a locomotive. It started out with what 
seemed to be a foolish question, “What is a locomotive?” And nobody could 
answer it. It then asked, “What does the customer, the railroad, pay for when it 
buys a locomotive.” And nobody could answer that either. It then asked, “What 
are the physical limitations, the laws of nature, that determine the performance 
of a locomotive?” And nobody could answer that either. It was not until these 
questions had been thought through - in bitter battles, by the way, between 
engineers and production people; between marketing people and engineers; 
between service people and everybody else - that the question could be asked, 
“How should the locomotive be designed?” “How should it be built?” The result 
is a totally new production process that starts out with service specifications 
rather than with technical specifications. Today the Erie plant of the General 
Electric Company produces about five times as many locomotives as it could 
have done twenty-five years ago, with not much more than two-thirds the 
manpower. 
This foreshadows the new discipline of making, of producing. It will, by the 
way, perhaps have its greatest impact not on production in the plant, but on 
production in the educational system, where nobody so far has asked the basic 
questions which the people at General Electric asked thirty years ago. 
Still we are not yet, I believe, ready to develop a discipline of production. For 
this we will need another five or ten examples like the General Electric 
example, and in a lot of different areas. One of them, by the way, is the way the 
modern mega-retailers - a WalMart in the US; a Carrefours in France, Spain and 
Brazil; or a Daiei in Japan - have restructured the physical distribution of the 
merchandise they sell. They have been able to eliminate the warehouse. And 
that has cut the cost of physical distribution by something like two-thirds. 
Another example is the way a few of the major banks, Citibank in the US, for 
instance, have restructured the handling of the enormous amount of paper - or 
rather today, of electronic information - which is needed to process eighty 
million credit cards a week. 
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But, as I said before, so far we can point to examples of success, but not yet to a 
basic theory that underlies these examples. In this respect, we are at the point 
where medicine was in 1900, when the greatest clinician of the time, William 
Osler (a Canadian who practiced first in the US and then became Professor of 
Medicine at Oxford), wrote what to this day is probably the best textbook in any 
major discipline, his „Internal Medicine“. The diagnosis which he developed in 
that book is still pretty much what all modern medicine uses even though we 
have, of course, infinitely more highly-developed instruments (there was no 
electrocardiograph, for instance, in Osler’s time). But only now, almost a 
century later, are we beginning to move medicine towards a fundamental theory 
of biological processes that enables us to teach medicine not as a large number 
of isolated diseases but as processes based on a very small number of basic 
systems. 
Where would that new discipline of production be taught? I doubt that it will be 
taught in technical universities. They will continue to be focused on things 
rather than on concepts. It belongs in a management school. It is essentially a 
discipline about the managing of major and universal processes. It is a 
conceptual rather than a mechanical discipline - and if it is to be placed 
anywhere it should, in all likelihood, be in the academic institution that deals 
with the management of work and with the production of wealth, that is a 
management school. 

The last  -  pedagogical  -  question: Which direction should the education of 
management go? What should be the structure of education, its content and 
connection with practice? 
Peter F Drucker: In terms of quantity, the teaching of management has done 
unbelievably well this last half-century. When I moved into management in 
1949-59, I was the first professor of management in the United States, and 
actually in the world. At that time business schools - nobody then called them 
“management schools” as we do now - were pretty much at the periphery. 
Today, in the United States, business is the most popular faculty with the most 
students, the biggest budgets, the largest number of professors. In Europe the 
development has been equally drastic. The first thing any of the former Soviet 
Satellites in Eastern Europe has been doing is to found business schools and 
management centers - and they are indeed badly needed. 
But qualitatively I have certain reservations. In the US at least, so many 
business schools have tried to be “academically respectable.” And that meant, 
basically, that they have tried hard to have nothing to do with such sordid things 
as practicing management, managing people, producing goods, selling them. It 
meant being as far away from the practice as possible, and to be as abstract as 
possible. As a result we create fantastically beautiful mathematical models 
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which have nothing to do with anything (I have done my fair share, I have to 
admit). 
Secondly, only in the last few years have most American business schools 
realized that the biggest and most important contribution they can make is the 
continuing education of successful practitioners. 
What I see ahead - and it is badly needed - are two things. First, we will have to 
learn to tie the teaching of management to the practice of management. The first 
step to this was probably the requirement (which I think we first laid down 
when we founded the Claremont Graduate Management Center twenty-six years 
ago), that MBA students have at least five years of practical experience before 
coming to graduate school. But that is not enough. We are now trying to create 
for the management students the equivalent of the clinical practice of the 
medical student. We are now trying, with considerable success, to have our 
MBA students work as interns in actual organizations, and with specific jobs 
and tasks, especially during the summer vacation. We are working with equal 
success by actual organizations hiring small teams of our students during the 
academic year, and entrusting them with an important task. A team supervised 
by one of my colleagues has just finished work on an actual merger for a major 
manufacturing company, and with great success. 
This, we have found, is far more effective than “cases”. The student or the 
group of students who work with a company for a year - in our center usually 
two afternoons a week in the client’s place of business, and one evening at the 
school under the guidance of one of our faculty members - learn infinitely more 
than they learn from a case, a case after all, compares to an actual business very 
much the way the corpse in an anatomy lesson compares to the living patient. 
We also - and this we have largely accomplished - insist that the bulk of our 
faculty keep on working in practice, that is, as consultants. To be sure, we need 
someone to teach economic history and that person is unlikely to have a 
consulting practice. But so is the anatomist in the medical school. But the 
professor of Opthamology is expected to have patients. And so is the professor 
of marketing in the business school expected to have clients. This, I think, is 
going to be increasingly important. 
Finally we will have to accept that our biggest market, and the market in which 
we can have the greatest impact, are not beginners. They are successful mid-
career executives. The Claremont Management Center, which I helped found 26 
years ago, was the first management school in the world that was built around 
an advanced executive program, and the first also that ran the advanced 
executive program as a regular academic program, leading to degrees and 
dissertations. When we began we were told that we would never succeed. By 
now almost every major business school in the United States has copied what 
we then pioneered. 
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We were also the first school which insisted that management is not “business 
management”. From the beginning we organized our executive management 
program to enroll no more than sixty percent people from business, with the rest 
being people from all kinds of non-business institutions - we have some pastors 
running large churches; hospital administrators; school and university 
administrators; some military commanders; non-profit executives, and so on. 
And they not only learn a great deal, they contribute an enormous amount to the 
breadth of our program and the stimulation of our business executives. 
Where this is being done in Europe so far, it is being done in specialized 
institutions, and mostly in fairly short courses. I believe that it belongs in the 
regular management school. I also believe that what we need are a variety of 
choices: short courses, regular academic programs, in which a student works for 
several years leading to a degree; and programs which we design and tailor for 
individual clients. At the Claremont Management Center we are, for instance, 
now working on special programs for a major aerospace manufacturer which 
will enroll over the years every executive in the company. 
Modern technology will help greatly. We can deliver courses given on campus 
anywhere via satellite - we already do so. We can easily bring together in one 
class executives from two dozen different companies, without any one of them 
having to leave their own office. 
And so, I believe that tomorrow’s business or management schools will have the 
following characteristics: 
One, it will not be a “business” school. It will embrace people from government 
and non-profits in addition to business people. 
Two, built into its work, whether for beginners or for advanced people will be 
actual practical work for the student, as intern or as consultant. And we will ex-
pect such experience on practice as much from the professor as from the 
student. 
Three, the center of tomorrow’s management school - as it will be in every 
professional school, whether a medical school or a law school - will 
increasingly be the continuing education of already highly-schooled, successful, 
mid-career executives. 
Finally, increasingly our teaching will be both on campus and off-campus, 
especially the teaching of the mid-career executive. A good deal of it will be in 
locations close to where the students live, with twenty or thirty students meeting 
together, e.g., in the auditorium of a local school gymnasium, with the instructor 
working with them via interactive two-way video and two-way audio. This 
instructor will probably be working at the same time with half a dozen such 
groups in half a dozen different locations. I see no reason, for instance, why the 
Professor at the Economic University in Prague should not be seen and heard at 
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the same time in Brno, in Plzen, in Olomouc, let alone in the small towns of 
Bohemia and Moravia. We have the technological means today, and the 
economics are so overwhelmingly favorable, that we will be forced to go that 
route. 

Book Reviews 
Martin Benkenstein / Hans J. Richter / Jürgen Rüland / Jürgen Schröder 
(Hrsg.): Osteuropa im Umbruch, Perspektiven für die neuen Bundesländer, 
Gabler, Wiesbaden 1995, DM 68 ,- 
Die vorliegende Dokumentation stellt -um es vorneweg zu sagen- einen gut 
gelungenen Beitrag zur politisch-wirtschaftlichen Situation in Osteuropa dar. 
Den Herausgebern gelingt es, eine Reihe von kompetenten und renommierten 
Persönlichkeiten für acht unterschiedliche Beiträge zu gewinnen. Vorrangiges 
Ziel der Dokumentation ist es, die Auswirkungen der Umbrüche in Osteuropa 
für Westeuropa, Deutschland und dabei speziell für die neuen Bundesländer 
aufzuzeigen. Die Öffnung Osteuropas ist mit tiefgreifenden politischen, 
wirtschaftlichen und strukturellen Veränderungen verbunden, die vielfältige 
Auswirkungen auf den westeuropäischen Raum haben. Um die unter-
schiedlichen Perspektiven der politischen und wirtschaftlichen Verwerfungen in 
Osteuropa auszuleuchten, wird zunächst die generelle wirtschaftliche Entwickl-
ung betrachtet. Anschließend erfolgt eine Beurteilung der möglichen betriebs-
wirtschaftlichen, volkswirtschaftlichen und politischen Entwicklungen der 
Reformstaaten Osteuropas. 
Ausgangspunkt der Dokumentation bildet ein Beitrag von Herbert Giersch über 
das Kern-Rand-Muster von Johann Heinrich von Thünen. Damit wird eines der 
Strukturmuster, die sich in der Selbstorganisation der Wirtschaft herausbilden 
können, beschrieben. Durch diesen Beitrag lassen sich die theoretischen Grund-
lagen zur Thematik des internationalen Standortwettbewerbs aufarbeiten und in 
einer für den Leser verständlichen Art darstellen. 
Die wirtschaftspolitischen Perspektiven Osteuropas werden von Otto Graf 
Lambsdorff im folgenden Beitrag dargestellt: ausgehend von einem Überblick 
über den Status-quo, den Chancen und den Risiken des wirtschaftspolitischen 
Umbruchs werden Empfehlungen zu den vorrangigen Aufgaben und zu der 
Gestaltung der Reformen gegeben. 
Heribert Meffert und Clemens Pues eröffnen die Diskussion konkreter betriebs-
wirtschaftlicher Probleme im zweiten Teil mit einer Übersicht über Markter-
schließungsstrategien in Osteuropa aus der Sicht deutscher Unternehmen. 
Besonders interessant sind die Ergebnisse einer empirischen Untersuchung des 
Instituts für Marketing in Münster zur Vorgehensweise deutscher Unternehmen 
in Osteuropa durch die unter anderem konkrete Hinweise zu den Ausge-
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staltungsformen und Einflußfaktoren der Markterschließung Osteuropas 
generiert werden. 
Im dritten Teil werden volkswirtschaftliche Problemstellungen behandelt. Hans-
Jürgen Krupp beleuchtet verschiedene Aspekte der währungspolitischen 
Voraussetzungen für die Zusammenarbeit mit Mittel- und Osteuropa. 
Insbesondere die Ausführungen zu den Voraussetzungen für eine stabile 
Währung sind für den Leser lehrreich. Anschließend werden die Chancen bzw. 
die Risiken für die deutsche Wirtschaft von Manfred Neumann erläutert. 
Neumann zeigt deutlich, daß die entstehenden Herausforderungen nicht als 
Gefahr, sondern als Chance zu sehen sind. Trotzdem warnt er davor, 
traditionelles Know-how in arbeitsintensiven Produktionseinrichtungen in 
Osteuropa zu binden. Für deutsche Unternehmen ist es auf längere Sicht 
vorteilhafter, auf neue Güter und neue Produktionstechniken zu setzen, die sich 
auf dem Weltmarkt im Wettbewerb behaupten können. 
Abschließend erfolgt im vierten Teil die Diskussion der 
politikwissenschaftlichen Perspektiven. Karl Schmitt beginnt die Diskussion mit 
einem Beitrag zum Wandel der politischen Einstellungen in den neuen 
Bundesländern. Anschließend erläutert Jörg Kastl die Herausforderungen für die 
deutsche Außenpolitik im Rahmen des politischen Wandels in Osteuropa. 
Ergänzt wird die Dokumentation durch die Ergebnisse einer Podiumsdiskussion, 
in deren Rahmen hinterfragt wurde, welche Chancen und Risiken sich durch die 
Entwicklung in Osteuropa für Deutschland ergeben. 
Die Dokumentation ist aufgrund der unterschiedlichen behandelten Themen-
komplexe jedem an der Entwicklung in Osteuropa interessierten Leser zu 
empfehlen. Es werden Zusammenhänge zwischen betriebswirtschaftlichen, 
volkswirtschaftlichen und politischen Aspekten aufgezeigt, die sich auch 
vorzüglich zur Diskussion in wirtschaftspolitischen Seminaren eignen. 
Mark Ebert, Lehrstuhl für Marketing und Handelsbetriebslehre, TU Chemnitz-
Zwickau 

 

Ivan Novy / Ruzena Komarkova / Alois Surynek / Karel Pavlica / Sylvia Schroll-
Machl: Interkulturalni management, Grada Publishing, Prague 1996, Kc. 170,- 
Die vorliegende Buchpublikation ist die erste original tschechische Arbeit, die 
sich auf fachlicher Ebene mit der Untersuchung von Zusammenhängen 
zwischen der Kultur eines Unternehmen, seinen Führungsmethoden und einer 
kulturologischen Sicht auf das Unernehmen im internationalen Bereich 
beschäftigt. Das Buch ist in vier Kapitel unterteilt, wobei im Einleitungsteil die 
Schlüsselbegriffe erläutert werden und eine theoretische Basis für die 
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Schwerpunktthemen gelegt wird, während im praktischen Teil Anwendungen 
und Lösungsanweisungen für die Unternehmungspraxis überwiegen. 
Das erste Kapitel beschäftigt sich mit der Erläuterung der Schwerpunktbegriffe 
Kultur und Unternehmungskultur. Die Unternehmungskultur wird als ein 
Phänomen dargestellt, daß aus vielen Komponenten besteht. Wenn es richtig 
begriffen und ausgenutzt wird, kann es zu einem wichtigen Bestandteil des 
Führungsprozesses eines modernen Unternehmen werden. 
Das zweite Kapitel beschäftigt sich mit den kulturellen Einflüssen auf die 
tschechische Führungspraxis und deren nationalen Besonderheiten. Neben 
Beispielen aus der Geschichte, beispielsweise Tomas Bata, wird anhand des 
internationalen Fragebogens zu interkulturellen Differenzen „VSM 94“ die 
kulturologische Seite des tschechischen Management durch die gegenwärtige 
Charakteristik erweitert. Kenntnisse aus der Forschung haben nicht nur eine 
theoretische und illustrative Bedeutung, sondern stellen auch eine nützliche 
Orientierung für Führungskräfte in der Praxis dar. Zu den aufgeworfenen 
Problemen und Lösungsvorschlägen gehört auch die Frage der Position der 
Frauen in tschechischen Unternehmen. 
Das dritte Kapitel stellt den Schwerpunkt der Publikation dar. Es beschäftigt 
sich mit der Verflechtung verschiedener nationaler kultureller Besonderheiten 
im Bereich der internationalen Unternehmungen. Weiter beinhaltet es eine 
Menge von Charakteristiken verschiedener nationaler Kulturen und damit 
verbundener Managergewohnheiten, die die allgemeinen Aussagen ergänzen 
und konkretisieren. Manager aus der Praxis würden wahrscheilich eine 
systematisch zusammengestellte Übersicht von Führungs-, Beratungs- und 
Kommunikationspraktiken in verschiedenen Ländern der Welt begrüßen. Die 
Autoren bleiben aber nicht nur bei der Deskription und Illustration. Sie geben 
Anweisungen und stellen verschiedene Verfahren dar, wie man sich im 
interkulturellen Arbeitsmilieu verhält und handelt und wie man sich solches 
Verhalten und Handeln aneignet. 
Im letzten Kapitel geben die Autoren einen anregenden Hinweis an die Adresse 
der tschechischen Führungskräfte: Sie formulieren ihre Vorstellung über die 
Persönlichkeit eines internationalen Managers tschechischer Ausführung. Sie 
hinterfragen eingelebte heimische Stereotypen über Aufgabe und Position des 
Managers, rufen gesunde Skepsis hervor, und geben so einen Anstoß zu 
Veränderungen im Sinne des interkulturellen Management. 
Die Publikation stellt einen bedeutenden Beitrag zur Verbreitung theoretischer 
Kenntnisse über den Einfluß der Kultur auf das Unternehmen, über die Einfluß 
nationaler Kultur im tschechischen Management und über Interaktionen 
nationaler Kulturen in der Unternehmungspraxis dar. Auch für die 
Managerpraxis ist die vorliegende Publikation ein nützlicher Helfer, obwohl es 
nicht den Charakter eines Nachschlagewerkes hat und auch keine Sammelschrift 
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fertiger und eindeutiger Anweisungen ist. Die Publikation setzt einen 
gebildeten, schöpferischen und motivierten Leser voraus. 
Stefan Slavik, Fakultät für Betriebsmanagement, Wirtschaftsuniversität 
Bratislava 
 
Peter Gunzenhauser: Unternehmenssanierung in den neuen Bundesländern - 
Eine Branchenuntersuchung des Werkzeugmaschinenbaus, Josef Eul, Bergisch 
Gladbach/ Köln 1995, DM 74.- 
Manche Bücher sind schon von ihrem Titel her verlockend - Unternehmens-
sanierung, ein heißes Eisen... - wenn zusätzlich noch ein Autor mit Praxishinter-
grund (Roland Berger & Partner) tätig gewesen ist und das ganze an einer 
renommierten Uni (Wuppertal) als Dissertation abgesegnet wurde, dann darf 
man bei der Lektüre eigentlich eine ganze Menge erwarten... 
Der Anspruch der vorliegenden Arbeit ist ein recht hoher: die Untersuchung des 
Vorgehens ostdeutscher Unternehmen zur Bewältigung des 
Anpassungsprozesses an die Bedingungen der Sozialen Marktwirtschaft (S. 
4/5). Die Basis bilden eine Darstellung des aktuellen Stands der 
Sanierungstheorie (Kap. 2) und eine Beschreibung der aktuellen Situation und 
der Rahmenbedingungen des ostdeutschen Werkzeugmaschinenbaus (Kap. 3-5). 
Im Anschluß daran wird eine empirische Untersuchung vorgestellt, die auf der 
Basis einer Vollerhebung Ende 1992 alle 25 Nachfolgebetriebe des DDR-
Werkzeugmaschinenbaus untersucht hat (Kap. 6 und 7). Ein besonderes 
Gewicht lag dabei auf der Frage, inwieweit die von der Sanierungstheorie 
entwickelten Maßnahmen und Konzepte tatsächlich angewandt und beurteilt 
werden und ob sich die von der Treuhandanstalt (THA) verfolgte Strategie der 
„Privatisierung als bestem Weg der Sanierung“ bewährt hat (S. 137). 
Bei der Lektüre des Buches wird schnell klar, daß sich der Autor auf harte 
Fakten konzentriert hat. Bei der Analyse der Ausgangssituation steht eine 
„Typologisierung der Unternehmenskrisen“ (S. 64 ff.) im Vordergrund, auf eine 
kritische Betrachtung der betrieblichen Sozialstruktur, des Handelns zentraler 
Akteure oder die kulturelle Problematik wird verzichtet. Der Abschnitt über die 
Rahmenbedingungen des Sanierungsprozesses erschöpft sich in einer 
Darstellung der Treuhandanstalt und ihrer Vorgehensweise. Die Schilderung der 
Situation des Werkzeugmaschinenbaus bezieht sich weitgehend auf den Stand 
Ende 1992 - eine Aktualisierung im Sinne eines „Stand bei Redaktionsschluß“ 
wäre da durchaus interessant gewesen. 
Aber vielleicht kann die empirische Untersuchung darüber hinwegtrösten? Das 
Datenmaterial gründet sich weitestgehend auf 24 Interviews (je 1 pro Betrieb) 
mit oberen Führungskräften auf der Grundlage eines stark standardisierten Inter-
viewleitfadens (viele Ja/Nein-Fragen, vom Autor vorgegebene Antworten etc.) 
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Weitergehende methodische Überlegungen stellt der Autor nicht an, dem-
entsprechend fällt das Ergebnis-Kapitel aus: Viele Tabellen mit aufgelisteten 
Antworten zu einzelnen Fragen, aber kaum Verknüpfung von verschiedenen 
Fragen (die Anwendung von SPSS erschöpft sich in der Berechnung von 
Medianen). Dafür werden immer wieder Vergleiche angestellt zwischen den 12 
privatisierten und den 12 nicht-privatisierten Unternehmen (Stichdatum Ende 
1992) über den Zeitraum 1990-92 (selbstverständlich ohne Berücksichtigung 
der unterschiedlichen Privatisierungszeitpunkte...) mit teilweise „erstaunlichen“ 
Erkenntnissen („In der Rangfolge der umsatzstärksten Unternehmen konnten 
die privatisierten Betriebe ihre Position im Durchschnitt verbessern, während 
die THA-Firmen zurückfielen.“, S. 163). 
Tiefer in sein Datenmaterial einsteigen wollte der Autor offensichtlich nicht. 
Auch die Rückbindung der Empirie auf die Theorie („...bestätigt die Vermutung 
der Sanierungstheorie, daß Unternehmenskrisen auf eine Multikausalität von 
Ursachen zurückzuführen sind.“, S. 185) fällt eher bescheiden aus. Die 
Empfehlungen für anstehende Transformationsprozesse in Osteuropa sind 
weitestgehend Plausibilitätsüberlegungen („...von Bedeutung, verläßliche 
Rahmenbedingungen zu schaffen, die Investitionen aus dem Ausland fördern.“, 
S. 195), deren Bezug zur Literatur oder zur eigenen Untersuchung ziemlich im 
Dunkeln bleibt. 
Bemerkenswert auch die wiederkehrenden Apologie-Ansätze: So liegt für den 
Autor auf der Hand, daß der unerwartete Zusammenbruch der Ostmärkte für die 
THA nicht voraussehbar war (S. 192), bei den Betrieben aber „für gravierende 
Schwächen in der Detailanalyse“ (S. 190) spricht. Sein eigener Berufsstand - die 
Unternehmensberater - entgehen durchwegs einer kritischen Betrachtung, auch 
bei den Antwortvorschlägen zur Frage nach den Schwierigkeiten für den 
Sanierungsprozeß tauchen sie nicht auf. Gut meint es der Autor auch mit der 
vielkritisierten THA: Der Leitungsausschuß wird als „unabhängige 
Expertenkomission“ (S. 196) gelobt, die Verantwortung und Gestaltung der 
Sanierungsprozesse klar den Unternehmen zugeordnet (die THA griff angeblich 
nicht in das operative Geschäft ein, S. 126), der Erfolg der THA-Maßnahmen an 
der Tatsache (noch) nicht vorgenommener Liquidationen festgemacht (S. 127). 
Der Kulminationspunkt der Arbeit ist auf S. 199/200 erreicht, wo auf 1½ Seiten 
die „wichtigsten Ergebnisse dieser Arbeit“ zusammenfasst werden: Unter einer 
Menge reiner Plausibilitätsaussagen erfährt der Leser, daß „die Strategien und 
Maßnahmen der Krisenbewältigung in den untersuchten Betrieben überwiegend 
zur Anwendung kamen“, die Sanierungsaktivitäten in allen betrieblichen 
Funktionsbereichen erfolgten, „was auf den umfassenden Anpassungsbedarf der 
Unternehmen deutet“ und „der Ansatz des erweiterten Sanierungsbegriffs für 
die Situation der untersuchten Betriebe“ bestätigt wurde. Ist dies der 
Wissensstand von 1994? 
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Da vermag es nicht zu verwundern, daß sich das Literaturverzeichnis durch eine 
Flut von Wirtschaftsberichten und Statistiken aus amtlichen und halbamtlichen 
(THA, Verbände) Quellen einerseits und einem geradezu frappierenden Mangel 
an einschlägiger kritischer Fachliteratur (Albach „Zerrissene Netze“, Pieper 
„Personalmanagement“ und „Managementtraining in Osteuropa“, Heidenreich, 
Marz, Schmidt R., Steinle/Bruch, Stratemann etc.) auszeichnet. 
Fazit: Der Hauptzweck der vorliegenden Schrift (Promotion zum Dr. rer. oec.) 
ist offensichtlich erreicht worden. Der Rest ist Schweigen... 
Thomas Steger, Lehrstuhl für Organisation und Arbeitswissenschaft, TU 
Chemnitz-Zwickau 

 
 

BUCKINGHAMSHIRE BUSINESS SCHOOL 
Centre for Research into East European Business 

-CREEB- 
THIRD ANNUAL CONFERENCE 

24 and 25 June 1997 
Central and Eastem Europe in a Global Context 

 

CALL FOR PAPERS 
 

The theme of the 1997 conference is Central and Eastern Europe in a Global Context and will 
include topics such as 

 The Integration of CEE countries in the European/global economy 
 FDI 
 Alternative models of transforrnation and their relevance to CEE 
 Research issues: philosophy, methodology and practice 

Venue: Newland Park, Chalfont St Giles, Bucks, UK 
Abstracts of proposed papers should be submitted by Monday, 24 February 1997 
Completed papers for publication in the conference proceedings must be submitted by 
Monday, 19 May 1997 
For further details, contact: 

Conference Support lnternational Limited 
The Old Granary, 27-29 Chester Road 
Castle Bromwich, Birmingham, B36 9DA, UK 
Phone: +44(0)121 776 7799 Fax. +44(0)121 776 7447 
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e-mail: creeb@buckscol.ac.uk 
 

 BUCKINGHAMSHIRE  COLLEGE 
c r e a t i n g   a   n e w   UNIVERSITY 
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News / Information 

Conference on „Recent Trends in Creativity, Innovation and 
Human Resource Management 
On December 5th 1996 a conference on "Recent Trends in Creativity, 
Innovation and Human Resource Management" took place in Bratislava. The 
conference was organized by the faculty of management of Comenius 
University, Bratislava. Hosting 80 participants, among them mainly human 
resource managers from Slovakian companies, the conference put the 
importance of training and personnel development as a means to build 
organizational competences forward. 
Five speakers highlighted various influences on the Slovakian economy and 
their consequences for human resource management. Prof. West (Moravian 
College, USA and Fulbright scholar at the Comenius University) discussed the 
rising threat of "borders" to transition economies in a globalizing world. 
Language, national, historical, functional, and power borders as obstacles in 
competitive markets render an organization's ability to decide on and reinforce 
changes crucial. Prof. Rudy (dean of the faculty of management, Comenius 
University) shared some of his impressions about human resource management 
in Japan with the conference participants. He said that from his point of view 
Slovakian human resource managers are still too sceptical about the transfer of 
Western or Far-Eastern management concepts.  
The issue of transferring training concepts was discussed in detail by Mr Quilan 
(adviser with the Slovakian Human Resource Management Fond). In an 
empirical study of training activities in Slovakian enterprises, the Human 
Resource Management Fond found a shift from hard to soft skill training 
contents. Whereas most Slovakian companies believe that they have already 
acquired a sufficient knowledge in hard skills (financial management 
knowledge, information technologies, etc.), they estimate their soft skill level at 
around 30% of Western companies. Just as Mr Quilan advised Slovakian 
companies to adapt rather than adopt Western concepts in training, Mr 
Heideloff (Technical University Chemnitz-Zwickau) stressed the importance of 
self-assertion of Slovakian companies during the transition period. In seeking 
cooperations with Western partners Slovakian companies should not 
underestimate their position and should set goals for the training impact of the 
cooperation.  
Finally, Prof. Luknic (Comenius University) presented new research findings on 
the relation of creativity and innovation. Using a four brain lobe model of 
managerial styles, he assessed the importance of both innovative managers, who 
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have new ideas and implement them, and creative managers, who help others to 
be innovative, for any organization's development.  
The feedback from the participants showed a greater need for instrumental 
advice than provided by the conference speakers. The Comenius University's 
faculty of management will try to answer the interest in instruments and concise 
action advice when hosting the next human resource management conference in 
March 1997. 
Frank Heideloff, Lehrstuhl für Management des technischen Wandels und 
Personalentwicklung, TU Chemnitz-Zwickau 

 

Conference on Trans-European Management 
Coesfeld, Germany, June 20 - 27, 1997 

"What it means to be a manager in Europe“ 
The conference offers the unique possibility to experience one´s own leading 
perceptions and attitudes towards the designing of organizations, and especially 
the working relations between individuals from various cultural contexts. 
The conference focuses upon the commonly shared experiences among the 
participants, who live und work in a temporary organization created by their 
own. 
All those working as managers or as advanced students at Management 
Business Schools who try to understand the tremendous changes inside today´s 
Europe are invited to this outstanding learning possibility. 
Conference languages are English, and/or German. 
Fee for participants sponsored by their employees is DM 3.000,--, including 
meals and accomodation; fee is free of VAT. 
A limited number of bursaries is available for participants in cases in which 
neither the participant nor the organization is in a position to pay a full fee. 
Application deadline is April 15th, 1997. 
For further information and the 
application form please contact:  
 

 
 

Mr Werner Gottschall  
Postfach 1327 

D-54563 Gerolstein 
Tel.+49-(0)6591-985013 
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Fax: +49(0)6591-985014 
 

Die Wirtschaft Ostdeutschlands und Polens - Entwicklungen, 
gegenwärtiger Stand und Perspektiven 
Zu diesem Thema fand am 19. und 20. Dezember 1997 in Leipzig ein 
gemeinsames wirtschaftspolitisches Seminar, veranstaltet von der Konrad-
Adenauer-Stiftung, Bildungswerk Leipzig, der Gesellschaft für 
Deutschlandforschung, Fachgruppe Wirtschaftswissenschaft, der Jagiellonen-
Universität Kraków, Fakultät für Betriebswirtschaft und 
Kommunikationswissenschaften und der Universität Leipzig, 
Wirtschaftswissenschaftliche Fakultät, Institut für Theoretische 
Volkswirtschaftslehre, statt. Die Verantwortung für die inhaltliche Vorbereitung 
des Seminars, die Leitung und die Organisation lag beim Institut für 
Theoretische Volkswirtschaftslehre an der Universität Leipzig. Teilnehmer des 
gemeinsamen wirtschaftspolitischen Seminars waren Wissenschsaftler aus 
Deutschland und Polen, Gäste der Konrad-Adenauer-Stiftung, Mitglieder der 
Gesellschaft für Deutschlandforschung sowie Studenten der Wirtschafts-
wissenschaftlichen Fakultät der Universität Leipzig und der Fakultät für 
Betriebswirtschaftslehre der Universität Kraków. Darüber hinaus war das 
Seminar für Interessenten aus dem In- und Ausland offen. 
Nach der Eröffnung des Seminars durch den Leiter des Bildungswerkes Leipzig  
der Konrad-Adenauer-Stiftung, Wolfgang Hilberer, führte der Direktor des 
Instituts für Theoretische Volkswirtschaftslehre und Leiter der Fachgruppe 
Wirtschaftswissenschaft in der Gesellschaft für Deutschlandforschung, Prof. Dr. 
Spiridon Paraskewopoulos, inhaltlich in die Thematik ein. Er betonte dabei 
insbesondere die ordnungstheoretischen und ordnungspolitischen Grundlagen 
des Prozesses der Transformation ökonomischer Systeme von 
zentralverwaltungswirtschaftlichen zu marktwirtschaftlichen Strukturen, deren 
Bedeutung  sich - bei aller Unterschiedlichkeit der Bedingungen und der 
Transformationsstrategien - am Beispiel der beiden Länder besonders deutlich 
zeigt. Sowohl der Vergleich zwischen denselben als auch mit anderen 
Transformationsländern fördert Resultate zu Tage, die von allgemeinem 
wissenschaftlichem und wirtschaftspolitischem Interesse sind. 
Die zwölf Referate gaben zu den nachfolgenden Themen einen Überblick über 
Entwicklungen und theoretische Reflexionen in Ostdeutschland und Polen, 
teilweise in zwei länderbezogenen Referatsteilen zu einer Thematik, teilweise 
auf spezifische Problemstellungen einer der beiden Transformationsökonomien 
bezogen: 
 Vergleichende Analyse der wirtschaftlichen und sozialen Entwicklung in 

Ostdeutschland und Polen in den Jahren 1989-1995 am Beispiel ausgewählter 
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Regionen (Dr. Cornelie Kunze, Universität Leipzig, Zentrum für 
Internationale Wirtschaftsbeziehungen; Dr. Jacek Klich, Universität Kraków) 

 Unterschiedliche Wege im Privatisierungs- und Sanierungsprozeß der 
ehemals staatseigenen Unternehmen in Polen und der ehemaligen DDR (Prof. 
Dr. Aleksy Pocztowski/ Dr. Tomasz Sapeta, Universität Kraków; Dipl. oec. 
Peter Steinmüller, Universität Leipzig)  

 Privatisierung "von unten" - Gründung neuer Unternehmen in Polen (Dr. 
Krystyna Poznanska, Universität Kraków) 

 Der Wandel der Wirtschafts- und Industriestruktur in den neuen 
Bundesländern Deutschlands (Günter Hieber, Universität Leipzig, Institut für 
Politikwissenschaften) 

 Die Bedeutung des Mittelstandes im Transformationsprozeß Ostdeutschlands 
(Dr. Friedrich Kaufmann, Institut für Mittelstandsforschung Bonn) 

 Die Bedeutung der ausländischen Investitionen für die polnische Wirtschaft 
(Dr. Janina Witkowska, Universität Lódz, Institute of Economics) 

 Die Entwicklung von Arbeitsmarkt und Beschäftigung in den ostdeutschen 
Bundesländern (Dr. Axel Fischer, Universität Leipzig) 

 Die Veränderung der sozialen Situation der Bevölkerung im Ergebnis des 
Transformationsprozesses in Polen und Ostdeutschland (Prof. Dr. Stanislawa 
Golinowska, Direktorin des Instituts für Sozialpolitik Warschau; Dr. Uta 
Schlegel, Kommission für die Erforschung des sozialen und politischen 
Wandels in den neuen Bundesländern, Halle) 

 Zur Perspektive des Transformationsprozesses in den mittelosteuropäischen 
Ländern (Dr. Hubert Gabrisch, Institut für Wirtschaftsforschung Halle). 

Die Referate waren einerseits empirisch informativ, zum anderen spiegelten sie 
den Stand der theoretischen Verarbeitung des Transformationsgeschehens wider 
und analysierten die Wirtschaftspolitik der betreffenden Länder. Es erwies sich 
dem Anliegen der Veranstaltung als förderlich, einen stärker empirischen 
Beitrag an den Beginn gestellt zu haben und ausgehend von der realen 
Entwicklung und dem erreichten Ist-Zustand eine tiefere theoretische 
Durchdringung des Gesamtprozesses bis hin zum sehr gelungenen Wagnis einer 
Aussage über die Perspektive der Systemtransformation vorzunehmen. 
Schwerpunkte in der ausgesprochen lebhaften Diskussion waren solche  
Hauptprozesse wie die Privatisierung und Unternehmensgründung, strukturelle 
Wandlungen im Bereich der Industrie, der Beschäftigung und auf den 
Arbeitsmärkten sowie der grundlegende Wandel der sozialen Systeme 
einschließlich der dabei auftretenden sozialen Konflikte. 
Die Vorträge des Seminars werden 1997 veröffentlicht. 
Axel Fischer, Universität Leipzig / Krystyna Poznanska, Universität Kraków 
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University of Hohenheim 
Klaus Macharzina 
Professor of Business Administration 
President of the University of Hohenheim 

 
CALL FOR PAPERS 

 
 

EIBA - European International Business Academy 
23rd Annual Conference 

December 14-16, 1997, Stuttgart, Germany 
General Theme 

Global Business in the Information Age 
 

Core sub-themes include: 
 International Firms and Economies as Information Networks 
 Managing MNCs as Information and Communication Networks 
 Leaming, Corporate Intelligence, and the Infrastructure ofMNCs 
 Globalization and Regionalization of the Business Environment 
 R&D and Technology Management 
 Governance Patterns in MNCs 
 Property Rights in an Virtual World 
 Ecology and Ethics in International Business 
 Internationalization of Services 
 Newly Declining Countries and Industries 
 Cultural and HRM Problems in International Business 
 Internationalization of IB Research and Education 
 Trends in International Marketing 
 Sourcing and Finance in International Business 
 Conflicts within and through International Business 
 International Business Theory 

Competitive and workshop papers, suggestions for panels, consortia, symposia, 
and for poster sessions should be submitted by September 15, 1997 to: 
 

Prof.  Dr. Klaus Macharzina 
University of Hohenheim (510 E) 

D-70593 Stuttgart, Germany 
Tel. +49-711-459-2908 
Fax +49-711-459-3288 
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E-mail. klausmac@uni-hohenheim.de 

Social Protection and Professional Retraining of Unemployed 
Population in Russia 
International Conference, March 17 -19, 1997, Moscow 

Objectives of the conference 
1. Evaluation of the processes in the field of social policy of Russia 
2. Identification of the main tendencies in solving the problem of 

unemployment and professional retraining 
3. Recommendations on improvement of organization and activities of 

employment agencies and centers of professional retraining 

Programme of the conference 
1. Discussion of the problems of unemployment, social protection and 

professional training of unemployed population 
2. Exchange of experiences in the fields of establishing employment agencies, 

organizing professional retraining, development of programs of social 
protection, development of retraining study programs and creation of social-
psychological services for provision of support to unemployed 

3. Development of joint strategy and concrete recommendations 
 
The conference is organized by The Committee of Labour and Employment of 
Moscow Government and The Managers Upgrading and Retraining Institute at 
Russian Economics Academy. 
For further information, contact: MURI- Center of Professional Education 

13054 Moscow, Zatsepa str. 41 
Tel.: (+7095) 236 4692, 237 2584, 237 8654 
Fax: (+7095) 230 2528, 237 8631, 236 3380 
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International Association of Cross Cultural Competence and 
Management 

Objectives 
The importance of intercultural cooperation gets crucial in a world of 
globalization beyond continuous internationalization of production and markets. 
In addition to management capabilities intercultural competence of managers is 
more and more important, both being key qualities for optimal cross- border 
allocation of production factors. 
Setting up an international network of experts in the field of cross cultural 
competence opens the possibility for coordinated knowhow transfer and aims at 
bringing together those who work on this issue in order to promote and develop 
this subject in common. Emphasis will be layed on the organization of 
international workshops which will certainly be favourable to personal 
connections among the experts and might lead to new links between them and to 
creation of common research projects. 
Furthermore it is supposed to facilitate the submission of project proposals, on 
the one side because it makes it easier to find suitable project partners, on the 
other because the existence of a consolidated network will in a sense be an 
encouraging argument with respect to the research funds. 

Publication 
The International Association of Cross Cultural Competence and Management 
will be publisher of a series („Cross Cultural Studies“), one number will be 
periodically edited once a year. 
Each member will therefore be asked to make an article available to the 
Association for publication. This article might be a personal draft or composed 
from the member´s staff (results of research projects, discussion papers, 
abstracts of research activities, theories, methods, training programmes, 
empirical studies and other). 

Meetings 
It is supposed to organize a meeting at regular intervals (once a year) to discuss 
current problems respectively to present and reflect the latest approaches in 
research. 
For further information, contact: Ass.- Prof. Mag. Dr. S. Zafarpour 

Zentrum für Auslandsstudien 
Wirtschaftsuniversität Wien 

Augasse 2 - 6 
1090 Wien, Austria 
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Tel.: +43 (0)222 31336 4310 
Fax: +43 (0)222 31336 752 

 

Business and Development in Central and Eastern Europe 
A workshop on Business and Development in Central and Eastern Europe was 
held at the University of Bradford Management Centre at the beginning of this 
year. 
Twenty-six participants with research interests in the region met, therefore, on 
the 8th and 9th of January. They came from: Anglia Polytechnic University; 
Aston Business School; Buckinghamshire College Business School; Centre for 
East European Studies, Copenhagen Business School; CISME Centre, London 
Business School; City University Business School; Darlington College of 
Technology; Development and Project Planning Centre, University of Bradford; 
Department of Management Studies, University of Glasgow Business School; 
Huddersfield University Business School; Oxford Brookes University; Polish 
Agency for Foreign Investment (PAIZ); University of Bradford Management 
Centre; University of East London; and Warwick Business School. 
The workshop started with an Introduction from Professor Graham Hooley 
(Aston Business School) which allowed the participants to introduce themselves 
and their research interests, to make or renew acquaintances, and to express 
expectations from their participation in the workshop.  Notable was Professor 
Roderick Martin’s (Department of Management Studies, University of Glasgow 
Business School) remark emphasising the lack of a unifying framework for the 
research on Central and Eastern Europe.  The two day workshop continued with 
extensive discussions on four major areas. Foreign Direct Investment in Central 
and Eastern Europe: The Polish Perspective introduced by Mr. Robert 
Zakrewski (Polish Agency for Foreign Investment); Political Economy: 
Macroeconomics, Employment Issues, Local Tensions, Privatisation and 
European Union Enlargement introduced by Ms. Juliana Borsos-Torstila 
(London Business School); Foreign Market Entry Strategies: Joint Venture 
Partner Selection, Networks, Small and Medium Sized Enterprise introduced by 
Dr. Keith Brouthers (University of East London); and Culture, Technology and 
the Workplace: Organisational Change, Human Resource Management, 
Technology Transfer, Comparative National Cultures and Management, 
Individualisation of the Workplace introduced by Dr. Jonathan Winterton 
(University of Bradford Management Centre). 
The workshop ended with The Way Forward: Research Opportunities, Training 
and Consultancy, Publications and Collaboration introduced by Professor Hafiz 
Mirza (University of Bradford Management Centre), the main organiser who 
summarised the discussions held during the two day workshop and suggested a 
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future for the research on Central and Eastern Europe in the United Kingdom. 
The participants agreed that the initiative originated at the University of 
Bradford Management Centre should be carried forward.  The next workshop of 
this kind, therefore, will take place at the Aston Business School in 
approximately six months’ time. An offer to host a future workshop came, also, 
from the Copenhagen Business School. 
Other issues discussed concerned facilitating the participation of Central and 
East European researchers, launching a newsletter which would keep the 
participants in contact with one another and up-to-date with their research 
interests, bringing together researchers with similar research interests, and the 
eventuality of obtaining Economic and Social Research Council funding. 
Although the workshop was characterised by a too heavily Western approach to 
Central and East European realities, the University of Bradford Management 
Centre deserves the highest marks for launching the initiative and for the 
excellent facilities and hospitality throughout the two day workshop. 
Anamaria M. Cristescu, Department of Management Studies, University of 
Glasgow Business School 
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The Nationalisation of the Yugoslav Economy 
The change in the ownership structure of the Yugoslav economy started in the 
late '80s. In the beginning it developed in two directions: privatization of "social 
enterprises" and rapid increase in the number of privately owned firms. 
However, political processes dramatically changed the conditions of property 
transformation at the beginning of '90s. Dissolution of the state, civil war and 
UN sanctions have drastically deteriorated economic conditions, while the 
keeping of the power by the old ruling group has frozen political initiative for 
the transformation and brought unfavorable changes in the legal system. 
Increase in the number of privately owned firms continued, but these firms are 
as a rule small in terms of capital and number of employees, and oriented at 
trade - which is often highly profitable, as they operate at the margin or outside 
the legal system. At the same time the ruling group completed the 
nationalisation of some sectors of the economy, brought under indirect control 
the majority of the remaining biggest industrial firms and banks, and practically 
annulled the fairly advanced process of privatization in the former "social 
enterprises". In this way the groups command over the majority of the economy 
is retained. Briefly speaking, two most important features of the previous 
socialist system - political and economic control over the society - are 
maintained by the old ruling elite in the Federal Republic of Yugoslavia (Serbia 
and Montenegro) so far. 
 Structure of Yugoslav (Serbia and Montenegro) economy: 

capital in % 1991 1992 1993 1994 
social capital 88,8 79,4 43,5 81,9 
shares 6,1 13,4 16,9 12,5 
investments 3,5 3,9 3,6 3,4 
private capital 1,6 3,3 36,0 2,2 
total 100 100 100 100 

But competitive elites in both sub-systems have been gradually developing, 
their institutionalized existence being the indicator of a gradual systemic 
change. 
The contradictory development in the process of transformation of Yugoslav 
society is well illustrated by the Property Transformation Revaluation Act 
(1994). It was the first and last proposal of one opposition party ever accepted 
by the Serbian Parliament under the rule of the Socialist party of Serbia. It was 
proposed by the Democratic party out of demagogic reasons, but in the era 
when the population rightly treated then ongoing privatization process as 
robbery. Namely, in the period between February, 1993 - February 1994 
inflation in the FR Yugoslavia exploded to 116 trillion percents, but even before 
it was high reaching hundreds of percents. This enormously decreased the real 
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value of shares. Namely, according to the Law, revaluation of unsold shares was 
practiced only once in a year. The real reason why the ruling elite in Serbia 
backed the idea of revaluation was not social justice but its own interest: to keep 
- through nationalisation of the property - the full control over big enterprises 
and to resume the clientelism from the previous communist period. 
Nationalisation gave the Serbian government an opportunity to appoint not only 
the executive board members but also the director and indirectly the enterprise 
managerial staff. Membership in several boards gives power but also a very 
high honorarium. Membership in managerial stuff for persons close to the ruling 
elite automatically gives an access to executive boards of other public and state 
owned firms. 
But, with the lifting of the UN sanctions a moment of truth is knocking at the 
door. Even if Serbian economy is devastated by the sanctions, the real causes of 
entropy are rooted in the previous period of socialist self-management and the 
so called "contracted economy" introduced in '80s. According to official 
statistical data, in comparison to 1989, industrial production in 1993 was 25% , 
and per capita GNP only 40% (910 US dollars). Industrial production in the first 
half of 1994 was only 35% in comparison to 1989. Approximately the same 
percentage has been reached in 1995. Internal debt of state banks to the 
Yugoslav population is 4 billion US dollars. The foreign debt is approximately 
9 billion dollars. The unemployment rate is at 25-30% plus 800,000 people who 
were on "forced vacation" due to UN sanctions (40% of the labor force). At the 
same time, all structural reasons which caused the crisis of the Yugoslav society 
and economy are permanently on agenda as unsolved issues. 
Laslo Sekelj / Mladen Lazic, Institut za evropske studije Beograd 
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Guideline for Authors 
Please notice the following requirements: 

Size 
Articles, reports and other contributions to the journal should be submitted in English or 
German. Articles should not exceed 25 pages with 60 stops per line and 35 lines, including 
graphics and bibliography; reply or discussion papers, conference reports, book reviews etc. 
should have not more than 5 pages. 

Send the article in 2 copies to the editor. Add a disc with the article, if possible in Microsoft 
Word for Windows format. 

Abstract 
The articles should include an abstract of 100 or fewer words. As far as possible the abstract 
should be written in English and German. 

Paragraphs, Type size etc. 
Use simple spacing.  
Do not use automatic or manual word division. 
Paragraphs should be connected without blank spacing. 
Abbreviations, if not used internationally, should be avoided. 

Titles 
Main titles should be printed in bold types, secondary titles in bold types and italics, tertiary 
only in italics.  

Quotations in the Text 
mentioning of author:   Name (Year) 
quotation of authors:   (Name/ Name Year:Page) 
quotation of different sorces  (Name Year; Name Year:Page) 
more than 2 authors:   Name of 1st author et al. (Year:Page) 

Footnotes 
Footnotes should be kept shortly. They should not be used for citing references. 

Tables and figures  
Tables as well as Firures should be numbered consecutivly (arabic numerals) and contain a 
short title. 
Table [Number]: [Titel] resp. Figure [Number]: [Titel] 
In order to refer to tables or figures within the text only the number should mentioned 

As it can be seen in Table [Number]  resp. (see Fig.[number]) 

The size of tables should not, the size of figures must not exceed one page (A4: (210 x 297 
mm]). The spacing and lettering should allow for subsequent reduction to the size of JEEMS 
page (A5). 
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Tables and Figures which are not yet embedded in the text, should be sent in a separate file 
with indication of the program used.  
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Short biography 
For a short biography of the author, please state the following items: 

Surname, Christian name, year of birth, academic titles, institution, department, main 
research topics. 

Assessment procedure 
All papers will be screened by a member of the editorial board and blindly reviewed by East 
resp. West European members of the corresponding board. For further communication send 
the full address and if possible the e-mail address. 
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Richtlinien für Autoren 
Bitte beachten Sie folgende Anforderungen: 

Art und Umfang 
Artikel, Berichte und andere Beiträge für JEEMS sollten in deutscher oder englischer 
Sprache verfaßt sein. Die Artikel sollten einen Umfang von max. 25 Seiten mit 60 
Anschlägen und 35 Zeilen pro Seite, einschließlich Abstract, Grafiken und Literatur, haben. 

Der Artikel sollte in 2 Exemplaren an den Herausgeber geschickt werden. Beigefügt werden 
sollte eine Diskette mit dem Artikel, wenn möglich im Format Microsoft Word für Windows. 

Abstract 
Artikel sollten ein Abstract von höchstens 100 Worten, wenn möglich in deutscher und 
englischer Sprache enthalten. 

Absätze etc. 
Der Text sollte im einfachen Zeilenabstand geschrieben werden.  
Silbentrennungen sind nur mittels bedingtem Trennstrich vorzunehmen.  
Absätze sollten nicht durch Leerzeilen getrennt werden.  
Abkürzungen, soweit sie nicht international gebrächlich sind, sollten vermieden werden. 

Überschriften 
Hauptüberschriften sollten fett, Überschriften 2. Ordnung fett/kursiv und Überschriften 
3. Ordnung kursiv geschrieben sein. Dies erleichtert die spätere Formatierung. 

Zitate im Text 
Erwähnung des Autors:    Name (Jahr) 
Zitieren von  Autoren:   (Name/ Name Jahr:Seite) 
Hinweise auf verschiedene Autoren:  (Name Jahr; Name Jahr:Seite) 
mehr als 2 Autoren:    Name des ersten Autors et al. 

Fußnoten 
Fußnoten sollten kurz gehalten werden. Sie sind nicht für Literaturangaben zu nutzen. 
Fußnoten sollten am unteren Rand der Seite stehen, auf der sie gebraucht werden. 

Tabellen und Grafiken 
Tabellen und Graphiken sollten jeweils eigene durchgehende Nummerierungen (arabisch) 
haben und mit einem Kurztitel versehen sein.  
Tabelle [Nummer]: [Titel] bzw. Abbildung [Nummer]: [Titel] 

Verweise auf Tabellen oder Graphiken im Text sind nur mit der Nummer zu versehen. 
Wie Tabelle [Nummer] zeigt  bzw. (siehe Abb.[Nummer]) 

Tabellen sollten, Graphiken dürfen nicht größer als eine Seite sein. Es ist darauf zu achten, 
daß sie bei Reduzierung auf die Standardgröße von JEEMS (A5) lesbar bleiben. 
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Tabellen/ Grafiken die nicht im Text eingebettet wurden, sollten in einer separaten Datei 
gesendet werden, mit dem Namen des Programms, in dem diese erstellt wurden.  
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Kurzbiographie  
Für einen Kurzbiographie der Autoren sollten folgende Informationen beigefügt werden: 

Name, Vorname, Geburtsjahr, Titel, Institution, Abteilung, Forschungs-
/Arbeitsschwerpunkte. 

Bewertung 
Alle Beiträge werden von einem Mitglied des Herausgeberrates überprüft und von einem ost- 
resp. westeuropäischen Mitglied des Mitarbeiterkreises rezensiert. Zur Erleichterung der 
weiteren Kommunikation ist die komplette Adresse des Autors - wenn möglich mit E-Mail 
Adresse - erforderlich. 

 


