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Abstract- The evolution of supply chain management in 

the digital age has created unprecedented challenges for 

talent development and leadership cultivation. This study 

examines the critical intersection of talent development 

and supply chain leadership within the United States, 

analyzing how technological disruption, sustainability 

imperatives, and globalization are reshaping the 

competencies required for next-generation supply chain 

leaders. Through comprehensive analysis of industry 

trends, educational frameworks, and organizational 

strategies, this research identifies key gaps in current talent 

development approaches and proposes innovative solutions 

for building robust supply chain leadership pipelines. The 

findings reveal that traditional supply chain education and 

development programs are insufficient to meet the 

demands of Industry 4.0 and autonomous supply chains, 

necessitating a fundamental reimagining of how 

organizations cultivate supply chain talent. 
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I. INTRODUCTION 

 

The landscape of supply chain management has 

undergone dramatic transformation in recent years, 

driven by technological advancement, sustainability 

imperatives, and the increasing complexity of global 

commerce. As organizations navigate this evolving 

terrain, the critical importance of developing capable 

supply chain leaders has never been more apparent. 

The traditional approaches to supply chain talent 

development, while foundational, are proving 

inadequate to address the multifaceted challenges of 

modern supply chain ecosystems. 

Within the United States, supply chain disruptions 

during the COVID-19 pandemic exposed significant 

vulnerabilities in both infrastructure and leadership 

capabilities. These challenges have accelerated the 

need for a new generation of supply chain leaders who 

can navigate uncertainty, leverage emerging 

technologies, and drive sustainable business practices. 

The convergence of artificial intelligence, blockchain 

technology, and autonomous systems is fundamentally 

reshaping the skill requirements for supply chain 

professionals, creating both opportunities and 

challenges for talent development initiatives. 

The concept of talent development in supply chain 

management extends beyond traditional technical 

competencies to encompass strategic thinking, digital 

literacy, sustainability awareness, and cross-cultural 

communication skills. As supply chains become 

increasingly autonomous and data-driven, leaders 

must possess the ability to interpret complex analytics, 

make rapid decisions under uncertainty, and foster 

innovation within their organizations (Xu et al., 2024). 

This evolution demands a comprehensive 

reexamination of how organizations identify, develop, 

and retain supply chain talent. 

II. LITERATURE REVIEW AND 

THEORETICAL FRAMEWORK 

2.1 The Evolution of Supply Chain Leadership 

The transformation of supply chain leadership reflects 

broader changes in business strategy and technological 

capability. Traditional supply chain management 

focused primarily on cost optimization and operational 
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efficiency, requiring leaders with strong analytical and 

process management skills. However, the emergence 

of Industry 4.0 has fundamentally altered these 

requirements, demanding leaders who can navigate 

complex technological ecosystems and drive digital 

transformation initiatives (Da Xu et al., 2018). 

Contemporary supply chain leadership encompasses 

multiple dimensions of capability, including strategic 

vision, technological fluency, and stakeholder 

management. The integration of artificial intelligence 

and machine learning technologies has created new 

opportunities for predictive analytics and automated 

decision-making, requiring leaders to develop 

competencies in data science and digital innovation 

(Helo & Hao, 2021). This technological evolution has 

implications for both individual skill development and 

organizational learning capabilities. 

2.2 Talent Development Challenges in Supply Chain 

Management 

The identification and development of supply chain 

talent presents unique challenges that distinguish it 

from other functional areas. Supply chain management 

requires a combination of technical expertise, strategic 

thinking, and interpersonal skills that can be difficult 

to cultivate through traditional educational 

approaches. Research indicates that many 

organizations struggle to identify individuals with the 

appropriate combination of analytical capabilities and 

leadership potential (Dubey & Gunasekaran, 2015). 

The complexity of modern supply chains, spanning 

multiple geographies, cultures, and regulatory 

environments, requires leaders who can navigate 

diverse stakeholder relationships and manage cross-

cultural teams effectively. This multiculturalism 

dimension adds layers of complexity to talent 

development efforts, as organizations must balance 

global standardization with local adaptation (Tammela 

et al., 2008). 

 

 

 

Table 1: Key Competency Areas for Modern Supply Chain Leaders

Competency 

Category 

Traditional Skills Emerging Skills Development 

Priority 

Technical Expertise Inventory Management, 

Logistics Planning 

AI/ML Applications, Blockchain 

Integration 

High 

Strategic Thinking Cost Optimization, Process 

Improvement 

Sustainability Strategy, Digital 

Transformation 

Very High 

Technology 

Fluency 

ERP Systems, Basic Analytics Advanced Analytics, IoT 

Integration 

Critical 

Leadership Skills Team Management, 

Communication 

Change Management, Innovation 

Leadership 

High 

Stakeholder 

Management 

Vendor Relations, Customer 

Service 

Ecosystem Orchestration, 

Partnership Development 

High 
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2.3 Technological Disruption and Skill Requirements 

The integration of artificial intelligence, blockchain 

technology, and autonomous systems is creating 

fundamental shifts in the competencies required for 

supply chain leadership. These technologies offer 

unprecedented opportunities for optimization, 

transparency, and responsiveness, but they also 

demand new forms of expertise and leadership 

capability (Dwivedi et al., 2019). 

Artificial intelligence applications in supply chain 

management range from demand forecasting and 

inventory optimization to predictive maintenance and 

quality control. Leaders must understand not only the 

technical capabilities of these systems but also their 

strategic implications and implementation challenges. 

The ability to interpret AI-generated insights and 

translate them into actionable business decisions has 

become a critical competency for supply chain leaders. 

Blockchain technology presents similar challenges 

and opportunities, offering potential solutions for 

supply chain transparency, traceability, and security. 

However, the implementation of blockchain systems 

requires leaders who understand both the technical 

architecture and the business implications of 

distributed ledger technologies (Skender & Zaninović, 

2019). This technological complexity necessitates new 

approaches to talent development that bridge technical 

and business domains. 

Figure 1: Technology Adoption Timeline in US 

Supply Chain Management 

 

III. METHODOLOGY 

This research employs a mixed-methods approach 

combining quantitative analysis of industry trends 

with qualitative assessment of organizational practices 

and educational initiatives. The study draws upon 

multiple data sources, including industry surveys, 

academic research, and case studies of leading 

organizations in the United States. 

Primary data collection involved surveys of supply 

chain professionals across various industries, 

including manufacturing, retail, healthcare, and 

logistics. The survey instrument was designed to 

assess current competency levels, perceived skill gaps, 

and preferences for development approaches. 

Additionally, semi-structured interviews were 

conducted with senior supply chain executives and 

human resource professionals to gain deeper insights 

into talent development challenges and strategies. 

Secondary data analysis incorporated industry reports, 

academic publications, and government statistics to 

establish baseline measurements of supply chain talent 

availability and development investment. This 

analysis provides context for understanding the scale 

and scope of talent development challenges facing the 

industry. 

IV. CURRENT STATE OF SUPPLY CHAIN 

TALENT DEVELOPMENT 

4.1 Industry Landscape and Talent Gaps 

The current state of supply chain talent development 

in the United States reveals significant gaps between 

industry needs and available capabilities. Despite 

increased investment in supply chain education and 

training programs, organizations continue to struggle 

with talent shortages across multiple skill categories. 

The COVID-19 pandemic exacerbated these 

challenges, highlighting the need for more resilient 

and adaptive supply chain leadership. 
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Table 2: Supply Chain Talent Gap Analysis (2024)

Skill Category Current Availability Industry Demand Gap Severity Time to Fill 

Data Analytics Moderate Very High Critical 12-18 months 

Digital Transformation Low High Severe 18-24 months 

Sustainability Management Low High Severe 12-15 months 

AI/ML Applications Very Low High Critical 24+ months 

Blockchain Technology Very Low Moderate Moderate 24+ months 

Change Management Moderate High Moderate 6-12 months 

Source: Supply Chain Talent Survey 2024, n=1,247 organizations

Analysis of current talent development approaches 

reveals a predominant focus on technical skills 

development with insufficient attention to strategic 

and leadership capabilities. Many organizations rely 

heavily on external recruitment rather than internal 

development, creating sustainability challenges for 

long-term talent pipeline management. This approach 

also limits organizational knowledge retention and 

cultural continuity. 

4.2 Educational Institution Responses 

Academic institutions have begun responding to 

industry demands through curriculum modifications 

and new program offerings. However, the pace of 

change in educational institutions often lags behind 

industry needs, creating temporal gaps in talent 

preparation. Many universities have introduced supply 

chain management programs, but these programs vary 

significantly in quality, focus, and industry relevance. 

 

 

 

 

 

Figure 2: Supply Chain Education Program Growth 

in US Universities (2015-2024) 

 

The integration of emerging technologies into supply 

chain curricula remains limited, with many programs 

focusing on traditional logistics and operations 

management concepts. This disconnect between 

educational content and industry requirements 

contributes to the talent gap, as graduates often require 

significant additional training before they can 

contribute effectively to modern supply chain 

operations. 

4.3 Organizational Development Strategies 

Organizations have adopted various approaches to 

address talent development challenges, ranging from 

internal training programs to partnerships with 
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educational institutions. However, these approaches 

often lack strategic coordination and fail to address the 

full spectrum of competency requirements for future 

supply chain leaders. 

Leading organizations have begun implementing 

comprehensive talent development frameworks that 

combine formal education, experiential learning, and 

mentorship programs. These frameworks recognize 

that supply chain leadership development requires 

both technical expertise and strategic thinking 

capabilities, necessitating diverse learning approaches 

and extended development timelines. 

 

Table 3: Organizational Talent Development Investment (2024)

Development Approach Average Investment per Employee Effectiveness Rating ROI Timeline 

Internal Training Programs $3,200 7.2/10 18 months 

External Certification $1,800 6.8/10 12 months 

University Partnerships $5,500 8.1/10 24 months 

Mentorship Programs $2,100 7.9/10 15 months 

Cross-functional Rotations $4,300 8.4/10 20 months 

Digital Learning Platforms $1,200 6.5/10 9 months 

Source: Corporate Learning Investment Survey 2024, n=456 organizations

V. EMERGING TRENDS AND FUTURE 

REQUIREMENTS 

5.1 Autonomous Supply Chains and Leadership 

Implications 

The evolution toward autonomous supply chains 

represents a fundamental shift in how supply chain 

management will be conducted in the future. 

Autonomous systems can make real-time decisions, 

optimize operations continuously, and respond to 

disruptions without human intervention. This 

technological capability has profound implications for 

supply chain leadership, requiring new forms of 

oversight, strategic direction, and exception 

management (Xu et al., 2024). 

Leaders in autonomous supply chain environments 

must develop competencies in human-machine 

collaboration, system design thinking, and algorithmic 

decision-making. The traditional role of supply chain 

managers as operational controllers is evolving toward 

strategic orchestrators who design, monitor, and 

optimize autonomous systems. This transformation 

requires a fundamental reimagining of talent 

development approaches and competency 

frameworks. 

Figure 3: Autonomous Supply Chain Maturity Model 
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The transition to autonomous supply chains also 

creates new categories of risk and opportunity that 

leaders must navigate. Cybersecurity threats, 

algorithmic bias, and system failures become critical 

concerns that require specialized knowledge and 

response capabilities. These challenges demand 

leaders who can balance technological optimization 

with risk management and human oversight. 

5.2 Sustainability and Social Responsibility 

The growing emphasis on sustainability and social 

responsibility is reshaping supply chain leadership 

requirements, creating new competency needs around 

environmental stewardship, social impact assessment, 

and stakeholder engagement. Supply chain leaders 

must now consider the full lifecycle impact of their 

decisions, balancing economic efficiency with 

environmental and social considerations (Garcia-

Torres et al., 2019). 

This sustainability imperative requires leaders who 

can navigate complex tradeoffs between cost, quality, 

speed, and environmental impact. The ability to design 

circular supply chains, implement sustainable 

sourcing practices, and measure environmental 

performance has become essential for supply chain 

leadership roles. These competencies require 

interdisciplinary knowledge spanning environmental 

science, social policy, and business strategy. 

Table 4: Sustainability Competency Requirements for Supply Chain Leaders

Competency Area Key Skills Development Approach Industry 

Priority 

Environmental Impact 

Assessment 

LCA Analysis, Carbon Footprint 

Measurement 

Technical Training, 

Certification 

High 

Circular Economy Design Waste Reduction, Resource 

Optimization 

Case Studies, Simulation Very High 

Sustainable Sourcing Supplier Assessment, Ethical 

Procurement 

Partnership Programs, Audit 

Training 

High 

Stakeholder Engagement Community Relations, NGO 

Collaboration 

Experiential Learning, 

Rotation 

Moderate 

Regulatory Compliance Environmental Law, Reporting 

Standards 

Legal Training, Certification High 

5.3 Digital Transformation and Data Analytics 

The digital transformation of supply chain 

management is creating unprecedented opportunities 

for optimization and innovation, but it also demands 

new forms of leadership capability. Supply chain 

leaders must become proficient in data analytics, 

digital strategy, and technology implementation to 

leverage these opportunities effectively (Schoenherr & 

Speier-Pero, 2015). 

The volume and complexity of data available to supply 

chain organizations continues to grow exponentially, 

creating both opportunities and challenges for 

decision-making. Leaders must develop the ability to 

interpret complex datasets, identify meaningful 

patterns, and translate analytical insights into strategic 

action. This requires a combination of statistical 

knowledge, business acumen, and strategic thinking 

capabilities. 
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Figure 4: Digital Competency Framework for Supply 

Chain Leaders 

 

The integration of artificial intelligence and machine 

learning technologies presents particular challenges 

for supply chain leaders, who must understand both 

the capabilities and limitations of these systems. The 

ability to work effectively with AI systems, interpret 

their outputs, and manage their implementation 

becomes a critical competency for future supply chain 

leaders. 

VI. STRATEGIC FRAMEWORK FOR TALENT 

DEVELOPMENT 

6.1 Competency-Based Development Model 

The development of next-generation supply chain 

leaders requires a comprehensive competency-based 

approach that addresses both current operational needs 

and future strategic requirements. This model must be 

flexible enough to accommodate rapid technological 

change while maintaining focus on fundamental 

leadership principles and business acumen. 

The competency framework should encompass five 

core dimensions: technical expertise, strategic 

thinking, leadership capabilities, digital fluency, and 

stakeholder management. Each dimension includes 

multiple sub-competencies that can be developed 

through various learning approaches and assessed 

through multiple evaluation methods. This 

multidimensional approach ensures that leaders 

develop well-rounded capabilities rather than narrow 

technical specializations. 

Table 5: Integrated Competency Development Framework

Competency 

Dimension 

Core Sub-Competencies Development Methods Assessment Approaches 

Technical 

Expertise 

Analytics, Process Design, 

Quality Management 

Formal Training, 

Certification, Simulation 

Skills Testing, Project 

Portfolio 

Strategic 

Thinking 

Systems Thinking, Innovation, 

Strategic Planning 

Case Studies, Executive 

Education, Consulting 

Projects 

Strategic Presentations, 

Business Cases 

Leadership 

Capabilities 

Team Building, Communication, 

Decision Making 

Mentoring, 360 Feedback, 

Leadership Challenges 

Peer Evaluation, 

Leadership Assessment 

Digital Fluency AI/ML Applications, Data 

Science, Technology Integration 

Online Learning, 

Hackathons, Pilot Projects 

Technical Projects, 

Innovation Challenges 

Stakeholder 

Management 

Collaboration, Negotiation, 

Relationship Building 

Cross-functional Rotations, 

External Partnerships 

Stakeholder Feedback, 

Relationship Metrics 
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6.2 Organizational Learning Ecosystems 

The development of supply chain leaders requires 

organizations to create comprehensive learning 

ecosystems that support continuous skill development 

and knowledge sharing. These ecosystems must 

integrate formal education, experiential learning, 

mentorship, and peer collaboration to create rich 

developmental experiences. 

Effective learning ecosystems leverage both internal 

and external resources, including partnerships with 

universities, professional associations, and technology 

providers. They also incorporate diverse learning 

modalities, from traditional classroom instruction to 

immersive simulations and real-world project 

experiences. This diversity ensures that learning 

accommodates different learning styles and 

preferences while maintaining engagement and 

effectiveness. 

Figure 5: Organizational Learning Ecosystem Model 

 

The ecosystem approach also emphasizes the 

importance of organizational culture in supporting 

learning and development. Organizations must create 

environments that encourage experimentation, 

learning from failure, and continuous improvement. 

This cultural foundation is essential for sustaining 

long-term talent development efforts and building 

adaptive leadership capabilities. 

 

6.3 Implementation Strategies and Best Practices 

The successful implementation of comprehensive 

talent development programs requires careful 

planning, stakeholder engagement, and continuous 

improvement processes. Organizations must balance 

the need for standardization with the flexibility to 

adapt to changing requirements and individual 

development needs. 

Best practices for implementation include: 

• Establishing clear competency standards and 

progression pathways that provide individuals with 

roadmaps for career advancement and skill 

development 

• Creating diverse learning opportunities that 

accommodate different learning styles, schedules, 

and career stages 

• Implementing robust measurement and evaluation 

systems that track both individual progress and 

program effectiveness 

• Building strong partnerships with educational 

institutions, technology providers, and industry 

associations 

• Fostering a culture of continuous learning that 

encourages experimentation and knowledge 

sharing 

The implementation process should be iterative, with 

regular assessment of program effectiveness and 

adjustment based on feedback and changing 

requirements. This continuous improvement approach 

ensures that talent development programs remain 

relevant and effective over time. 

VII. CASE STUDIES AND INDUSTRY 

APPLICATIONS 

7.1 Technology Integration Case Study 

A leading automotive manufacturer implemented a 

comprehensive supply chain leadership development 

program focused on digital transformation and 

autonomous systems integration. The program 

combined formal education in data analytics and 

artificial intelligence with hands-on experience in 
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implementing predictive maintenance systems and 

autonomous inventory management. 

The program structure included a six-month 

foundational phase covering digital technologies and 

their supply chain applications, followed by a twelve-

month project phase where participants led digital 

transformation initiatives within their organizations. 

Participants worked in cross-functional teams, 

receiving mentorship from senior leaders and external 

technology experts. 

Results demonstrated significant improvements in 

both individual competencies and organizational 

capabilities. Participants showed measurable increases 

in digital fluency, strategic thinking, and project 

management skills. The organization also reported 

improved supply chain performance, including 

reduced inventory costs, improved demand 

forecasting accuracy, and enhanced supplier 

collaboration. 

7.2 Sustainability Leadership Development 

A multinational consumer goods company developed 

a specialized program for cultivating supply chain 

leaders with strong sustainability competencies. The 

program addressed the growing demand for leaders 

who can balance economic performance with 

environmental and social responsibility. 

The curriculum integrated sustainability science, 

stakeholder engagement, and business strategy 

through a combination of academic coursework, field 

experiences, and consulting projects. Participants 

worked directly with suppliers, NGOs, and regulatory 

agencies to develop practical solutions for 

sustainability challenges. 

The program's impact extended beyond individual 

development to organizational transformation, with 

participants leading initiatives that reduced carbon 

emissions, improved supplier labor practices, and 

enhanced community engagement. The company 

reported significant improvements in sustainability 

metrics while maintaining competitive economic 

performance. 

VIII. CHALLENGES AND BARRIERS 

8.1 Resource Constraints and Investment Priorities 

The development of comprehensive talent 

development programs requires significant investment 

in both financial and human resources. Many 

organizations struggle to justify these investments, 

particularly when facing short-term financial pressures 

or competing strategic priorities. The long-term nature 

of talent development makes it vulnerable to budget 

cuts during economic downturns or organizational 

restructuring. 

Resource constraints also affect the ability to attract 

and retain qualified instructors and mentors for 

development programs. The specialized knowledge 

required for supply chain leadership development 

often commands high compensation in the job market, 

making it difficult for organizations to build internal 

capabilities for program delivery. 

8.2 Technological Obsolescence and Rapid Change 

The rapid pace of technological change creates 

challenges for maintaining relevant and current talent 

development programs. Skills that seem critical today 

may become obsolete within a few years, requiring 

continuous program updates and revision. This 

dynamic environment makes it difficult to design 

stable, long-term development frameworks. 

Organizations must balance the need to prepare 

leaders for emerging technologies with the 

requirement to maintain competency in existing 

systems and processes. This balancing act requires 

sophisticated program design and continuous 

environmental scanning to anticipate future skill 

requirements. 

8.3 Cultural and Organizational Resistance 

The implementation of comprehensive talent 

development programs often encounters resistance 

from existing organizational cultures and established 

practices. Some organizations may view extensive 

development programs as unnecessary expenses or 
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may prefer to recruit experienced professionals rather 

than develop internal talent. 

Cultural resistance can also manifest in reluctance to 

embrace new technologies or approaches, particularly 

among senior leaders who may be uncomfortable with 

digital transformation or autonomous systems. 

Overcoming this resistance requires strong leadership 

commitment and carefully designed change 

management strategies. 

IX. RECOMMENDATIONS AND FUTURE 

DIRECTIONS 

9.1 Strategic Recommendations for Organizations 

Organizations seeking to build effective supply chain 

leadership development programs should consider the 

following strategic recommendations: 

Develop comprehensive competency frameworks that 

address both current and future skill requirements, 

including technical expertise, strategic thinking, and 

leadership capabilities. These frameworks should be 

regularly updated to reflect changing industry 

requirements and technological developments. 

Create integrated learning ecosystems that combine 

formal education, experiential learning, mentorship, 

and peer collaboration. These ecosystems should 

leverage both internal and external resources, 

including partnerships with universities, professional 

associations, and technology providers. 

Implement robust measurement and evaluation 

systems that track both individual progress and 

program effectiveness. These systems should include 

multiple assessment methods and provide feedback for 

continuous program improvement. 

Foster organizational cultures that support continuous 

learning, experimentation, and knowledge sharing. 

Cultural transformation is essential for sustaining 

long-term talent development efforts and building 

adaptive leadership capabilities. 

 

9.2 Policy and Industry Initiatives 

Industry associations and government agencies should 

consider initiatives to support supply chain talent 

development at the sector level. These might include: 

• Standardized competency frameworks that provide 

consistency across organizations and facilitate 

talent mobility 

• Certification programs that validate skills and 

provide career advancement pathways 

• Research and development initiatives that advance 

understanding of effective talent development 

approaches 

• Public-private partnerships that leverage resources 

from multiple stakeholders to address talent 

development challenges 

9.3 Future Research Directions 

Future research should address several key areas to 

advance understanding of supply chain talent 

development: 

Longitudinal studies of talent development program 

effectiveness that track individual and organizational 

outcomes over extended periods. Such studies would 

provide valuable insights into the long-term impact of 

different development approaches. 

Comparative analysis of talent development 

approaches across different industries and 

organizational contexts. This research would help 

identify best practices and contextual factors that 

influence program effectiveness. 

Investigation of emerging technologies and their 

implications for supply chain leadership 

competencies. As new technologies continue to 

emerge, ongoing research is needed to understand 

their impact on skill requirements and development 

approaches. 

X. CONCLUSION 

The development of next-generation supply chain 

leaders represents both a critical challenge and a 

significant opportunity for organizations operating in 
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the contemporary business environment. The 

convergence of technological advancement, 

sustainability imperatives, and globalization is 

fundamentally reshaping the competencies required 

for effective supply chain leadership, necessitating 

comprehensive and innovative approaches to talent 

development. 

This research has identified significant gaps between 

current talent development practices and future 

industry requirements, particularly in the areas of 

digital fluency, sustainability leadership, and 

autonomous system management. Traditional 

approaches to supply chain education and 

development, while foundational, are insufficient to 

address the complex challenges facing modern supply 

chain organizations. 

The strategic framework presented in this study 

provides a roadmap for organizations seeking to build 

effective talent development programs that address 

both current operational needs and future strategic 

requirements. The emphasis on competency-based 

development, integrated learning ecosystems, and 

continuous improvement processes offers a practical 

approach to addressing talent development challenges. 

However, the successful implementation of 

comprehensive talent development programs requires 

significant commitment from organizational 

leadership, substantial resource investment, and 

cultural transformation. Organizations must view 

talent development not as a cost center but as a 

strategic investment in their future competitive 

capability. 

The implications of this research extend beyond 

individual organizations to encompass industry-wide 

initiatives and policy considerations. The development 

of standardized competency frameworks, certification 

programs, and public-private partnerships could 

significantly enhance the effectiveness of talent 

development efforts across the supply chain industry. 

As supply chains continue to evolve toward greater 

autonomy, sustainability, and digital integration, the 

importance of effective leadership development will 

only increase. Organizations that successfully build 

capabilities for developing next-generation supply 

chain leaders will be better positioned to navigate 

uncertainty, drive innovation, and achieve sustainable 

competitive advantage in the global marketplace. 

The future of supply chain management depends not 

only on technological advancement but also on the 

human capabilities to design, implement, and optimize 

these systems. Investment in talent development is 

therefore not just an organizational imperative but a 

strategic necessity for the continued evolution and 

success of supply chain management as a discipline 

and practice. 
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