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Ecosynomics – The Science of Abundance 
To get what you want, you have to choose the agreements you are in. 

The demand for transformative changes in the fields of resource-use, organization, values, 

spirituality, leadership and political structures are growing. The economic, political, scientific, 

religious communities, and civil society largely agree that the capacity to meet the urgent challenges 

of our times will impact the sustainability of our societies and politic systems, social cohesion, as well 

as the "more straightforward" challenges concerning economic and employment trends in Germany, 

Europe and globally.  

On the basis of survey data and validated 

cases from all sectors from more than 89 

countries, people from inside and outside 

academia, centered around the Institute of 

Strategic Clarity (USA), argue that the 

transformation is underway and the future is 

already being lived in numerous places 

worldwide. They call on societies to divert their 

attention from the paradigm of scarcity, which 

is nowadays perceived as the foundation of contemporary economics, to the paradigm of 

abundance. 

For the last four years, an international network of renowned scientists at different universities as 

well as people outside academia, of different nationalities, have been working on identifying and 

describing these very sites of transformation. What they ultimately do is describe a certain type of a 

group that is extraordinarily successful. 

This type functions according to principles of collaboration and abundance and as such differs greatly 

from other principles based on the models of competition 

and scarcity. This is grounded in research of a rapidly 

growing dataset of currently over 1600 data units from all 

social fields in over 89 countries.  

These groups have found economically sustainable ways to 

abandon the paradigm based on competition and scarcity. 

They have found answers to the challenges such as the skills 

shortage, the burn-out illness, or the lack of innovation, 

identification with work, sustainability, value creation as 

well as the questions of ethical leadership culture. All these 

groups have one thing in common: the principles of 

collaboration and abundance, which create an economic 

and social added value through strengthening the human interaction and relationships. 

Image 1: Identifikation of a new paradigm 

"Abundance is defined by 

having healthy relationships 

with oneself, with others, with 

my groups, with nature and 

spirituality. Abundance is not 

to be understood as excessive 

exuberance. It is the very 

opposite, as the latter is a 

scarcity-based concept." 
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Tattva Viveka: In your research, you speak about the difference between abundance and scarcity. 

What does an individual look like from the perspective of the paradigm of scarcity and from the 

paradigm of abundance? 

Hinske: Let me explain the broader 

context of our research first. The 

currently predominant model of human 

interactions is economics. Economics is a 

social science of the allocation of scarce 

resources. Ecosynomics on the other 

hand is defined as the social science of 

abundance (see the box/ quote of JRD). 

The term comes from eco-syn-nomos 

(relationship-together-rules) which 

means: the principles of collaboration. In 

other words, it is by definition impossible 

to describe human collaboration 

processes on the basis of the paradigm of 

scarcity. To my mind, this is one of the 

fundamental reasons for the permanent 

failing of the discourse about the 

interdependency, sustainability, cooperation and transformation, etc. This discourse fails because we 

ignore a significant “white spot,” which is research into successful social collaborations. The 

identification of those spaces and of people acting in them and processes, structures and models 

present in them, enables us to discuss the theme of social collaboration. Discovering those spaces, 

making them visible and learning from them is the essence of our work.  

Coming back to your question: If we reduce an individual to a certain role, then we do not do them 

justice. "I undervalue your worth. You will either become reduced to your hands, or to your head." 

From this perspective, you as a reporter would be just a good writer. But you are more than that. You 

are a person with inexhaustible possibilities and development potential. If we let this conviction be 

the basis of the way we form our mutual relationship, a lot can still happen. Perhaps after this 

conversation we decide to change something in our lives to come closer to living out our full 

potential. Are you just a hand that writes or are you much more than that, a person as a whole? 

Tattva: You mentioned relationship. "Eco" means relationship. Do you mean that if we approach 

relationship from a very human perspective, in the belief that any kind of possibility or outreach is 

still possible, we will achieve the best results? 

Hinske: Exactly. Let me give you an example. We work in a leading international company that 

produces socks. The owner once summarized it well, "We are realizing sustainable value through 

realizing sustainable relationships." If you take this statement seriously, it means a complete 

paradigm change. Of course, it is still important to sell a product or a service. But in the 21st century I 

will only be able to create sustainable value if my client comes back to me and recommends me in 

Image 2: Illustration of countries, in which groups and or individuals have 
already participated in the research project. Moreover, the graph shows 
places where groups are in the process of formation and initial activities. 
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their networks. If we manage to create sustainably lasting relationships, based on trust and 

acceptance of the other person, we will see the client as more than just a factor of consumption.  

When we reduce a human being to one specific role, 

we under-appreciate his potential. 

Tattva Viveka: The idea is to approach a person not just as one fulfilling a certain functional role, 

which would limit their presence and potential, but rather as a human being, as a whole? 

Hinske: Yes, exactly. We notice that in these groups the following three aspects are all just as 

important. 1. Who am I and what can I do? In other words, what are the results that I can produce on 

the basis of my competences? 2. What will I become and which direction do I want to follow? What 

and how do I learn and what direction do I want my life to take? 3. What is my future potential, that I 

see in myself and what are the possibilities for me to fulfill it?  

The interesting thing is that in 100% of the data we find that successful groups always start with 

possibilities and then move on to look for the development processes, in order to optimize the 

current processes. This is abundance.  More than 1600 survey responses allow us to draw 

preliminary conclusions on the subject of scarcity. Scarcity is when groups start with the current 

situation and with analyzing current development processes and then move on to discussing 

possibilities. This leads to scarcity.  

Viveka: If we speak about relationship, does that also mean that you do not aim to increase 

productivity  or functionality directly, rather first of all focus on the person in front of you? 

Hinske: As I suggested you have to look at three 

dimensions that the organizations and groups that 

we have studied always speak about. We call 

them: 1. The noun or the thing, 2. The verb, or the 

movement. 3. The possibilities. The nouns can be 

the roles or the competences. It can be what I am 

or the thing that I have here and now. This noun 

or this thing can develop. This is a natural process. 

This development is a verb. I learn a new thing, I 

develop, I move, like a verb. The third dimension 

is that of the possible directions that I can take. 

They are literally never-ending. For example I, 

Christoph, am who I am and I have a certain set of 

competences that I can develop.  I can develop 

those competences in order to fulfill my potential – the potential I see in myself and that others see 

in me. Our data indicates that the majority of contemporary groups focus on the employees as a 

production factor. This means, "You are a thing, and you have to produce things. It is not relevant 

who you are and how you wish to develop. And I will tell you what kind of potential you have."  This 

does not normally have anything to do with the truth about you. The result, however, is that we 

close ourselves off, produce bad results, and become ill. This is scarcity. In contrast, very successful 

Image 3: Conference of The Institute for Strategic Clarity in 
México. 
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organizations normally describe themselves as 

harmonic. The employees speak of "good vibes." They 

enjoy working, they that they can realize their potential 

to the full at work.  The relationships they have with 

their colleagues help them realize their personality at 

work.  They emphasize that they do not feel as if they 

were perceived as a thing in the first instance, but rather 

as a developing person with unending potential.  The 

following question is standard,"What do you wish to 

accomplish in the coming five years? How do you wish 

to grow and what would be the processes that would 

support you in this growth? And how can I support you 

in it?"  With such questions, anyone is able to produce 

better results. It may sound banal or logical, but it is not. In most organizations such dimensions do 

not exist due to the predominant focus on "things" and on countable results. People who live under 

the paradigm of scarcity are frequently dissatisfied with their work, feel exhausted or suffer from 

burn-out. If we begin to see a human being for what he or she is and can become, we contribute to 

their producing better results. If we do it systematically, with every employee, we will have better 

overall economic results and fewer redundancies.   

Successful groups always start with the possibilities and then look for processes to 

optimize their results. This is abundance. 

It is clear that employees are ready to contribute 100% of their personality into their everyday work. 

They believe in the mission. They identify themselves because they are part of a whole. They share a 

common vision. They are perceived as a person and not as part of an automated machine. Such a 

seemingly banal change leads to a significant increase in the efficiency and effectiveness of any kind 

of group or company. It can also be attributed to the fact that a person is seen as a whole, not 

excluding their dreams or wishes. This is another difference between abundance and scarcity. 

Scarcity is characterized by a constructive competition. It is not abundance of relationships and in 

relationships. What we encounter under the paradigm of scarcity is rather a destructive relationship, 

facing off against each other; in such a situation I may not pass certain information on to my boss or I 

may fail to inform a colleague about a certain thing in order to improve the situation for myself. 

Under the paradigm of abundance, the following principle is found again and again: the more I give, 

the more I will get. Under scarcity creativity is not allowed, because it costs too much. You are not 

being paid for creative thinking. You are being paid for nouns, things or for producing results. 

Creativity is something which we are allowed to do twice a year and, additionally, these are often the 

select few who may do it and who will receive a bonus for it. But every person is creative, after all. 

Everyone has the potential to become a sort of Einstein. The groups working under abundance 

inspire each other, sparking creativity and innovation. The ultimate and fundamental question is how 

do I treat another person and how do I build relationship.  This is the question that we examine in 

the case studies of The Institute for Strategic Clarity. 

 

Image 4: Prof. Dr. J. Ritchie-Dunham, author of 
Ecosynomics 
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In the paradigm of abundance the following principle is crucial,  

"The more I give, the more I receive." 

Tattva Viveka: You often hear about psychological schools, which claim that the individual is 

responsible for his or her own emotional situation. It is his problem if he is happy or depressive. Your 

research, however, seems to indicate that this is also a group process that results from the structures 

of a project or a company, which makes sense… 

Hinske: I agree with both points. The first dimension is that people often describe it as their 

subjective understanding that I am responsible for my happiness. This depends on how I treat myself 

and if I see the famous glass as half full or half empty. It can happen that I will never be happy, no 

matter how fantastic my boss or my project is. At the same time, a lot depends on how I treat others 

and in what kind of relationship I am with them; if they support me in my undertakings to fulfill my 

potential. I heard recently in an interview, "I will dare to take this step if you ‘ll be with me." The 

subjective psychological concepts are important and have an impact on me taking the responsibility 

or not, following my path or not. We can support each other on following our individual paths.  This 

can happen through an encounter with another person, or in a group. Importantly, it is a different 

dynamic if it happens in a group. 

Tattva Viveka: If the group supports you, this is then the intersubjective level. The first level is the 

subjective level, the psychology. The second – the intersubjective level - is about the question of how 

others can support me through the relationship we have. But is there also an objective level? The 

model that you represent is also an economic school. What objective criteria are in fact impacted by 

the paradigm of abundance? Are there certain structures or processes that reflect or contribute to 

abundance? 

Hinske: There are simple matrixes which illustrate it. For example, in the moment when a group 

manages to implement the principles of abundance, the group becomes more innovative and 

creative, and you can easily measure that. These groups describe an idea as something that is already 

real. The question is how I find ways to implement this abstract idea. Groups that function under the 

scarcity paradigm only believe in something if they see that it works. This is reflected in the current 

recruiting strategies. "Show me your CV and your qualifications, then I will believe that you can do 

it." In many organizations, what you did before plays no role. You have to prove yourself, and then 

you will be believed. It does not matter if you studied at a leading university or did dozens of 

projects. If you do not prove what you can do for the organization, you will not be believed. This is a 

focus on nouns. Groups that function under the paradigm of abundance also focus on results, the 

nouns, and they also believe in the development potential, the verb as well as the possibility, and 

support you in it. The seemingly invisible is thus part of reality, and it is just as important as the 

visible. Living only in possibility would be just sleepwalking, but it is important to have ideas. There 

are instruments that allow us to measure what percent of an idea was implemented in a given 

product or a service. For example, what percent of the turnover of the last 3 years comes from 

business with new clients? How high does the company score in terms of innovation? What do 

competitors say about the innovation potential of your company? We have grown into a society in 

which people begin to question the existing structures more frequently. This means that the "nouns" 



The original interview can be downloaded at http://www.tattva.de/das-paradigma-der-fuelle/ 

 
6 

 

are not as firm and untestable as we have thought. People work more creatively and there is more 

innovation than before.  

Tattva Viveka: I would like you to tell me more about the specific measurement methods you use. 

How can you measure the approach starting from the paradigm of abundance? How can you use it in 

the economic realities of specific companies? 

Hinske: Based on the last 15 years of research, we have developed a robust framework, which 

encompasses the following five dimensions: 1) To what extent do I relate with myself within this very 

group context?; 2) To what extent do I experience the relationship with others?; 3) Does my group 

support my unique contribution, and do we have a common vision?; 4) What is our source of 

creativity?; and 5) How do we create innovations?  

The two last dimensions we have called archetypically nature and spirit. Where does my creativity 

come from? What is its source? Is it what my boss tells me to do, what the industry standards are or 

what books convey?  Do I believe something only when I see it done (for example a house) or as soon 

as I recognize the idea (the idea of the 

house)?  

On the basis of what we have heard from 

groups identified as highly successful, we 

have developed this very questionnaire (link 

to survey).   In the case of groups that 

function well, we see that all of the above 

dimensions are very well developed. With the 

help of the questionnaire, it is possible to 

measure this in a very simple way. One 

question would be: To what extent do you 

think that you can be who you want to be 

within this group context? Or else: To what 

extent does the group create a whole? In the 

moment when the reply is that certain 

groups, for example the financial and the 

marketing departments, do not understand each other, then it is clear that this company does not 

live up to its full potential, which carries additional costs. We can calculate those costs by relating 

well developed industry proxies with the answers. When I fight against you and fail to give you 

information you need, communication takes longer: e.g. for a project which would normally need 5 

hours, we need 50 hours. This can be calculated in retrospect and the additional costs are thus clear. 

Groups that work in abundance are not only faster and better, they also do not have certain 

additional costs. They do not carry the costs of redundancies, the costs connected to internal conflict 

and to slow processes. They do not carry costs for burn-outs, or hardly any costs related to employee 

turnover. The list is long. 

These groups describe an idea as something which is already real.  

Image 5: First research results show that the balanced interplay 
of 5 dimensions is central for success. 

http://survey.instituteforstrategicclarity.org/index.php?sid=75735&lang=en
http://survey.instituteforstrategicclarity.org/index.php?sid=75735&lang=en
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The example with the globally leading manufacturer of socks, which I mentioned before shows that 

the average employee works around 20 years in this company. Every sock is quality assured by a 

person. The person who checks hundreds of socks every day is better than any machine. This is why 

the socks are being checked by people, not by machines. The former are simply much better than the 

latter. But this is only possible due to the atmosphere of the company. People in this company are 

convinced that they want to stay there. Additionally, the rate of defects is 1:1000 instead of 1:100. 

This inner conviction of employees has thus a direct influence on the numbers at the end of the 

month. This in turn allows the owners to invest more, and you start to enter a positive growth cycle. 

Groups who work in scarcity mode only believe  

something when they see that it works. 

This is a very banal economic truth. Our questionnaire and our diagnosis allow us to find out if a 

group works out of the paradigm of abundance or scarcity. It turns out that the companies working 

in the latter also tend to lose their knowledge and social capital, and they have very high costs due to 

absences. These companies are mostly uninteresting for Generation Y, which is not interested in a 

great car any more, but rather in a meaningful job which does not exhaust me, but rather makes me 

happy and inspired.  

The journey that we are all on points into the direction of a society which is not ruled by hierarchical 

competitive structures based on dependencies and lack, any more. This has been the case for the last 

hundreds of years. These structures have been very important for a long time and I am not saying 

that the economic principles which lie behind our work nowadays are bad, as such. They played an 

essential role supporting our transition out from a monarchy and a dictatorship. The paradigm of 

economics assumes that every person can produce something and carries a certain value in 

themselves. We gained this very insight from the economic thinking. It accompanied us up to this 

very insight, but it cannot accompany us on our route further. What we do is research on the basis of 

great economic thinkers, but at the same time on the basis of our research of groups who have taken 

the next step. In this way we can create a new system on the basis of what we notice today. This is 

ecosynomics. We collectively start to ask the question of how we treat each other and how we can 

build something together. The Internet supports this development, as well. We can observe these 

developments all around the world – we can see how people work and produce outcomes in the 

mode of collaboration. It is evident that organizations that build walls around themselves tend to 

lose. It is essential to open up to the outside world: shared economy, Linux, Apache, Wikipedia are 

only a few examples of businesses which were created, almost without costs, on the basis of the co-

creation principle.  

The still-invisible is already part of the reality. 
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A human being is a collaboration being. Groups working in the paradigm of abundance work in this 

very collaborative mode and carry smaller costs than others, which also makes them faster and more 

efficient. It is important to find those groups. 

The generation Y is not interested in a cool car as much as in a meaningful job. 

In Germany, we already found teams in internationally known and leading companies and NGOs that 

embody these principles. They have the so-called "pockets of success," which means successful 

teams and they have understood that they should scale up those pockets for their own success. This 

means at the same time that they have understood the change in their business model as an 

opportunity. Employees do not want to practice sports once a week and use the massage offered 

three times a week, and live in the state of scarcity at the same time. This is not how it functions. The 

important questions are rather, "How can we create an atmosphere that allows us to always feel 

well?" Many people argue, "Yes, this would be nice, but this cannot be!" But the fact that someone 

fails to imagine what it would be like does not prove the impossibility of a given scenario. It is difficult 

for us to imagine this state because we have all been raised in the culture of scarcity. It is hard to 

leave this mindset. Economics is by definition the social science of the allocation of scarce resources. 

If we look at the first economists they never said so. 

We have just had a case of a university that finds our research results very interesting – it is the 

school for sustainable development near Berlin. They think that this approach can help us on the way 

towards a more sustainable society. They also see an added value in it because they can evaluate 

their courses with this very concept. Imagine you would be working in a learning group which you do 

not like and in which everyone is against everyone else, which makes group work as such impossible 

and stops the creativity flow. Such groups tend to reproduce the same thing all the time and they fail 

to create something new. They do not have any innovation capacity and they do not think that they 

can be innovative anyway. This is the essence of most of the present school and university cultures. 

The more innovative institutions pose questions such as, "How can we enable you to grow to your 

own potential? How can we support each other in this growth?" 

Tattiva Viveka: I think it is both interesting and good that you work on specific criteria and that you 

take the perception of abundance seriously. You do not put this very emotional element in the 

individualistic, psychological corner. This means that the perception of scarcity is not just my 

subjective private problem, as if the intersubjective and objective elements would play no role. 

Normally this feeling of happiness or unhappiness is perceived as something not objectifiable and 

countable, as such as something which is not important. It is not taken seriously and people are left 

alone with those feelings. If you are not well, you are a looser.  

Hinske: Importantly, an integrated and objective approach lies at the core of this all. We do not 

describe a future we wish for, e.g.: We wish to cooperate in this and that way. Rather, we observe 

the groups as they cooperate today. These are group whose success cannot be explained on the basis 

of competition-based models. These were the subjects of our studies and the basis for the 

questionnaire we developed as I mentioned before. 
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Let me give you an example from my consultancy work. Many companies speak of their team-

oriented culture, participative practices, minimal hierarchies and common successes. The incentives 

and bonuses are, however, for individuals and most often connected to the highest levels of the 

hierarchy. The focus is on an individual, and the team collapses through this. The atmosphere of 

competition and scarcity sets in. The self-presentation and the reality often largely differ. False 

expectations are awakened, and employee turnover increases. The costs related to this are 

significant. Success can thus also be defined as the balanced interplay of all the five dimensions I 

described above. 

A human being is a collaborative being. 

The good news is that we can calculate those effects mathematically and put them in relation with 

the company’s business model. The so-called "soft factors" thus become "hard factors." 

A few weeks ago I led a strategic workshop on this with one organization. Before, the mentioned 

scientific and online-based free questionnaire was conducted. The results from it were put in relation 

with our other data in order to show where exactly the superfluous cost factors arose due to scarcity 

and failing collaboration. This was a very intense process; one participant started crying at some 

point. At the end literally all participants said that the workshop had started a kind of a healing 

process. It was the first time in 18 years that people in this organization managed to turn off the 

background noises and focus on the essential. They had managed to integrate as a group and to take 

the next step together. It had never happened before that they would all agree with each other after 

a workshop offered by an external consultancy. Why was it? Because people felt they had been 

addressed as a whole. In their being, in their development and in their potential. This is part of the 

message of our research. People always strive for more abundance. No data to-date suggests 

otherwise. That we would like to be less than we really are. That we would like to grow slower, 

become more ignorant, or that we would have no interest in relationships, or be less creative. This 

point towards a very fundamental question, such as who are we as a human being. And despite all of 

this, we have created organizational and value structures that support the opposite view.  

Economics is, by definition, a social science  

about the accumulation of scarce resources. 

Tattva Viveka: I have filled in the questionnaire this morning and I could hardly believe the results. I 

am a member in a worldwide organization for self-help, which works according to principles of 

spirituality, health and well-being. I have always believed that our organization and the way we 

structure our team work were collaborative and innovative. It turned out, however, that we are 

neither creative nor collaborative and lie far behind where we could be if we worked in the paradigm 

of abundance. And I really was convinced that we were a new organizational form of collaboration. 

Hinske: This is interesting, I would have to look at the data. The results are supported by numbers on 

the basis of which you replied can be compared and evaluated. What I often see is that we tend to 

think we already do 100% of what is possible, but in fact 100% may turn out to be only 20% of what 
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is really possible and what others already do. In this context it may also be helpful to think of history: 

What groups 200 years ago thought of as 100% of what they could achieve, is nowadays perceived as 

inefficient. Economics has made a great contribution, as it defined new standards and set the 

benchmark higher. Nowadays we see groups that go even further and whose 50% is our 100%. 

We must not forget that we are conditioned to put ourselves in the state of scarcity, to keep 

ourselves small and to bear it. We all grew up hearing, "If you compete, you are better." It is not easy 

to see the everyday thought patterns and to get over them. 

Human beings always strive for more abundance. 

In fact all of our current forms of interaction are only agreements. If we realize it, it is clear that we 

can change them. Someone has once claimed that we were all economic beings and stay in 

competition with each other. But this is not to be taken for granted. If an agreement does not work, 

we can change it. If you look at our biology, it is clear that the collaborative principles are the 

strongest. 

At this point you start to think of organizational development or large group psychology. This is the 

meta framework that we consider now. I myself come from the GDR. There, at some point a group of 

people decided not to be part of the defined agreements any more, which made the whole system 

collapse. In our work we support such changes and innovation processes, on the individual, group, 

organizational, country and network level.  

The problem of many organizations nowadays is that they do not know how to change their current 

situation. In our research we find those who have figured out how it is possible to live past scarcity. 

There are dozens of fascinating examples that we share in our Institute. For those who undergo the 

process of uncovering their explicit and implicit agreements, this often turns out to be a healing 

process in the end. They recognize that due to certain agreements their production costs and project 

costs explode. Together we develop mechanisms to evade those costs in the future.  

There are tens of thousands of groups who already 

 live in an abundance-based paradigm. 

I would like to reiterate: The economy was good up to a certain point. We can be grateful to the 

economic thinkers, because they made it possible to leave slavery, barbarity and dictatorship. They 

have shown us that every human being can produce something on their own. Economics has thus 

contributed to the freeing process of humankind. In other words: Economics has built up our egos. I 

can do and build something on my own. Before this was impossible. 

When we read the press, for example, we notice nowadays that certain agreements do not work 

anymore. This is clear observing different forms of ecologic, social and human crisis.  
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We do not believe that scarce principles rule everywhere. Thus, we aim to find those places and 

learn from them. What we first saw, we did not understand, because we had posed our question on 

the basis of the current economic paradigm. Only when we noticed that those groups work according 

to a different set of agreements, in the belief that the human being is a collaborative being, did we 

understand this phenomenon. Today we can look further. This would be impossible without the 

progress achieved by our forefathers. We are grateful to the economic thinkers from before for 

making our current research at all possible. But we look beyond what they had believed and we 

already notice first signs of new developments appearing. There are already thousand who live out of 

the ecosynomic paradigm.  

 

Christoph Hinske is an ISC Fellow, leading ISC’s work in Europe. He is the author of “Core 

Resources of Paradigm-Change Facilitation,” published recently in The Systems Thinker.  

He lives with his wife and two kids close to Frankfurt/ Main in Germany. 
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