I have made these notes from first glancing Will’s book. I guess I always hoped that my first job at UK national Dec Project for computer assisted learning - experimenting with computer assisted learning networks with undergraduate psychology students as guinea pigs would come in useful somewhere. (Odd what first jobs University Cambridge Masters in statistics get up to – huh!)
THE HUMAN ELEMENT – WILL SCHULTZ

This book presents theory, principles and practices of 40 years of exploring human relationship breakthroughs that could result in a different type or organization with an order of magnitude of more sustainability and productivity. The principles can be summarized as 3 invitations. I invite you to explore what happens when we do these things

Diminish our defensiveness and communicate openly and honestly with one another

Diminish blame and acknowledge how we collude with one another to create what happens

Diminish self-deception and allow ourselves to look inward and know ourselves as well

Periodic Table of Human Elements

	
	Interpersonal DO
Self (I) to Other (You)
	Interpersonal GET
Other (You) to Self (I)
	Individual

Self (I) to Self (I)
	Other

Other (O) to Other (O)

	
	See
	Want
	See 
	Want
	See
	Want
	See
	Want

	Inclusion
	I Include You 11 
	I want to include you 12
	You include me 13
	I want you to include me 14
	I am fully alive 15
	I want to be fully alive 16
	You are fully alive 17
	You want to be fully alive 18

	Control
	I control you 21
	I want to control you 22
	You control me 23
	I want you to control me 24
	I determine my own life 25
	I want to determine my own life 26
	You determine your own life 27
	You want to determine your own life 28

	Openness
	I am open with you 31
	I want to be open with you 32
	You are open with me 33
	I want you to be open with me 34
	I am aware of myself 35
	I want to be aware of myself 36
	You are aware of yourself 37
	You want to be aware of myself 38

	Significance
	I feel you are significant 41
	I want to feel you are significant 42
	You feel I am significant 43
	I want you to feel I am significant 44
	I feel significant 45
	I want to feel significant 46
	You feel significant 47
	You want to feel significant 48

	Competence
	I feel you are competent 51
	I want to feel you are competent 52
	You feel I am competent 53
	I want you to feel I am competent 54
	I feel competent 55
	I want to feel competent 56
	You feel competent 57
	You want to feel competent 58

	Likeability
	I like you 61
	I want to like you 62
	You like me 63
	I want you to like me 64
	I like myself 65
	I want to like myself 66
	You like myself 67
	You want to like yourself 68


Global Partnering in Social Business – Consider This
Even if a demonstrably revolutionary process is introduced into organizational life, there is no guarantee that the change will be adopted quickly, and there is certainly little likelihood that the change will result in any immediate improvement in productivity. Consider Michael Rothschild’s article (The Coming Productivity Surge Forbes 29 march 1993) on a paper by economic historian Paul David that looks at the history of this phenomenon. Rothschild applies what he calls the productivity paradox to the computer revolution – although US businesses had just spent trillions on computers in the previous decade they have almost no measurable productivity increase to show for it and , therefore, they resist changes. The explanation: when a change is introduced it is typically fitted into the current environment. Failure to anticipate This may delay a productivity increase for decades.
A similar phenomenon happens on the human side of organizations. Although we have been able to measure improved productivity in specific area, at this point it is difficult to achieve an impact on overall organizational productivity for several reasons:
Usually only part of the organization receives the training; the rest stays as it is

When people return from training the ld atmosphere awaits them. Often it does not support their changes and may even be hostile to them

People who have not received the training feel like an “out” group, often oppose the new ideas.

People who have not received the training are unsure of their new roles in cases where the organization does begin to change

The new Human Element ideas are examined carefully. If they do gain acceptance, people will take more time to see all the implications of implementing the ideas and modifying other organizational practices to enhance the advantages that innovations create. As people in organizations become more self-aware, we should indeed see a productivity surge, perhaps one greater than we have ever seen before. To experience the fruits of this surge, we need a kind of courage rarely spoken about in the annals of heroes: the courage to know ourselves, to be honest with one another, to handle the truth

