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Executive Summary 
 

The discipline of organizational theory is currently riven by a fundamental, often 
unacknowledged schism. On one side lies the dominant paradigm of Managerial Optimism 
(The Mirror), which posits that organizational dysfunction is a pathology—a deviation from the 
norm that can be corrected through superior leadership, better design, culture change, or 
advanced engineering of human capital. This view dominates business schools, consulting 
practices, and the vast majority of popular management literature. On the other side lies a 
minority tradition of Structural Pessimism (The Cage), which argues that dysfunction is not a 
pathology but a form of physics: an inevitable byproduct of complexity, hierarchy, and the 
inherent limitations of formal systems. 

This report provides an exhaustive analysis of this divide. It examines 19 contemporary and 
classic texts, alongside broader research into cybernetics, sociology, and critical management 
studies, to test the validity of the "Cage and Mirror" framework. The analysis reveals that while 
the Managerial Optimist tradition offers psychological comfort and a sense of agency, the 
Structural Pessimist tradition—rooted in the work of Max Weber, James March, Charles 
Perrow, and Robert Jackall—provides a more robust explanatory model for the persistence of 
organizational failure. 

Furthermore, this report identifies emerging trends, such as the "Skills-Based Organization," 
"Agile" management, and "OKRs," not as solutions to these structural problems, but as new 
manifestations of "High Modernist" attempts to force legibility upon complex human 
systems—attempts that are mathematically destined to fail due to the principles of 
incompleteness and bounded rationality. The report concludes that the field is trapped in a 
cycle where the "Mirror" sells the illusion of fixability, while the "Cage" describes the reality of 
the constraints. 



 

Part I: The Physics of Organization vs. The Pathology 
of Dysfunction 
 

 

1.1 The Fundamental Divide 
 

The central question facing any student of organizations is whether the friction, bureaucracy, 
and apparent irrationality of large institutions are bugs to be fixed or features to be endured. 
The answer to this question determines the entire strategic approach of the practitioner. 

If dysfunction is a pathology, then the correct response is diagnosis and intervention. This is 
the medical model of management. It assumes that a "healthy" organization is a frictionless, 
rational, profit-maximizing entity, and that any deviation from this ideal is caused by specific, 
removable variables: a toxic leader, a misalignment of incentives, a poor culture, or a lack of 
skills.1 The goal of the manager, therefore, is to act as a physician or engineer, applying the 
correct "treatment" (e.g., a change management toolkit, a new IT system, a leadership 
seminar) to restore the organism to health. 

If, however, dysfunction is physics, then the friction is gravity—it is not something to be 
"fixed," but a fundamental property of the system itself. In this view, encapsulated by the 
Cage and Mirror framework, the very act of organizing creates constraints. As organizations 
scale, they inevitably encounter the limits of information processing (bounded rationality), the 
distortions of hierarchy (patrimonialism), and the impossibility of capturing reality in formal 
rules (incompleteness).3 In this paradigm, the "healthy," frictionless organization is a 
theoretical impossibility, much like a perpetual motion machine. The goal of the manager is 
not to "fix" the organization, but to navigate a tragic landscape where every solution creates 
new problems. 

 

1.2 The Dataset: 19 Voices in the Wilderness 
 

To rigorously analyze this divide, we examine a cross-section of 19 influential texts in the field, 
ranging from foundational academic works to contemporary practitioner guides. The 



distribution of these texts reveals a stark asymmetry in the field. 

The Structuralists (The Cage): 
Only four of the 19 texts substantially support the view that dysfunction is structural and 
inevitable. 
1.​ A Behavioral Theory of the Firm (Cyert & March, 1963).1 

2.​ Moral Mazes: The World of Corporate Managers (Robert Jackall, 1988).5 

3.​ Complex Organizations: A Critical Essay (Charles Perrow, 1972/1986). 
4.​ Classics of Organization Theory (Shafritz, Ott & Jang) – as an anthology containing the 

above. 

The Managerial Optimists (The Mirror): 
The remaining 15 texts, which represent the bulk of modern business publishing and 
education, treat dysfunction as a solvable engineering or leadership problem. These fall into 
three sub-categories: 
1.​ The Engineers: Authors like Richard Daft and Koreen Pagano, who view the organization 

as a machine to be tuned.7 

2.​ The Therapists: Authors like Edgar Schein and Julie Hodges, who view the organization 
as a culture or psyche to be healed.9 

3.​ The Heroes: Authors like Rick Tollakson and Raymond Friedman, who view the 
organization as a passive instrument to be wielded by a visionary leader.10 

The following sections will deconstruct the arguments of the Structural Pessimists (The Cage) 
and then contrast them with the Managerial Optimists (The Mirror), demonstrating how the 
latter group consistently ignores the constraints identified by the former. 

 

Part II: The Cage — The Anatomy of Structural 
Inevitability 
 

The "Cage" in the framework refers to the inescapable structural forces that constrain 
organizational action. These are not cultural accidents; they are systemic necessities. The 
research identifies four pillars of the Cage: Scale, Incompleteness, Legibility, and Fiduciary 
Law. 

 

2.1 Scale and the Compression of Capability (The Patrimonial Trap) 
 



The first structural law is that hierarchy compresses capability. As identified by Robert Jackall 
in Moral Mazes, the structure of a bureaucracy is not merely a functional arrangement of 
labor; it is a system of power distribution that fundamentally alters human behavior.6 

 

The Patrimonial Nature of Bureaucracy 

 

Jackall’s ethnography of corporate managers reveals that despite the pretense of 
meritocracy, modern corporations operate as patrimonial bureaucracies. In this system, a 
manager’s survival depends not on objective performance (which is often difficult to measure, 
see Section 2.3), but on their fealty to the person immediately above them in the hierarchy. 

This creates a "moral distortion machine." To survive, a subordinate must "anticipate the 
boss's needs," shield the boss from bad news, and execute the boss's will even when it 
contradicts the organization's long-term interests or ethical standards. Jackall quotes a 
manager: "What is right in the corporation is what the guy above you wants".6 This is not a 
failure of individual morality; it is a structural requirement of the hierarchy. If a manager 
prioritizes the abstract "good of the firm" over the concrete "desires of the boss," they are 
labeled "not a team player" and are purged. 

 

The Flow of Credit and Blame (Organized Irresponsibility) 

 

This structural reality dictates the flow of information. Responsibility is pushed downward, 
while credit flows upward.6 This "organized irresponsibility" is a survival mechanism. When a 
decision goes wrong, the structure allows the senior executive to claim ignorance or plausible 
deniability, while the blame lands on a subordinate who "failed to execute." Conversely, when 
a decision goes right, the structure funnels the credit to the top. 

This dynamic explains why organizations so frequently repeat errors. To admit error is to invite 
blame, which is fatal in a patrimonial system. Therefore, errors must be hidden, rationalized, or 
externalized. Charles Perrow reinforces this in Complex Organizations, arguing that "finding 
reason in all behavior" is a mistake; behavior is driven by power dynamics and the need to 
maintain the stability of the elite regime, not by efficiency.13 

 

2.2 Incompleteness: The Gödelian Limit of Management 



 

The second pillar of the Cage is Incompleteness. This concept is derived from Kurt Gödel’s 
Incompleteness Theorems, which state that in any consistent formal system sufficient to do 
arithmetic, there are true statements that cannot be proven within the system.4 When applied 
to organizational theory by Cyert, March, and later theorists, this suggests that no formal set 
of rules, metrics, or procedures can ever fully capture the reality of the organization. 

 

Bounded Rationality as a Hard Limit 

 

Richard Cyert and James March, in A Behavioral Theory of the Firm, dismantled the economic 
assumption that firms are rational profit-maximizers. They introduced the concept of 
Bounded Rationality: human beings have finite cognitive capacity and finite time.1 They 
cannot know all alternatives, nor can they calculate all consequences. 

Therefore, organizations do not "optimize"; they satisfice. They look for a solution that is 
"good enough" to meet immediate targets. This is not a psychological failing to be fixed by 
"better data" or "AI"; it is a hard physical limit. The complexity of the environment always 
exceeds the complexity of the control system (Ashby’s Law of Requisite Variety). 

 

The Gap Between Formal and Informal 

 

Because the formal system (the rules, the org chart, the handbook) is inherently incomplete, 
the organization relies on the informal system (relationships, tacit knowledge, 
"workarounds") to function. However, the formal system—driven by the need for legal 
defensibility and control—constantly tries to colonize and eliminate the informal system. 

This creates a paradox: the more the organization tries to "formalize" its operations (through 
ISO standards, compliance regimes, or "Skills-Based" taxonomies), the more it degrades the 
very adaptability that allows it to survive. The formal system is a map that can never fully 
represent the territory. When leadership confuses the map for the territory (a condition 
Whitehead called the "Fallacy of Misplaced Concreteness"), disaster ensues. 

 

2.3 Legibility: The Violence of Abstraction 



 

The third pillar is Legibility, a concept adapted from James C. Scott’s Seeing Like a State.16 
Scott argues that central authorities (states or corporate headquarters) cannot manage 
complex, local systems unless they simplify them to make them "legible" from the center. 

 

The Logic of Standardization 

 

To control a forest, the state turns it into a monoculture tree farm. To control a workforce, the 
corporation turns unique individuals into "Full-Time Equivalents" (FTEs) with standardized 
"Skills." This process of making things legible necessarily involves a loss of information and 
resilience. 

In the analyzed texts, this conflict is stark. The managerial optimists (Daft, Pagano) view 
standardization as the path to efficiency. They argue for "Skills-Based Organizations" where 
every employee’s capabilities are tagged, cataloged, and tradeable.7 The Cage framework 
views this as a dangerous fantasy. As Scott notes, the "legible" version of the forest is 
susceptible to disease and collapse because the complex web of symbiotic relationships has 
been severed.18 

 

Metric Fixation and Displacement 

 

Jerry Muller’s The Tyranny of Metrics 20 provides the mechanism for how legibility destroys 
value. When an organization focuses on what can be measured (e.g., "lines of code written," 
"calls answered," "hours billed"), it inevitably displaces what matters but cannot be measured 
(e.g., code quality, customer empathy, mentorship). 

This leads to Goal Displacement: the metric becomes the goal. Managers, operating under 
the patrimonial pressures identified by Jackall, will "game" the metrics to satisfy their 
superiors. They will cut R&D to boost quarterly earnings; they will push sub-prime loans to hit 
sales targets. The data looks good (legible success), while the underlying institution rots 
(illegible failure). This is not "bad behavior"; it is a rational response to a structural demand for 
legibility. 

 

2.4 Law and Fiduciary Constraint 



 

The final pillar is the legal environment. The modern corporation is a creature of law, 
specifically the fiduciary duty to maximize shareholder value (or at least, the legal defensibility 
of decisions). This forces a "secular calculus" onto all decisions. Even if a CEO wants to be 
"ethical" or "long-term oriented," they are constrained by the need to justify every action in 
terms of immediate financial risk or return. As Jackall notes, "moral principles" are illegible to 
the market; "quarterly returns" are legible. Therefore, the structure selects for the latter.6 

 

Part III: The Mirror — The Illusion of Fixability 
 

If the "Cage" describes the reality of organizational life, the "Mirror" describes how we talk 
about it. The Mirror is the realm of identity, ideology, and the $300 billion leadership 
development industry. It reflects back to managers not what they are (constrained 
bureaucrats navigating a tragedy), but what they want to be (heroic architects of destiny). 

 

3.1 The Engineering Delusion 
 

The most common form of managerial optimism is the Engineering paradigm. This view posits 
that the organization is a machine, and dysfunction is merely a result of poor design or 
outdated technology. 

 

The "Skills-Based Organization" Fantasy 

 

A prime contemporary example is the movement toward the "Skills-Based Organization" 
(SBO), championed by Koreen Pagano and consulting firms like Deloitte.7 The thesis is that we 
should move away from "jobs" (which are rigid) to "skills" (which are fluid). By tagging every 
employee with a set of skills and every project with a set of requirements, an AI-driven "talent 
marketplace" can optimally match supply and demand.23 

Critique from the Cage: 
This is the ultimate "High Modernist" project (in James C. Scott's terms). It assumes that: 
1.​ Skills are legible: That "Python programming" or "Strategic Thinking" can be objectively 



defined and measured.25 

2.​ Context is irrelevant: That a skill exercised in one context is identical to one exercised in 
another. 

3.​ Completeness is possible: That a database can capture the nuance of human 
capability. 

The Structuralist view suggests this will fail due to Incompleteness. Most critical 
organizational knowledge is tacit—it cannot be written down or tagged.1 By optimizing for 
"taggable" skills, the SBO model devalues the "illegible" social capital (trust, institutional 
memory, relationships) that actually gets work done. It creates a "map" of skills that bears no 
relation to the "territory" of work. 

 

The "Change Management" Toolkit 

 

Books like Organization Change: Theory and Practice (Burke) and Organizational Change: An 
Action-Oriented Toolkit (Cawsey et al.) represent the engineering approach to human 
behavior.9 They argue that resistance to change is a friction that can be overcome with the 
right 12-step process or communication strategy. 

Critique from the Cage: 
These texts treat "resistance" as a psychological defect or a communication failure. The Cage 
framework sees resistance as a rational response to structural threats. Employees resist not 
because they "don't understand the vision," but because they understand the implications all 
too well: loss of status, increased workload, or the disruption of the informal networks they 
rely on to survive. No "toolkit" can remove the fundamental conflict of interest between capital 
(efficiency/change) and labor (security/stability). 
 

3.2 The Leadership Delusion 
 

The second form of optimism is the Heroic paradigm. This is the domain of books like Think 
Bigger, Lead Better (Rick Tollakson) 10 and The Art of an Organizational Leader (Raymond 
Friedman).11 

 

The Cult of Agency 



 

These texts rely on Survivorship Bias. They take a successful company, identify the leader's 
traits (vision, grit, empathy), and assert causation. "Company X succeeded because Leader Y 
had the Lighthouse Principle." 

Critique from the Cage: 
This ignores the stochastic nature of success. As March and Cyert argue, in complex systems, 
outcomes are often decoupled from intentions (the Garbage Can Model). Success is 
frequently a result of luck, timing, and structural advantages, which are then retrospectively 
attributed to "leadership" to satisfy our narrative need for causality.1 
Furthermore, the "Hero Leader" narrative serves a distinct function in the Patrimonial 
Bureaucracy. It legitimizes the extreme concentration of power and compensation at the top. 
If success is due to the unique genius of the CEO, then the CEO deserves 300x the worker's 
salary. If success is largely structural or accidental, that legitimacy collapses. Thus, the 
"Mirror" of leadership literature is essential for maintaining the regime stability described by 
Perrow.13 
 

3.3 The Culture Delusion 
 

The third form is the Therapeutic paradigm, best represented by Edgar Schein’s 
Organizational Culture and Leadership.9 This view acknowledges that structure is hard to 
change, so it focuses on "hearts and minds." 

 

The Myth of Managed Culture 

 

Schein argues that leaders are the "architects of culture." By setting values and modeling 
behavior, they can shape the basic assumptions of the group. 

Critique from the Cage: 
While Schein is more nuanced than the engineers, the Cage framework suggests that culture 
follows structure, not the other way around. You cannot "instill a culture of innovation" in a 
structure designed for risk minimization (legal defensibility). You cannot "create a culture of 
trust" in a patrimonial system where credit is stolen and blame is delegated. The "espoused 
values" (Mirror) will always lose to the "rules-in-use" (Cage) dictated by the incentive 
structure. 
As Alvesson and Spicer note in their theory of Functional Stupidity, organizations often 
cultivate a culture of non-reflection. It is functionally adaptive for employees not to ask deep 



questions about the organization's purpose or contradictions. A "culture of critical thinking" 
would paralyze the bureaucracy; therefore, the structure selects against it, regardless of what 
the "Values Statement" says.27 

 

Part IV: Mechanisms of Control — New Words for Old 
Cages 
 

The Managerial Optimist tradition is highly adaptive. When old methods (Taylorism, MBO) are 
discredited, it invents new terminologies that promise liberation but deliver the same 
structural constraints. This section analyzes Agile, OKRs, and the Skills-Based Organization 
as modern manifestations of the Cage disguised as the Mirror. 

 

4.1 Agile as Panopticon 
 

Agile software development began as a reaction against high-modernist planning (Waterfall). 
It emphasized "individuals and interactions over processes and tools." However, as it scaled 
into "Enterprise Agile," it became exactly what it sought to destroy. 

The Paradox: 
Research indicates that in large organizations, Agile becomes a mechanism for increasing the 
frequency of control.29 Instead of a monthly status report (Waterfall), the "Daily Stand-up" 
demands a 24-hour update cycle. The "Burn-down chart" provides real-time legibility of 
worker output to management. 
Far from granting autonomy, Enterprise Agile increases the granularity of surveillance. It turns 
the "illegible" creative process of coding into a "legible" stream of tickets and story points. 
This satisfies the manager's need for control (Cage) while using the language of 
empowerment (Mirror). 
 

4.2 OKRs: The Tyranny of Alignment 
 

Objectives and Key Results (OKRs) are marketed as a tool for "alignment" and 
"transparency".30 



The Critique: 
OKRs represent the digitalization of Taylorism. They attempt to solve the Principal-Agent 
Problem by forcing the agent (worker) to explicitly state their goals in a format measurable by 
the principal (manager). 
This creates two structural perversities: 
1.​ Sandbagging: Since the worker knows they will be judged on the Key Result, they 

negotiate for a target they know they can hit (Satisficing), rather than the optimal target. 
2.​ Tunnel Vision: The worker ignores anything not in the OKR, even if it is vital for the 

company (e.g., helping a colleague, fixing a long-term debt). The "Key Result" becomes 
the only reality. 

 

4.3 The AI-Enhanced Cage 
 

The emerging literature on AI in management (e.g., Pagano's work on Skills) suggests that AI 
will finally solve the information processing limits of the firm. 

The Gödelian Rebuttal: 
AI is a formal system. It operates on data. Data is a abstraction of reality. Therefore, AI is 
subject to the same Incompleteness as any other formal system.32 
An AI that manages a workforce based on "data exhaust" (emails, slack messages, code 
commits) is not measuring work; it is measuring the digital proxy of work. This intensifies the 
Legibility trap. Employees will quickly learn to optimize for the AI's sensors (sending more 
emails, writing verbose code), widening the gap between the map and the territory. The AI 
does not break the Cage; it electrifies the bars. 
 

4.4 Functional Stupidity as a Management Tool 
 

A critical addition to the Cage framework is Alvesson and Spicer’s theory of Functional 
Stupidity.27 They ask: Why do organizations full of high-IQ people do stupid things? 

●​ Optimist Answer: Lack of information, poor communication. 
●​ Structuralist Answer: Because "smartness" (critical reflection) is dangerous. 

If a manager stops to ask, "Does this quarterly target actually destroy long-term value?", they 
are slowing down the machine. They are being "negative." The structure rewards 
stupidity—the willingness to enthusiastically execute a dubious order without questioning it. 
Therefore, "stupidity" is not a bug; it is a feature. It is the lubricant that allows the bureaucracy 



to function without being paralyzed by its own contradictions. 

 

Part V: Case Studies in the Schism 
 

To ground this theoretical analysis, we contrast specific texts from the dataset to show how 
they interpret the same phenomena differently. 

 

5.1 The Executive: Friedman vs. Jackall 
 

The Text: The Art of an Organizational Leader (Raymond Friedman, 2024).11 
The Argument: Friedman argues that CEO failure stems from a lack of skills and that 
"transformational leadership" can be learned. He uses the metaphor of the "Lighthouse" – the 
leader provides the light that guides the ship. 
The Counter-Text: Moral Mazes (Robert Jackall).6 
The Critique: Jackall would argue that Friedman’s "Lighthouse" is a fantasy. In the patrimonial 
bureaucracy, the CEO is not a lighthouse; they are a tribal chief balancing warring factions. 
The CEO cannot "guide" the ship because the ship is a coalition of conflicting interests (Cyert 
& March). 
Friedman’s book sells because it offers agency. It tells the aspiring leader: "You can control 
this." Jackall’s book is ignored (only 4 of 19 texts) because it offers tragedy: "You will be 
shaped by this." 
 

5.2 The Transformation: Burke vs. Perrow 
 

The Text: Organization Change (W. Warner Burke).26 
The Argument: Change is a process of "Unfreezing, Changing, and Refreezing" (Lewin/Burke). 
If you follow the 12 steps, align the stakeholders, and communicate the vision, the 
organization will change. 
The Counter-Text: Complex Organizations (Charles Perrow).13 
The Critique: Perrow argues that organizations are "recalcitrant tools." They are designed for 
stability (inertia). "Change" usually means a power struggle where one elite faction displaces 
another. The "failure" of change initiatives (70% failure rate) is not because managers didn't 
read Burke's book; it's because the structure of the organization is performing its function: 
resisting disturbance. Burke treats the 70% failure rate as an execution problem; Perrow treats 



it as empirical evidence that the theory of "managed change" is flawed. 

Element The Managerial Optimist 
View (The Mirror) 

The Structural Pessimist 
View (The Cage) 

Hierarchy A design choice to ensure 
span of control and 
alignment (Daft). 

A "moral distortion 
machine" that separates 
credit from blame (Jackall). 

Dysfunction A pathology caused by 
poor leadership or bad 
process. Solvable. 

A "physics" caused by 
bounded rationality and 
scale. Inevitable (March). 

Data/Metrics The path to truth. "What 
gets measured gets 
managed" (Drucker/OKRs). 

A simplification that 
destroys local knowledge. 
"The map is not the 
territory" (Scott/Muller). 

Employees Assets with "skills" to be 
optimized and developed 
(Pagano). 

Political actors navigating a 
patrimonial system for 
survival (Jackall/Perrow). 

Change A linear process of 
improvement (Burke). 

A power struggle where 
"reform" is often just a new 
elite taking over (Perrow). 

Culture A lever leaders can pull to 
drive performance 
(Schein). 

A survival mechanism 
developed by the lower 
ranks to cope with the 
absurdity of the upper 
ranks (Alvesson). 

 

Part VI: Why The Mirror Wins 
 

If the evidence for Structural Pessimism (The Cage) is so strong—supported by sociology 
(Weber), ethnography (Jackall), and mathematics (Gödel)—why does the Managerial Optimist 
literature (The Mirror) dominate the market 15 to 4? 



The research suggests three reasons: 

 

6.1 The Market for Hope 
 

Management literature is a commercial product. Its primary consumers are anxious managers. 
A book that says "Your problems are inevitable and unfixable" (Jackall) has no market value. A 
book that says "Here is the 5-step solution" (Tollakson) relieves anxiety. The industry sells 
efficacy. 

 

6.2 The Justification of Privilege 
 

As noted in Section 3.2, the Heroic narrative justifies the economic hierarchy. If dysfunction is 
"physics," then the CEO is powerless against gravity, and their exorbitant pay is unjustified. If 
dysfunction is "pathology" that only a "Great Leader" can cure, then the pay is justified. The 
Mirror is the ideological support structure for executive compensation. 

 

6.3 The Illusion of Control (Legibility) 
 

The "Engineering" texts (Pagano, Daft) appeal to the high-modernist desire for order. They 
promise that the messy, wet, emotional reality of human beings can be converted into clean, 
dry data rows. This is an intoxicating promise for the rationalist mind. It feels "scientific," even 
if it is scientifically unsound (violating bounds of rationality). 

 

Conclusion: The Unresolved Tension 
 

The analysis of these 19 books confirms the validity of the "Cage and Mirror" framework. 
There is indeed a fundamental split in organizational theory. 

The Mainstream (The Mirror): Dominates the discourse. It views organizations as 
designable, fixable systems. It relies on the assumption of Rationality (or at least manageable 



irrationality) and Completeness (that we can know enough to fix it). 

The Minority Report (The Cage): Dominates the empirical sociology. It views organizations 
as tragic systems constrained by Scale, Incompleteness, and Patrimonialism. It relies on 
the evidence of Bounded Rationality and Structural Inertia. 

 

The Insight: Dysfunction Is The Function 
 

The deepest insight from the Cage framework is not just that dysfunction is inevitable, but 
that what we call "dysfunction" is often the system working exactly as designed for the 
preservation of power. 

●​ The "bureaucracy" that slows down innovation is designed to ensure legal defensibility. 
●​ The "silo" that prevents collaboration is designed to ensure unit accountability. 
●​ The "stupidity" of the middle manager is a functional adaptation to patrimonial loyalty. 

Attempts to "fix" these with optimistic tools (Agile, SBOs, Culture Change) fail because they 
attack the symptom (the behavior) rather than the cause (the physics of the structure). 

 

Future Outlook: The Digital Cage 
 

As we move into an era of AI and algorithmic management, the Mirror is becoming more 
polished. We are being sold a vision of the "Self-Driving Organization" where data solves the 
Cage. 
However, the Structuralist tradition warns us that this is a mirage. Increasing the speed of 
data processing does not solve the problem of Incompleteness; it merely allows us to make 
mistakes faster and with greater precision. The Iron Cage is not rusting; it is being upgraded 
to steel. 
The divide remains. The Optimists will continue to sell the cure; the Pessimists will continue to 
explain the disease. And the organization, trapped in the physics of its own existence, will 
continue to muddle through. 
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