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Abstract
Researchers assumed for a long time that people’s actions are the result of careful calculations of all the alternatives available. Due to the recent event of the financial crisis, this course of arguing might be proven wrong. How can it be that a person that pursues self-interest, ultimately being the well-being of shareholders, makes such counterintuitive decisions? More and more researchers are recognizing that the brain and its processes are a crucial part in explaining economic behaviour of people. In striving for a better world, the concept of wisdom has emerged. Up until now, a lot of research is done on how wisdom affects people in their day to day life. However, not much research is done to investigate which implications wisdom has for the field of economics. In this research, a list of indicators for the field of economics is established.

The main streams of literature are reviewed. Wisdom is defined as expert knowledge and judgement in the fundamental pragmatics of life. From all literature streams, it follows that there is no right or wrong in wisdom; it is all about finding a balance in everything you do. 

From the literature review, a list of nine expected indicators is established. By means of a case study, the list of expected indicators is tested. In the case study, the lives and careers of Nelson Mandela, Martin Luther King and Jimmy Carter are assessed. Examined is whether the lives and careers reflect the nine expected indicators. From the case study a list of seven indicators remains. These indicators are: 

· Wise people frequently advise others on life issues as part of their job

· Wise people have a personal growth plan for their career and choose career steps accordingly
· Wise people are open to discussions with followers

· Wise people have contacts outside their own field of expertise, that is outside the company

· Wise people have a variety of different jobs in their careers and act as knowledge brokers

· Wise people show fairly quick job-hopping to higher positions

· Wise people have diverse contacts in different hierarchical and functional layers of the organization
This list is a first proposal of how a list of indicators for the field of economics might look like. Because research was done by means of a case study, these indicators are expected to emerge in a more definite list of indicators for the field of wisdom. Therefore, this thesis can function as a good starting point for further research on this topic.
Companies can use the list of indicators to attract more wise people to their organisation. The list can be used for example in the selection procedure. From the literature review it shows that wise people strive for the common good. If wise people are placed on key positions in the company, this will benefit the company both on the short run and on the long run. 
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1. Introduction

Researchers assumed for a long time that people’s actions are the result of careful calculations of all the alternatives available. It was assumed that the actor would choose the action that he or she expects to have the highest pay off. Economic theories say that an individual will act according to the utility theory. This theory speaks in terms of ‘preferring A over B’. Each choice a consumer makes, will lead to a certain increase or decrease in his utility. The individual will always strive to the highest level possible of personal utility. 
Due to the recent event of the financial crisis, this course of arguing might be proven wrong. How can it be that a person that pursues self-interest, ultimately being the well-being of shareholders, makes such counterintuitive decisions? That is, how can a person display such greedy behaviour in a company, while he knows that this behaviour will lead to the down fall of that company? Also, when recalling the bankruptcies of companies as World-Com and Enron, one might wonder how managers determine their course of action. These companies both faced a large accounting scandal, which led to the bankruptcy of both companies. 
In this light, researchers think that the most important part of decision making is not the comparison of alternatives and the result of calculations. Instead, the most important part of decision making might be ‘perceiving the situation’ (Brooks, 2008) and as a result acting in the best possible way. Also, more and more researchers are recognizing that the brain and its processes are a crucial part in explaining economic behaviour of people. Research has been done about primary feelings of people and the corresponding brain functions, such as fear and happiness. But using knowledge about behaviour onto management situations is an emerging field. 
In striving for a better world, the concept of wisdom has emerged. Up until now, a lot of research is done on how wisdom affects people in their day to day life; for example how they react on issues like the death of a friend. However, not much research is done to investigate which implications wisdom has for the field of economics. Research on wisdom in companies can be very meaningful, especially because wisdom-related knowledge of the individual is considered to be of great value for groups of people that live together (Staudinger and Baltes, 1996). This line of reasoning can be extended to wisdom-related knowledge of the individual being of great value for people that work together. 
A wise manager could steer a company to high levels of performance. Up until now, the field of economics learned us that even the best manager will strive for his own utility to be at its maximum. This could mean that the manager will do his best to improve the company, but recent events showed that this is not the case. 
The economic ethos at this moment is that managers get rewarded when they reach their short term goals. Managers and companies race each other for the highest short term results. But they forget to think about the long term, or simply deny it, although investments are needed to secure the future. The managers no longer challenge their own decisions, rather they follow each other as they were blindfolded. The managers are afraid to take risks and afraid to be new and fresh (Hayes, 2007). This type of behaviour eventually made that the performance of companies spiralled down. 
The result of that can be seen crystal clear in the form of the financial crises the economy is in at this moment. In 2007 the USA found itself in a mortgage crises: the banks had not been acting cautious enough when they gave out loans. Because every bank chose to pursue short term revenue, they gave out loans to individuals who actually could not afford that loan. The banks followed each other in the process of being incautious when giving out loans without thinking of the long term consequences. In the long term, this finally led to the financial crises. 
How could this happen if all individuals strive for the highest utility? One would think that if everybody puts in effort to get to the best possible state, only improvements will be made. As mentioned above, this is not what happened. The solution lies in the concept of ‘wisdom’. All people perceive a situation in a different way, and accordingly, all people have a different set of potential responses present. These two things depend on wisdom. A wise person can better asses a situation, sees more possibilities to solve the situation, and also has an idea how his actions will affect the future. Next to that, a wise person will recognize that only striving for his own well being eventually will hurt the future of the collective. 
In the field of psychology, scales are available to measure people’s level of wisdom in life. However, no such scale is available in the field of economics, to measure how wise managers are in their careers. When focussing on wisdom and managers, new indicators for wisdom have to be created. When a scale with indicators for wisdom in the field of economics is established, companies can use that scale in their selection procedures. Companies should strive to only place wise people in key positions in the company. If only wise people determine the strategy of the company, an event like today’s financial crisis will be less likely to happen. This is because wise people are able to look beyond their own benefit. Next to that, knowing what determines a manager’s wisdom, one could work on enlarging that wisdom. So a company could work with his current managers to make them more wise. 

In this research, a list of indicators for the field of economics will be established. The research will start with a literature review about wisdom. Views from leading authors will be compared. This literature research will bring an understanding of the subject. The most dominant views will be presented, while maintaining an economic perspective: the emphasis will be put on information most relevant for the field of economics and business. From this literature research a list of indicators of wisdom will be derived, which can be used to measure the wisdom of managers. The indicators will emerge from a combination of the different views. On this scale, indicators like ‘Having a large network beyond the firm’ and ‘Broad support inside the firm for ideas’ might appear. 
In order to test this new indicators, a case study will be conducted. In this case study, the lives and careers of three wise men will be investigated. The indicators will be compared with the information available and will either be supported or rejected. This research will then discuss the results and give some practical implementations for the new derived indicators. 
2. Literature review

There are two mains streams of literature about wisdom. The first is the ‘implicit theory’ of wisdom, the second is the ‘explicit theory’ of wisdom. Each will be discussed below.
Implicit Theory of Wisdom


The implicit theory of wisdom follows a common sense approach. It tries to answer the question how wise persons are characterized. Here, wisdom is defined as “the power of judging rightly and following the soundest course of action, based on knowledge, experience, understanding, etcetera” (Sternberg, 2001). It is argued that the concept of wisdom must be constructed and selected over time, which is called the evolutionary approach. 
Tacit Knowledge

Sternberg argues that people who make wise decisions are combining explicit knowledge with their own implicit knowledge. Implicit knowledge are the beliefs people hold. The more people know about their field of work, the more wise their decisions can be. This implicit knowledge is called tacit knowledge (TK), and can be characterized as being procedural, being relevant to attain people’s goals, and being acquired without direct help from others. TK is knowing how to do something, instead of knowing that you have to do something. TK is an individual process, therefore it is likely to be a source of differences between people when it comes to behaviour or performance. 
Higher levels of wisdom help people to make more sense of situations. Managers can strive for success, but how is this success defined? Is there a right or wrong definition? Wisdom tells us that there is no such thing as ‘right’ or ‘wrong’. Sternberg says that this wisdom can be achieved if TK and explicit knowledge are applied combined, while striving for an improvement of the common good. In doing this, there has to be a balance on three levels. This is called the balancing theory, which is discussed below. 
Balancing Theory

The balancing theory claims that wisdom can be achieved if a person is balanced at three levels. At the first level of the balancing theory, intrapersonal, interpersonal and extrapersonal interests have to be balanced. Intrapersonal interests are self-interests, such as making more money or becoming more powerful. Interpersonal interests are the interests of others, like the popularity of a friend or the income of a family member. Extrapersonal interests consider other expects of the contexts one lives in, for example raising money for the village one lives in. When trying to make a wise decision, one can not let one of these three interests prevail above another; each of those has to be considered evenly. 
The second level requires a balance between the short term and long term. A lot of managers lately showed that short term profits were most important to them, and only focussed on the short term. But winning a one time battle does not assure winning the complete war. The recent crisis has proved this right. On the other hand, only thinking about the long term will blur the short term vision and chances can be missed. Therefore, short and long term interests have to be balanced. 
Third, balance has to be achieved between adaptation to existing environments, shaping of existing environments, and selection of new environments. When adapting to an existing environment, an individual finds ways to fit into the environment that currently forms the context. When shaping an environment, one tries to make the existing environment more compatible with his ideas. When there is absolutely no fit between an individual and an environment, the individual can decide to look for a new environment. This occurs for example when a manager quits his job at a company that does not have enough corresponding ideas and starts looking for a new job. 

The balancing of these three types of interest must always be done with the common good in mind. When the three types of interests are balanced and the resulting actions are mend to improve the common good, wise thinking takes place. For a graphic representation for this balancing theory of Sternberg, see Appendix I. 
Sternberg stresses that there are sources that affect the balancing process: First of all, not all people are striving for a common goal in the same way, so not everyone desires wisdom in the same way. Thus people may have different approaches to reach the common goal. 
Next to that, there is no static description of the ‘common good’; it can have a different meaning to different people. So people may strive for a (somewhat) different goal. 
Furthermore, people may have a preference to either shape the environment they are in or to leave the environment and select a new one. So some people will remain in their current environment and decide to try to change it to their views. Others might prefer to not put any effort in their current environment, and decide to seek for an environment that already fits their way of thinking or acting.

Also, people might see the appropriate balance between the short and long term, or the balancing of personal interest, differently from others. People may have a complete different way of perceiving a situation. So what one person sees as right, the other person may see as wrong. Next to that, personal preferences come in to play. What one person sees as little self interest, another person may see as very selfish. 
In addition, people differ in their levels of TK; people with more TK can afford to rely less on others, if they prefer to utilize their TK. This also depends on the choice of people. They can choose to utilize their TK, and in addition they can choose whether they want to stay in environment or leave it.
Finally, values that people have change from person to person. As mentioned, what one person may find just right, may be completely wrong for someone else. So this list shows it is hard to reach a wise decision. A lot of factors are involved, and even if people think they make a wise decision, this might not always be true. 
Wisdom, Intelligence and Creativity

Tacit knowledge is knowledge learned by living life, it can not be taught in schools. However, it is related to intelligence and creativity (Sternberg, 2003). When turning to leadership, Sternberg emphasizes in his article that leadership depends on three things: Wisdom, intelligence and creativity, in a synthesized way working together. These three factors develop over time. Effective leaders need all three components working together to reach a good performance.
Looking at intelligence, for this thesis the theory of ‘successful intelligence’ is important.  Successful intelligence is “the ability to succeed in life, given one’s conception of success, within one’s sociocultural environment” (Sternberg, 2003). Intelligence can be divided into three components: academic, practical and creative intelligence. Academic intelligence points to analytical abilities and memory functions; how do people recall, recognize, analyze, evaluate and judge information. 
Practical intelligence makes part of the concept of successful intelligence. Practical intelligence forms an important key to successful leadership and management. If a manger is high on practical intelligence, he probably will be more capable to reach a good balance between adapting to, shaping of, or selecting an environment. A manager can use his practical intelligence to improve his own performance, improve the behaviour of his followers and improve the management of his tasks. Tacit knowledge is that aspect of practical intelligence that enables the manager to balance the components of the balancing theory and perform in a superior way. This type of intelligence is gained by performing everyday, real-world tasks. So a manager can enlarge his tacit knowledge by increasing his working experience. When faced with more diverse problems at work, combined with the incentive to learn from those problems, makes TK grow. Practical intelligence is therefore necessary for wisdom to occur, however it is not sufficient. 
A manager is creative when he generates ideas that are relatively innovative, have a high quality, and are suitable for the problem under review. If a manager has a sufficient amount of creative ideas, his followers will accept this manager as a leader more easily. Because creativity goes beyond the scope of this thesis, no further elaborations will be made. 

Wisdom is the third pillar which is important to the concept of leadership. Wise leaders balance their own interest, the interest of others and the interest of the organisation they work for. This requires intelligence and a high level of analytical thinking. An important part of analytical thinking, in relation to the concept of wisdom, is ‘metacognition’. Metacognition occurs when a person is thinking about his thoughts or about his thinking process. It analyses the problem definition one uses, the strategy formulation, problem solving, resource allocating, etcetera. 
This reflective thinking process is very important for the concept of wisdom, since a person can learn from his past actions and improve his course of action when a similar event happens in the future. This reflective thinking process requires a large reasoning ability. Furthermore, wise people need to be rational, open to learn about new ideas, free from judgement, curious about new information and insightful. Wise leaders are often considered as being charismatic, but charismatic leaders are not per se wise. 
Synthesizing these three characteristics of a good leader (wise, intelligent, creative) one can summarize good quality of leadership into the following needs: First, a good leader needs creative skills to generate novel ideas; second, a leader needs analytical skills to access which ideas are good ideas; third, a leader needs practical skills to pursue good ideas and to persuade others of the value of those ideas; and finally, a leader needs wisdom to make sure that the ideas are serving the common good, rather than just a number of people. An unwise leader may be very successful in implementing ideas that appear good in the first place, but might end up with a situation that is not good for his followers or the company he is in. 
As mentioned, deciding to pursue the common good is very important for the definition of wisdom (Sternberg, 2004). A good leader needs to commit to using his intelligence, creativity and experience to serve this common good. Only when this decision is made, the balancing of the three components can start (see Appendix I). If a manager follows this path of decision making, he will be less judgemental; wise managers can not make decisions based on dogmatic beliefs or ideologies. Also, a manager must learn that all people are interdependent; people can learn from each other and dialogical reasoning will increase wisdom. Being in this interdependent group, each member must keep himself from taking selfish or short-term decisions. One should not consider information as a given fact, but examine it critically, when forming an own opinion. 

Explicit Theory of Wisdom

Explicit theories of wisdom go a step further then implicit theories of wisdom. Instead of only focussing on the characterization of wisdom and wise persons, the explicit theory of wisdom also focuses on behavioural expressions of wisdom. Because this theory looks at manifestations of behaviour, it opens up the possibility for empirical research about the concept of wisdom. Furthermore, correlations between concepts, antecedents and related concept can be investigated with the help of empirical research. The most well-known research on this wisdom-topic has been conducted by the Berlin-group, which is led by Paul Baltes. The work of Baltes and his colleagues will be described here. 
Ontogenesis of Wisdom-Related Knowledge

Wisdom is defined as “expert knowledge and judgment in the fundamental pragmatics of life” (Smith et al, 1994). The concept ‘fundamental pragmatics of life’ is described as knowledge and judgment about essential human situations and the way of planning, managing and understanding a good life. A model is derived which shows the variables that contribute to the growth of the facilitative circumstances for the growth of wisdom, and the dimensions from which wisdom can be measured (see Appendix II). 
Often is thought that wisdom comes with aging automatically. But to become wise, aging needs to be combined with a number of other personal characteristics and experiential conditions, in order to facilitate the acquisition of wisdom. Variables that can contribute to the ontogenesis of wisdom-related knowledge, are intelligence, personality intelligence, personality traits, and expertise (Smith et al, 1994; Baltes et al, 1995; Staudinger et al, 1998; Baltes et al, 2000). 
There seems to be an overlap between the first three domains. Intelligence refers to intelligence in both a fluid and crystallized way. Fluid intelligence is the ability to solve new problems. Fluid intelligence is used to understand relationships and concepts, independent of acquired knowledge. Crystallized intelligence is the ability to use knowledge, skills and experience. It draws on information that is stored in the long term memory. Personality intelligence incorporates creativity, cognitive style and social intelligence. It seems to have the biggest influence on the development of wisdom-related knowledge. Personality traits include personal growth, being open to experience and psychological-mindedness. This is thus a combination of both crystallized and fluid intelligence. 
Life experience, which is part of expertise, features general life experience and specific professional experience. General life experience is the know-how people gain from living their life. Everything people do, contributes to general life experience. Professional experience is the experience people gather as a result of working in their job. This type of experience is the largest unique predictor on the growth of wisdom-related knowledge. These different experiences can all contribute to the development of wisdom-related knowledge, but also life context is important. 
Because each individual has a different life context, the contribution to the ontogenesis of wisdom-related knowledge is different. People experience different things in life, or experience the same things in a different way. Age seems to have no influence on the development of wisdom. Up to the age of 80, older adults perform as good on wisdom-related tasks as do younger adults. However, living longer is no guarantee for having higher levels of wisdom. However, a match between the age of the person who has to solve the problem, and the age of the person seeking for help, leads to higher demonstrated levels of wisdom. This could mean that individuals simply can better identify themselves with the life tasks and dilemmas of people of their own age group, or that information on how to solve problems related to the current life phase is most easily accessed. For a visual representation of these contexts and their correlations, see Appendix III.
Dimensions of Wisdom-Related Knowledge

There are five dimensions of wisdom-related knowledge, from which wisdom can be measured: Rich factual knowledge, rich procedural knowledge, life-span contextualism, value relativism, and uncertainty. The first dimension, rich factual knowledge, includes general knowledge, as well as specific knowledge about the conditions of life and its variations. This dimension can be measured by assessing problem-specific comments on general themes. 
Procedural knowledge handles general and specific knowledge about judgment strategies and advise people give about life matters. This can be measured by looking at strategies people use when they are planning, making decisions, or giving advise to others. Also the timing of the decision and the sequence of actions is important. These first two dimensions are considered to be basic criteria and are important for each field of expertise. These criteria get more and more refined as people get older and gain more experience. 
The three remaining dimensions are metalevel criteria (metacriteria) and are more specific for the concept of wisdom. The metacriteria are developed later than the basic criteria (Baltes et al, 1995). Life-span contextualism handles the knowledge a person has about the contexts of life and their developmental relations. One can measure this concept by looking at a person’s knowledge about social ecologies: relationships betweens family or friends, considering differences in age, character, history and conflicts. The fourth dimension, value relativism, includes knowledge about differences in values, goals and priorities between people. This concept can be measured by looking how a person can distance himself from his of preferences to consider the goals, values or preferences of others. The last dimension, which is uncertainty, deals with knowledge about the unpredictability of life and the way to manage this. To measure this, a person can show that he realizes (or does not realize) that there is no perfect solution in life and he knows how to deal with uncertainty, for example by having a back-up plan. 
Expert levels of performance in the above described dimensions are classified as wisdom. A person can only be described as wise if he scores high on all five dimensions. Wisdom-related performance is predicted best by both personality and cognitive performances, combined with certain types of experience. It forms a perfect synergy of character and mind; of virtues and knowledge. Because experience plays a role, occupation can be an indicator of wisdom. Baltes et al (1995) show that people who have occupations in which they handle with fundamental matters of life more often, show higher levels of wisdom. Professionals in the field of human services, such as clinical psychologists, have more training in dealing with life matters. Therefore, clinical psychologists are more often wise individuals. Especially in situations which are ‘testing the limit’, for example the death of a friend, true wisdom can be shown. 
Wisdom in Communities

Wisdom-related knowledge and the skills coming from that knowledge are considered very important for communities. A higher level of wisdom means a person is more regarding towards the common good, leading to the development of the community and survival in difficult times. Wisdom is also believed to be tied to a social system (Staudinger et al, 1996). So wisdom does not only give something to the community; the community can also contribute to higher levels of wisdom. Acquisition and expression of individual cognition can influence cognition of other individuals. 
Wisdom is also influenced by collective systems of knowledge. When various minds are interacting, there is more chance that wisdom will be observed. This phenomenon is called the ‘interactive mind’; cognitive behaviour and development have a social character and grow when people interact. Because wisdom requires high levels of knowledge, judgment and expertise, the combined input of people on these three items will increase the level of wisdom. By communicating, people stay updated about cultural evolution and the corresponding values. There is no absolute right or wrong in communities, rather, the right course is characterized as a consensus between different people and their values. So an individual needs to stay updated about the development in his community. Next to that, the body of knowledge attached to wisdom is considered to be so large, that it is impossible for one person to store all that information in his mind. By interacting, different parts of this large body of knowledge can be combined. 
There are three forms of interactive minds. First of all, there is the ‘external dialogue’, which is a dialogue between two or more persons who are actually present. Second, there is the ‘internal or virtual dialogue’, which is a person imagining that he has a conversation with another person, representing that person’s opinion. Third, there is the ‘external dialogue plus’, which refers to talking to another person who is actually present, and afterwards thinking about the dialogue for a while, before giving one’s own opinion. 
Both the internal dialogue and the external dialogue plus increase the level of wisdom someone shows. This success comes from the fact that people gather, or come up with new information, and following to that, form their own opinion about that information. Both the internal dialogue and the external dialogue plus give the individual the opportunity to hear the opinion of another person, and subsequently review this opinion before stating one’s personal opinion. The external dialogue on the other hand is therefore not so effective to increase wisdom, because people do not have the chance to think about the new information, and are not able to form their own opinion about it. 
While interacting with others, a wise person can not let his emotions take the overhand; his affect needs to be balanced. There are three types of affect: negative affect (being angry, sad or disappointed), pleasant affect (being happy, cheerful or proud), and affective involvement (being interested, attentive or inspired) (Kunzmann et al, 2003). People high in wisdom-related knowledge show high levels of affective involvement; they should interest in other people and inspire them. On the other hand, levels of negative affect and pleasure affect should be low when wisdom-related knowledge is high. A wise person should not judge a situation with a perspective of pleasure or negativity. Rather, he should choose the reality perspective. 
This reality perspective should also be handled when a wise person tries to help another person. A wise person would find self-enhancing values, such as personal growth, of equal importance as other-enhancing values, such as their well-being. So a wise person should not pursue his own pleasurable life, but rather keep his own interest and the interest of others balanced. In case of a conflict, a wise person should always choose the path of cooperation and start a negotiation to find a compromise. Behaviour like avoidance, submission or dominance is usually not seen in wise people. 
Other views

A lot of writers have criticized or complemented the articles of Sternberg and Baltes. Below a short representation of these writings. 
Wisdom as a State of Being
Ardelt (2004) argues that Baltes and his co-writers have a wrong perspective about wisdom. Where Baltes writes about wisdom-related knowledge, Ardelt argues that the real subject should be ‘wise persons’. According to her, wisdom can not be manifested outside persons; wisdom completely resides in the minds of individuals. Wisdom, according to Ardelt, is completely different from factual and procedural knowledge people may have about the world and relationships among people. Once a person tries to save wisdom, and for example writes it down, this is no longer part of wisdom, because it is no longer in the head of an individual. So even the wisest comments written down are no longer a part of wisdom, but a part of intellectual, theoretical knowledge. 
Wisdom can never be about the quantity of knowledge, but always about the quality of the knowledge. Furthermore, Ardelt argues, wisdom can not be measured by listening to statements people make. Rather, wisdom is a way of living, or a state of being. Making wise statements is not enough to be a wise person. 

In order to actually realize wisdom within a person, he has to reflect on his own thinking. So metacognition is very important, which means realizing the deeper meaning of knowledge and reflecting on this is key. Following this reasoning, Ardelt says that wisdom is more likely to occur amongst older people, since older individuals are expected to have lived through more challenges of life, and have had more practice in self-reflection and self-awareness than younger people. However, aging is not a guarantee for acquiring wisdom. All knowledge eventually will be replaced by superior knowledge of the future. Each wise individual must be willing to keep his information updated, in order to keep up with the younger generation. In addition to that, wisdom has also knowledge in it that is not bound to a certain time frame; this knowledge is timeless and addresses basis dilemmas of human life. 
Ardelt claims that it is more important to know how a person is, than to know what he knows, in order to find out whether that person is wise. In that definition wisdom is a property of individuals. Wisdom is an integration of three personal characteristics: cognitive, reflective and affective characteristics. Cognitive characteristics incorporate an understanding of life, desiring to know the truth, wanting to understand a phenomenon, acceptance that life has positive and negative matters and knowledge of the uncertainty of life. This view about cognitive characteristics resembles Baltes’ criteria of wisdom. However, Ardelt claims, to get these characteristics just right, the only way is to overcome ones prejudice through self-reflection. This is done through the reflective component, which consists of self-examination, self-awareness and the willingness to look at things from a different perspective. Finally, the affective component handles concepts like sympathy and love for others. The self-reflections will make a person less self-centred and this in turn will enable a more constructive, sympathetic way to interact with others. 
Ardelt acknowledges that people who excel in all three sectors do not or do very rarely exist in reality. She sees wisdom as a continuum, on which people can score a rate from very low to very high. The most important factor is that a person is willing to learn from the challenges he faces in his life. Only then wisdom can be developed. That, in combination with the coincident presence of cognitive, reflective and affective characteristics, is sufficient for a person to be wise. 
Wisdom in Leaders

Cacioppe (1997) elaborates on how a good leader should use his wisdom in his profession. In his article, which is more concrete of nature, Cacioppe mentions a list of actions a wise manager should display in his work. 
Inspiring leaders should motivate their followers and establish a bond of trust. Inspiration is a key factor to keep the followers motivated. In order to reach this goal, wise managers should be high on emotional intelligence, which is a person’s ability to be aware of emotions, and to use and manage these emotions when dealing with other people. Managers high on emotional intelligence are self-aware of their own emotions if they happen; they are managing their own emotions in a appropriate way; they are self-motivated for a common goal; they have understanding for the emotions of others; and they are able to cooperate with others well. 

Wise managers should display the following actions at work: First, a wise manager knows when to speak and when to remain silent. He is not afraid to listen to other people’s views. Second, the manager has to be mindful in the present, and focus on what is happing in the moment. Third, the manager has to be open to new ideas, and admit that nobody can know everything. He can not get too attached to his own ideas, for these ideas might not be the best. Fourth, a wise manager has to let his ego go. He has to always pursue the unifying point of the team. Fifth, the manager has to realize that the present is the only time when true quality can occur. Only thinking about the future will not get you anywhere. Finally, a meaningful effort will fill an authentic need. A wise manager has to be honest and true, in order to rise to his best self. 
3. Indicators of Wisdom

From the literature review, it shows that extensive research has been done to characterize wisdom for the field of psychology. Determinants and indicators have been established. For the field of economics, no such information exists. Using the literature review, below a list of expected indicators of wisdom for the field of economics is established. The focus lies on determining indicators of wisdom for the field of economics, using a combination of the information mentioned in the literature review. Although all views are incorporated, the actual making of this list of indicators lies closest to the explicit theory of wisdom. The explicit theory of wisdom is the only theory that actually believes that wisdom can be measured. However, as mentioned, for the creation of the indicators all views are used. 
A list of nine expected indicators is emerged from the literature review. These indicators are expected to be related to the concept of wisdom. Below first the expected indicator will be mentioned, followed by an explanation and motivation for that specific indicator. Each expected indicator will lead to a hypothesis, which will be tested by means of the case study later on in this thesis, to assess whether the indicator is truly linked to the concept of wisdom.
Working in a job where he has to advise other people on life issues
Professional experience is the largest unique predictor of wisdom, accounting for 15% of the variance in wisdom-related performance (see Appendix III) (Baltes et al, 2000). People who more often deal with problems of other people on a professional level show higher levels of wisdom-related performance. For example, clinical psychologists show very high levels of wisdom-related performance, because they deal with people’s challenges on a daily basis. 

For the economic scale it will be useful to know whether the individual actually guides and advises people when they deal with life issues. This advise can be given to followers, or to peers. The situation where the individual gives advise has to occur on a structural basis. The advise should be on life issues or on ethics. An example could be that a manager advises his peer on whether it is appropriate to award himself a bonus. 
It will be expected that people who are considered wise, frequently advise people on life issues as part of their job. This leads to the following hypothesis: 
H1: Wise people frequently advise others on life issues as part of their job

A personal growth plan for his own career
Life planning is an important part of the concept of wisdom (Staudinger et al, 1998). In Appendix II, one can see a graphical representation of the determinants of wisdom and find life planning as an important correlate of wisdom-related performance. A wise person should plan ahead in his life. 
Turning to the economics perspective, this indicator is about whether or not an individual has planned his own career ahead. A wise person should have a goal in mind for his career, and work towards this goal as he chooses steps in his career. Expected is that a person who scores high on the traditional wisdom scale, has a clear personal growth plan for his career in place. This leads to hypothesis 2:
H2: Wise people have a personal growth plan for their career and choose career steps accordingly

Open to new experiences by moving around to a variety of jobs
The balance theory tells that a wise person should find a balance in adapting to an existing environment, shaping the existing environment and selecting a new environment (Sternberg, 2003). A wise person should not be afraid to switch to a different environment en should be open for this new path. Also, new experiences should be embraced to find new views (Kunzmann et al, 2003; Drive, 2000).
As for the new scale, expected is that individuals who score high on the traditional wisdom scale also choose a variety of jobs in their career path. Each job should contribute a new aspect to the spectrum of experiences. Wise people are not afraid of a new experience and might even choose a different kind of job especially for this new experience. They integrate these experiences in an intelligent way when they perform in their next job. A wise person can be a knowledge broker (Hargadon, 1998) by combining all different experiences he gained. Through this combining, new ideas can arise. These ideas get transferred as the individual moves on to his next job. This leads to the hypothesis: 
H3: Wise people have a variety of different jobs in their careers and act as knowledge brokers
Sees an importance in the development of the team
People who score high on wisdom-related knowledge should have a good balance between things that enhance themselves and things that enhance others. Other-enhancing actions should be prominent in the mind of a wise person (Kunzmann et al, 2003). This is also referred to as balancing intrapersonal, interpersonal and extrapersonal interests (Sternberg, 2001).
For this scale, a person should actively acknowledge the importance of the team he works with. This team can either be a team of followers or a team of peers. Expected is that people who score high on the traditional wisdom scale, also acknowledge high importance for the development of the team they work with. They should act accordingly and make an effort to improve the team, for example by using training and guidance. This leads to hypothesis 4:
H4: Wise people see the importance of team development and work actively to improve their team
Openness to discussion with and opinions of followers
As a part of wisdom, it is important to balance opinions from all people who are involved in a process (Sternberg, 2001). A wise person should consider all opinions and, based on all opinions, reach a decision that is serving the common goal. In addition, discussion can increase wisdom, for more people are adding their opinion to solve the problem (Sternberg, 2004).
Looking to the new economic perspective, a person who is high in wisdom-related knowledge should be willing to start a discussion with his followers or peers, to discover which opinions will be best to serve the organization. A manager who scores high on the traditional wisdom scale is expected to be very open to discussion and the opinion of followers or peers. This leads to hypothesis 5:
H5: Wise people are open to discussions with followers

Quicker job-hopping to higher position in the company
Tacit knowledge is an important part of wisdom. Tacit knowledge increases with experience people gain by performing everyday, concrete problems. To become wiser, a person needs to gain more tacit knowledge of more different fields. The best way is to gain much knowledge in a short amount of time, and then switch to a different field (Sternberg, 2003). 
When turning to the economics scale, expected is that individuals who score high on the traditional wisdom scale spend less time on each job, they serve a shorter time in each position, before they get promoted to the next job. Because wise people perform better in their job, this promotion will occur quicker. The job-switching in turn will add to the person’s wisdom, because the tacit knowledge gets more divers. One should however be careful not to switch jobs to often, because that behaviour might be seen as indifference or carelessness and damage the person’s image. This leads to the following hypothesis: 
H6: Wise people show fairly quick job-hopping to higher positions
Contacts in different layers of the organization
As mentioned above, in order to improve tacit knowledge, it is important that a person acquires varied information. This information can never only come from the own peer group. Therefore, a person that wants to increase his wisdom-related performance should mingle with people from other hierarchical layers, both higher layers as lower layers. Also, there should be contact with people from other functional layers in the organization. 
Contacts should be selected in a smart way to create bridges for structural holes, and to obtain heterogenic information (Zaheer et al, 2005). The goal is to obtain a divers network of people, who all add to the person’s knowledge in a different way. Individuals who score high on the traditional wisdom scale are expected to have more relationships in different hierarchical layers in the company, leading to hypothesis 7: 

H7: Wise people have diverse contacts in different hierarchical and functional layers of the organization
Frequently asking advise to others
Wisdom is social-interactive. When making use of different forms of dialogue, or advise-asking, wisdom-related performance can increase. When referring to external dialogue plus, wisdom related performance goes up when a person gets the opportunity to ask another person advise and, after that, gets some time to let that new information sink in (Staudinger et al, 1996). 

For the new scale, a wise person should make extensive use of the external dialogue plus, that is, often ask advise to others on what to do to solve his challenges. An individual who scores high on the traditional wisdom scale is expected to gather advise often, by making use of the external dialogue plus, that is, talking to others. Therefore, hypothesis 8 is:
H8: Wise people often ask advise to others when solving challenges
Contact with people outside own field

An effective and wise leader needs to be able to come up with novel ideas. This can be accomplished by having divers tacit knowledge (Sternberg, 2003). Drife (2000) reinforces this and also points out that information will never flow by itself. A person that needs information has to go out and look for it himself. A wise leader will go out to look for novel information. 
Looking at it from the economic perspective, a person should come up with new ideas by applying novel information. This novel information can best come from people outside his own field of work, which often means outside of his own company. For example, a manager can acquire innovative information by talking to a doctor, who obviously has a different work field and perhaps a different outlook on working ethics. By looking over the boundaries of his own field, the manager will get a more heterogeneous perspective, which improves his performance (Rodan et al, 2004). A manager who scores high on the traditional wisdom scale is expected to have multiple contacts outside of his own field. This leads to the last hypothesis:
H9: Wise people have contacts outside their own field of expertise, that is outside the company
These nine hypotheses will be tested by making use of a case study. In the case study, an investigation on the above mentioned hypotheses will be done. The lives and careers of three people will be discussed. In selecting those three people, the criterion was that each person should be seen as highly wise by a large part of western population. Because the complete life and complete career have to be taken in consideration, all three people should be at the end of their career or should have already finished is. Also, the spirit of the time in which they lived should be alike for all three people, in order to make the comparison of value. Therefore, the years of birth should not be far apart from one another.

The three selected people are Nelson Mandela (born: 1918), Martin Luther King Jr. (born: 1929) and Jimmy Carter (born: 1924). Each of these three persons will be described in turn. Special attention will be given to the choices they made in their lives and careers. The nine hypotheses above will be tested by assessing whether the person in question actually displayed this behaviour his life and career. 

4. Case Study
In this section, the case study will be conducted. The three selected wise men will be discussed  in turn: starting with Nelson Mandela, followed by Marin Luther King Jr. and Jimmy Carter. Each time, the assessment will start with a description of the life of the person, followed by the evaluation of the hypotheses.
Nelson Mandela

Nelson Mandela is the former leader of the ANC (African National Congress), a political party in South Africa. During the 20th century there was a regime of Apartheid in South Africa; the white race suppressed the black race. The system of racial separation deprived the black community of an education and economic development, limited their freedom of movement, and enclosed and killed black citizens without a reason. Mandela was a young black student who could not accept this inequality and came in resistance against the apartheid regime. 

As a young boy, Mandela was inspired by his own elders, who resisted the suppression of black people. He studied at the university of Fort Hare, but was expelled after leading a student strike against inequality. Mandela decided to continue his studies at another university, and there he obtained his Bachelor’s degree. In 1952, Mandela starts the first ‘black law firm’ in Johannesburg, and in the same year he becomes a prominent member of the liberation movement African National Congres (ANC). From this combined position, he repeatedly tries to break down the Apartheid regime. He helped the black community by giving long, clear speeches against discrimination during trial cases. In 1961 the ANC got officially banned. Mandela decided to take the lead of an extreme military branch of the ANC, the Umkhonto we Sizwe (Spear of the People). This branch deliberately chose the path of violence, which resulted in several bombings. 

A year later, Mandela was arrested by the police. When they found out what Mandela’s role in the bombings was, he was convicted to the death penalty. After this conviction, Mandela got one chance to defend himself. In a four hour speech he underlined that he was a great supporter of the American and British constitutions, which claim equal rights for all opinions, religions and races. He made one of his most famous statements: “I have fought against white domination, and I have fought against black domination. I have cherished the ideal of a democratic and free society in which all persons live together in harmony and with equal opportunities. It is an ideal which I hope to live for and to achieve. But if needs be, it is an ideal for which I am prepared to die.” After his speech, the committee of white judges decided to convert the death penalty into life in prison.

Mandela had to live in a cell of two by two meters and suffered some severe illnesses. Many fellow prisoners and warders influenced him and he, in his turn, influenced them. While he was in jail his mother and son died, his wife was banned and subjected to continuous arrest and harassment, and the liberation movement was reduced to isolated groups of activists. In the meantime, Mandela had become a martyr and an icon of movements against racial segregation across the world. In 1985, from prison, he began talks with the apartheid government which evolved into a dialogue and eventually, his release.

After long negotiations, Mandela was released in 1990, after 27 years in prison. He did not stop his work, rather be became the leader of the ANC, which was now no longer an illegal organization. In 1994 the country’s first non-racial elections were held. This was also the first time that Mandela himself was able to vote in his own country. He was elected President and served a five year term. A year before that, in 1993, Mandela received the Nobel Peace Price, together with President De Klerk. 

Since stepping down as President in 1999, Mandela has become South Africa’s highest-profile ambassador, campaigning in the fight against HIV/AIDS. He was also active in peace negotiations in the Democratic Republic of Congo and Burundi. He set up three foundations bearing his name: The Nelson Mandela Foundation, The Nelson Mandela Children’s Fund and The Mandela-Rhodes Foundation. Mandela announced the formation of The Elders on his 89th birthday in Johannesburg. This group of wise people share their thoughts on how to create a better world. Mandela now remains an inspiration to a lot of people around the world fighting injustice and oppression. 

Now, each of the hypothesis will be tested using the information that is known of Nelson Mandela. 

H1: Wise people frequently advise others on life issues as part of their job

Nelson Mandela studied law and worked as a lawyer in his own firm, where he mainly handled cases concerning discrimination. Lawyers often have much contact with their clients an talk about difficult things in life. Especially in Mandela’s case, since the trials about Apartheid touched fundamental subjects of life such as freedom and quality of living. 
While Mandela was in prison, he got some privileges in the later years. On of these privileges was that he was allowed to have many visitors over. Next to his friends and family, a lot of people visited Mandela for advise. They would travel to the jail to have a word with Mandela and hear his opinion about their challenges. Although Mandela was not employed at this time, this period of his life should be included in this section. He must have gained so much wisdom by listening to all these people and advising them, that this should not be left out. 

When Mandela got out of prison, he was elected President of South Africa. During his presidency, he was known for the fact that he remained close to the people. As President he had to make decisions that affected the entire population of South Africa. Mandela therefore was actually dealing with the life issues of numerous people. Because of these arguments, hypothesis 1 is supported. 

H2: Wise people have a personal growth plan for their career and choose career steps accordingly

Mandela was conscious about the inequality between black and white from a very young age. A lot of steps that he took in his life, were to serve his life goal: improving the living quality for black people. He studied Law at the University, and after his graduation he started a black law firm. This firm, existing of only black lawyers, worked specifically to support and defend the black community of South Africa. Mandela used his knowledge and expertise to help out the suppressed. Also, he often plead in court for a better treatment of all black people. 
Next to his career in law, Mandela fulfilled high positions in the African National Congres. The ANC suits Mandela’s ideal of equality for black people. Even when Mandela had to use violence, he did not deviate from his path. The made several bombings in support of his beliefs. 
Finally, when he was elected President, he could make some big steps to improve the living conditions for the black people in South Africa. Because everything he did in his life was in support of his ideal, hypothesis 2 is supported.

H3: Wise people have a variety of different jobs in their careers and act as knowledge brokers

Nelson Mandela has done a variety of things in his life. He started of as a lawyer, helping out black South Africans in court. Then, he became the a prominent member of the ANC. Later, he leaded the militant branch of the ANC, the Umkhonto we Sizwe. He planned some bombings, which is clearly illegal and far from his work as a lawyer. 
While in prison, he became a counsellor for people that needed advise on difficult (life) challenges. Everybody was free to visit him, from farmers to village elders. After his release he got elected as President. Mandela could develop his political and strategic qualities even more. After Mandela’s term ended he founded, amongst other organizations, The Elders. This group discusses world problems and tries to find solutions to support peace building. Mandela here fully recognizes the concept of knowledge brokers: he got a variety of people together, who all bring their own expertise and knowledge. This collective expertise and knowledge will be committed to find solutions for big humanitarian problems around the world. This leads to the conclusion that hypothesis 3 is supported. 

H4: Wise people see the importance of team development and work actively to improve their team

Nelson Mandela has shown that he cares a great deal about the people of South Africa. Because of his work he conducts with The Elders he shows his commitment to the well being of all people. However, no specific facts could be found that Mandela has actively developed or improved the teams he worked with during his life. Therefore, hypothesis 4 is not supported. 

H5: Wise people are open to discussions with followers

One of the qualities of Nelson Mandela is that he was and still is always willing to start a discussion about his views and beliefs. He is known as a man who can speech in a passionate way about the things that move him. But he is also curious about the opinion others have. Therefore, hypothesis 5 is supported. 
H6: Wise people show fairly quick job-hopping to higher positions

Nelson Mandela has had two situations in his life where he showed quick movement to higher positions. First of all, when Mandela joined the African National Congress, it did not take long before he became a prominent member who would participate in deciding upon the course of action the ANC would take. When the militant branch was established, Mandela became the leader of this branch. 

Second, when Mandela was imprisoned, he frequently spoke with the government of South Africa about his release and the Apartheid regime. When Mandela was released from prison, he again took the lead of the ANC. In addition, when the first free elections were held in South Africa, Mandela participated and got elected right away. Therefore, hypothesis 6 is supported. 

H7: Wise people have diverse contacts in different hierarchical and functional layers of the organization

Mandela was actually born to be a king in South Africa. He instead chose to become a lawyer. During the period that he ran the law firm, he was in contact with black South Africans out of every layer of the population. Both the rich and poor came to Mandela for his help. 
Later on, as President, Mandela stayed in touch with his people. He often asked the opinion of the ‘normal citizen’. This in combination with the apparent contact he had with the other leaders of the country made his contacts very divers. Hypothesis 7 is therefore supported. 

H8: Wise people often ask advise to others when solving challenges

Although Mandela is a strong believer of discussion, no evidence has been found that he would ask advise on a structural basis to others when solving his life challenges. Therefore, hypothesis 8 is not supported. 

H9: Wise people have contacts outside their own field of expertise, that is outside the company

When Mandela was running his law firm, he was also one of the leaders of the ANC. Next to that, he still was in contact with the elders of his own village. This made his knowledge divers.  

The clearest example that Nelson Mandela has contacts outside his own field of expertise lies in The Elders. This group of very diverse people brings together their experience to come up with new solutions. The combination of former Presidents, well-doers, ministers, activists, priests and businessmen is extraordinary and brings out the best of knowledge each participant has. Therefore, hypothesis 9 is supported. 

Martin Luther King Jr.

Martin Luther King Jr. was raised in Atlanta, Georgia. This old plantation area was at that moment populated with freed slaves, working as small farmers. The farmers lived in a constant fear of being lynched by the racist hate group Ku Klux Klan. King saw all that happened and decided he wanted to support the black community. He chose the profession of which he thought it would be the most meaningful: the profession of clergyman. King studied at the Boston University and was promoted as a theologian. 

One of King’s first actions against the inequality was the non-violent bus demonstration, during which black people sat on seats which they were forbidden to sit on. King was the leader of this action against unequal treatment of blacks in the public transport, appealing to the equal rights that apply to all people, as mentioned in the American Constitution.

Later, King founded the Southern Christian Leadership Conference, the first mouth-piece against racism. King’s motto has always been that of Mahatma Ghandi’s theory of non-violent action. Therefore, he never expressed non-white militant comments. Not with hatred and violence, but with love and peaceful cooperation one can appeal to the conscious of your enemy, so believed King. He was convinced that the white community would change its behaviour eventually because of a feeling of guilt that the non-violent actions of King would give them. Also when King was under attack himself, he remained calm. After the bombing of his family home and racial riots, he got his inner power from his belief in God. He told his people that physical power should be countered with power of the soul. 

King had some great successes, like several changes in the law. He reached his peak in 1963, when he held his ‘I have a dream’ speech about raising public consciousness of the civil rights movement, touching the white conscious in a positive way – just as planned. Next to this, he managed to pull a lot of people away from the sect movement Black Power. In 1964 King received the Nobel Peace Price, which was unique for a black man at that time, for his work to end racial segregation and racial discrimination through civil disobedience and other non-violent means. 

The downside was that more and more young black people turned away from King’s non-violence philosophy. They were disappointed that the poverty among blacks was not yet resolved, and that King now also turned his attention to more global issues, such as global poverty and the Vietnam war. 

On April 4, 1963 King’s dream ended. He planned to speak at a support meeting for striking black garbage collectors. As he appeared on the balcony to start his speech, he was shot by a sniper. The shock of King’s death led to days of riots, looting and arsonism. This was exactly what King did not want: answering to violence by using violence. 

After his death, his important position was recognized. King received posthumous several prices, such as the Presidential Medal of Freedom in 1977 and the Congressional Gold Medal in 2004. Also, it is known that he is an source of inspiration for numerous people, including Barack Obama. His main legacy is the secured progress on civil rights in the United States and he still is frequently referenced as a human rights icon today. 

Now, each of the hypothesis will be tested using the information that is known of Martin Luther King. 

H1: Wise people frequently advise others on life issues as part of their job

Martin Luther King chose the profession of clergyman. Part of that job is to be the person the communion’s people can rely on. Clergymen often listen to the problems and challenges of people and give them advise on how to act. King chose the profession of clergyman out of belief that he could support the black community and advise them in life. Hence, hypothesis 1 is supported. 
H2: Wise people have a personal growth plan for their career and choose career steps accordingly

As a young boy, King already saw clearly the inequality between black and white people in his community. He decided that he wanted to change that situation. Every step he took in his career was intended to serve that goal. First, King decided that the best way to help the black community was to get a job that really made a difference for them. So he became a clergyman and studied theology. 
After that all of his actions, speeches and demonstrations were serving that single purpose: to help the black community and to try to reduce the inequality between black and white. Therefore, hypothesis 2 is supported. 

H3: Wise people have a variety of different jobs in their careers and act as knowledge brokers

As mentioned, Martin Luther King dedicated his life to reduce the inequality between black and white. He started his career as a clergyman and remained in this position. Also through his protest actions and demonstrations he remained in the role of clergyman. He did not switch jobs or views during his life. He therefore can not be seen as a knowledge broker. Hence, hypothesis 3 is not supported. 
H4: Wise people see the importance of team development and work actively to improve their team

Martin Luther King was very committed to reach his goal of equality. During his actions he was surrounded by a lot of people. However, no obvious prove has been found that King was actively working on the development and improvement of the people around him. Therefore, hypothesis 4 is not supported. 
H5: Wise people are open to discussions with followers

It was King’s belief that with talking and discussion one could change another person. Therefore, King was always willing to start a discussion with his followers. His most important point was that of non-violent action. Before, the black community would literally fight back. King was able to convince them that using violence was not the solutions. A strategy of non-violent disobedience would work better. King was willing to explain his reasoning over and over again. Therefore, hypothesis 5 is supported. 

H6: Wise people show fairly quick job-hopping to higher positions

Martin Luther King remained in the same position over the years. He did start the Southern Christian Leadership Conference, but did never leave his most important task, which were the non-violent actions against racism. King actually did no job-hopping at all. So hypothesis 6 is not supported. 
H7: Wise people have diverse contacts in different hierarchical and functional layers of the organization

First of all, by being a clergyman, a part of King’s job was to support his communion. This communion was a reflection of the black society, making King able to talk to people of different hierarchical layers of the society. 
Second, when King started his non-violence movement, he got into contact with governors, senators, judges, lawyers, etcetera. So his contacts were quite divers at that time. Hence, hypothesis 7 is supported. 

H8: Wise people often ask advise to others when solving challenges

Although King was always willing to explain or defend his points of view, no evidence has been found that he would ask advise while he was solving his challenges. King was very convinced of the effectiveness of Mahatma Gandhi’s non-violent strategy, and would not defer from it. Even when the younger generation no longer felt appealed by the non-violent actions, King held on to his point of view. So, hypothesis 8 is not supported. 

H9: Wise people have contacts outside their own field of expertise, that is outside the company

While King’s non-violent movement was on its peak, King was in contact with a lot of different people. As mentioned, he was in contact with the government. He managed to change some laws, even though King’s field of expertise was not law or politics.
Next to that, King never was afraid to start conversations with the white community. He was willing to explain his view points, and tried to convince them to change theirs. In doing that, he never expressed anti-white opinions, to make sure the contact did not end. Therefore, hypothesis 9 is supported. 
Jimmy Carter 
James Earl Carter Jr., better known as Jimmy Carter, served as the 39th President of the United States of America from 1977 to 1981. He was  born in 1924 in the USA. After finishing his college degree, Carter joined the United States Naval Academy. From 1946 to 1953 he fulfilled his military service in the Navy. At that point, Carter had planned his complete career to be in the Navy. His ultimate career goal was to become chief of one of the Navy departments, and chose the best route for promotion accordingly. However, upon the death of his father, Carter decided to leave the Navy and go home. After that decision, he was not able to return to his dreamed career. 

He then decided to take over the family business. The expanded the family’s peanut farm and made it successful. Parallel to this, Carter started his political career. He began by serving on various local boards, like those of schools, libraries and hospitals. He also served two terms in the Georgia Senate. When he was not elected as Governor of Georgia, Carter returned to the agriculture business. During this four years he carefully planned the next campaign, and with success. In 1971 he got elected as Governor of Georgia. During his term, he spoke up for several sensitive subjects: He said that the time of racial segregation had passed and that racism could not have a place anymore. Carter was the first Governor in the south of the USA to say this in public. He suited his action to his words and appointed several black Americans to different boards and offices. Next to that, Carter supported legalized abortion, although he was personally opposed to it. 

In 1976, Carter ran for President. After the Watergate scandal, him being an outsider of Washington was an asset. The voters wanted somebody new and fresh, and Carter won the elections. As he started his presidency, it was a time of reoccurring inflation and recession, combined with an energy crisis. As a response, Carter created the Department of Energy and in addition installed a control system for oil and gas prices. He encouraged the development of ‘renewables’, like wind energy and solar energy. When the economic crisis was at this worst point, Carter met up with governors, mayors, religious leaders, scientists, economists and citizens for ten days. He wanted to hear their advise on what to do. As a result, Carter addressed the nation and asked his Cabinet officers to resign. 

One of Carter’s greatest accomplishments were the Camp David Accords. Here, Carter mediated in a peace agreement between Israel and Egypt. Also, Carter was a supporter of human rights. Domestically, he was the first to address gay rights in the USA, believing that all forms of discrimination are wrong. In his foreign politics, he opposed to regimes that suppressed people, especially the Apartheid regime in South Africa. Carter also decided to transfer the control of the Panama Canal to Panama. In return, the regime of Panama had to soften. 
In 1980, Carter lost the elections to Ronald Reagan. After his presidency, Carter wanted to return to his peanut farm. However, he found out that his trustees had mismanaged the farm, leaving him with a one million dollar debt. Nevertheless, he has led and active life, establishing the Carter Center, teaching at University and writing books. The Carter Center promotes democracy and tries to improve human rights all over the world. It mediates in conflicts and supports free and fair elections. Also, it works to improve global health, and to remove the stigma on mental illnesses. Although some people find Carter’s presidency a failure, he has proven to be an all-round President, who did widely renowned humanitarian efforts and was a great peace keeper. In 2002 Carter received the Nobel Peace Prize for his work on finding peaceful solutions to international conflicts, on advancing democracy and human rights and on promoting economic and social development. Also, he is part of the group The Elders, along with Nelson Mandela. This group of wise people share their thoughts on how to create a better world.
Now, each of the hypothesis will be tested using the information that is known of Jimmy Carter. 

H1: Wise people frequently advise others on life issues as part of their job

Jimmy Carter has worked in politics for a long period of time. He started in school, library and hospital boards, became Governor and ultimately became President of the United States. Working in politics, Carter had to make decisions that affect a lot of people. Also, a politician often deals with issues of other people and tries to solve them. Therefore, hypothesis 1 is supported. 
H2: Wise people have a personal growth plan for their career and choose career steps accordingly

Carter showed two times that he was very consciously planning his career. First, when he was still pursuing a career in the Navy, he chose those career steps that would lead to the fastest promotions. Because of personal circumstances Carter was forced to leave the Navy. 

His new career of choice was politics. He started out small in local boards, and then tried to make the step to become Governor. Initially, this attempt failed. Carter then spent four years planning for his next campaign, and got to enjoy the fruits of his work when he got elected. But being Governor was only a springboard for his ultimate goal: being President. 

So there were two situations where he planned his career thoroughly and chose according career steps, so hypothesis 2 is supported.  

H3: Wise people have a variety of different jobs in their careers and act as knowledge brokers

Carter started his career in the Navy. This was his dream, but he was forced to give it up when his father got ill. He then took over the family business and became a peanut farmer. Parallel, he started up his political career and served in small boards. Then he became Governor and President. After his presidency he now tries to improve human rights and living conditions of people all over the world, by means of the Carter Center and the group The Elders. Also, Carter teaches and universities and writes books. 
One can see that the career of Jimmy Carter is very divers and hold a wide variety of jobs. In his current work in the Carter Center and The Elders, Carter functions as a true knowledge broker. He has collected a lot of divers knowledge. He now uses all that knowledge to solve great world problems as world hunger and women rights. Therefore, hypothesis 3 is supported. 

H4: Wise people see the importance of team development and work actively to improve their team

No distinct support has been found that Carter actively works or has worked on the development of his teams. Nor the improvement of his teams has explicitly come up. Therefore, hypothesis 4 is not supported. 

H5: Wise people are open to discussions with followers

Jimmy Carter has showed his openness for discussion by the role he played in the peace negotiations between Egypt and Israel. He was the mediator in a very complicated matter. The leaders of both countries would not speak directly to each other. Carter had to speak to each leader in turn and then transfer the opinion of that leader to the other. To fulfil this job, Carter had to be open minded, non judgemental and open to discussions. 
Next to that, Carter’s work at the Carter Center and The Elders involves a lot of debating and discussing about world issues with leaders and companies. Therefore, hypothesis 5 is supported. 

H6: Wise people show fairly quick job-hopping to higher positions

When Carter started his career in the Navy, he set a clear career goal for himself. He managed to get promoted rather quickly to a higher position. Also, in his career in politics he managed to display the same course of action. Starting small in local board, he got elected as Governor of Georgia rather quick. After that he made a swift move and became President. 

Although Carter’s job-hopping was quick, one can see that each step fitted in the plan to reach the final goal. Also, Carter made sure that his job-hopping would not be seen as careless. Therefore, hypothesis 6 is supported. 

H7: Wise people have diverse contacts in different hierarchical and functional layers of the organization

No clear evidence has been found that Jimmy Carter actually had contact in different hierarchical and functional layers within his jobs. His jobs have been divers, but within each job, no support can be found for this indicator. Therefore, hypothesis 7 is not supported. 

H8: Wise people often ask advise to others when solving challenges

When Carter faced one of his biggest challenges, namely the economic crisis, he clearly asked for advise. He felt that, because this crisis affected all people, all people should be able to give their opinion about a possible solution. To establish this, Carter organized a meeting of ten days. He invited governors, mayors, religious leaders, scientists, economists and citizens; a very divers group. All invitees were free to give comments on the current situation and give possible solutions. Carter only listened and incorporated the best ideas in a plan of recovery. 
Because of the above, hypothesis 8 is supported. 

H9: Wise people have contacts outside their own field of expertise, that is outside the company

Jimmy Carter was known for the fact that he was very keen on having a divers network. During his presidency, he frequently asked advise to a varied group of individuals. A good example of this, is the ten day meeting described above. 

Next to that, Carter’s recent work with the Carter Center and The Elders shows that Carter still has contact with people outside his own field. Both organizations have members with a very divers background. Therefore, hypothesis 9 is supported. 

Results
After testing the hypotheses on the wise people in the case study, it is now time to look at the combined results. The combined results will demonstrate which hypotheses are supported and which will be rejected. To asses which hypotheses are supported and which are rejected, the following guidelines will be used:

· If the hypothesis is verified in all three cases, the hypothesis is supported;

· If the hypothesis is verified in two of the three cases, the hypothesis is supported;

· If the hypothesis is verified in one of the three cases, the hypothesis is rejected;

· If the hypothesis is verified in none of the three cases, the hypothesis is rejected.

In table 1, a schematic overview of the combined results is given. 

	
	Nelson Mandela
	Martin L. King
	Jimmy Carter
	Combined

	Hypothesis 1
	Supported
	Supported
	Supported
	Supported

	Hypothesis 2
	Supported
	Supported
	Supported
	Supported

	Hypothesis 3
	Supported
	Not supported
	Supported
	Supported

	Hypothesis 4
	Not supported
	Not supported
	Not supported
	Rejected

	Hypothesis 5
	Supported
	Supported
	Supported
	Supported

	Hypothesis 6
	Supported
	Not supported
	Supported
	Supported

	Hypothesis 7
	Supported
	Supported
	Not supported
	Supported

	Hypothesis 8
	Not supported
	Not supported
	Supported
	Rejected

	Hypothesis 9
	Supported
	Supported
	Supported
	Supported 


Table 1: Schematic overview of the combined results
5. Discussion and Practical Implementation

The aim of this research is to create a list of indicators of wisdom for the field of economics. For the field of psychology, a list of indicators exists. No such list is yet established for the field of economics. Based on the most prominent views about wisdom, a list of expected indicators has been created. By means of a case study these list of expected indicators has been tested. The case study existed of a research of the lives and careers of three people who are seen as highly wise in the western society: Nelson Mandela, Martin Luther King and Jimmy Carter. By testing the expected indicators using this case study, theory and practice were confronted. Below, the results will be discussed, as well as the practical implementation. 
Discussion
Four of the nine expected indicators are supported by all three wise men in the case study. These indicators are: 

· Wise people frequently advise others on life issues as part of their job

· Wise people have a personal growth plan for their career and choose career steps accordingly
· Wise people are open to discussions with followers

· Wise people have contacts outside their own field of expertise, that is outside the company

The relevance of these indicators is shown by the fact that these indicators were present three times in the case study. This implies that these four are expected to be strong indicators for the presence of wisdom, seen from an economic perspective. 
Three of the nine expected indicators are supported by two of the men investigated in the case study. These indicators are:
· Wise people have a variety of different jobs in their careers and act as knowledge brokers

· Wise people show fairly quick job-hopping to higher positions

· Wise people have diverse contacts in different hierarchical and functional layers of the organization

These indicators were present two out of three times in the case study. This means that these indicators are expected to be not as important to show wisdom in an economic context, as were the indicators that were supported three times. However, to a certain extent, these indicators are expected to still be a sign of wisdom in an economic context. 
The two last indicators were either supported only one out of three times, or were not supported in any of the cases. These indicators are: 

· Wise people see the importance of team development and work actively to improve their team

· Wise people often ask advise to others when solving challenges
Because the case study did only uphold these hypotheses one time, or did not uphold these hypotheses at all, it must be concluded that these two indicators are not expected to be indicators of wisdom in an economic context. 
This thesis is a first proposal of how a list of indicators for the field of economics might look like. Because research was done by means of a case study, these indicators are expected to emerge in a more definite list of indicators for the field of wisdom. However, no definite conclusions can yet be drawn concerning the validity of the indicators. Therefore, this thesis can function as a good starting point for further research on this topic. 

Practical implementation

The financial crisis made people wonder how managers act in organizations. If all strive for the best, how can the total outcome then be so bad? Researchers are more and more realising that utility theories are no longer suited to predict the behaviour of people. The solution may lie in the concept of wisdom. Wise people try to get the best out of a situation, keeping in mind all interests involved. 
Thinking ahead, to trying and avoid a financial crisis the next time, CEO’s of large corporations should attract only wise people onto their organization. Unwise people will not strive for the common good and ideally would not fulfil key positions in the company. To find wise people to fulfil important positions in the company, the list of established indicators can be used. The applicant would have to show that he fulfils most of the supported indicators, both by the information on his curriculum vitae and by the answers he gives in interviews. So a company would like to see that the applicant has regularly advised people on life issues in a previous job. The applicant needs to have a clear planning for his career and has to be open to discussions with others. In addition to that, the applicant should have contacts outside his own field of expertise. Next to that, the company could screen applicants on the variety of jobs they have had in their career, on the amount and speed of their job-hopping and their ability to interact with people of other hierarchical or functional levels. 

By following this approach, in addition to the regular selection procedure, a company can be more sure that the people it hires will be wise or wiser people. These people will handle difficult or ethical questionable situations in a more profound way. The outcome of these situations will therefore be enhanced. The company should place these wise people on key positions in the company to improve the company’s results both on the short run and on the long run.
Limitations and Further Research

As mentioned, this research is a first proposal of how a list of indicators for the field of economics may look like. To derive a more definite list of indicators, more research is required. That leads to a limitation of this research, which is that the indicators have not yet been tested empirically. Here lies a good possibility for further research. The seven indicators that were supported in this research could be tested empirically in a management context. Managers could start with filling out the questionnaire attached to the traditional scale of wisdom. Next to that, they would fill out a questionnaire about the topics of the expected indicators. It will be interesting to see how managers who scored high on the traditional wisdom scale filled out the second questionnaire. These group of wise managers might show a pattern of career behaviour.  
Another next possibility for further research is to attach the indicators of wisdom to the functioning of the brain. By using fMRI scans, it may be possible to determine which part of the brain is responsible for wisdom-related performance. When preceded by the possibility of further research mentioned above, the most excellent managers could be selected for this research. As a result, more can be learned about the functioning of the brain. 
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Appendix I

Sternberg’s Balancing Theory (Sternberg, 2001)
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Appendix II

The ontogenetic model of antecedents, correlates and consequences of wisdom-related performance (Staudinger et al, 1998)


Appendix III

The pattern of predictive correlates of wisdom-related performance in adults (Baltes et al, 2000)
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