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STRATEGIC FENCES
MODEL

P O L Í T I CO
( S ta b i l i t y )

LEGAL
(Contract)

O P E R AT I O N A L
( I n te g r i t y )

S O C I A L
( C o m m u n i � e s )

L A B O R
( E m p l o ye e s )

C O M M U N I C AT I O N A L  B A S I S
( M e s s a j e  –  M e s s e n g e r  –  M e t o d o l o g y )

“ L a b o r / s o c i a l  e m p h a s i s ”

STRATEGIC PROTECTIVE FENCES

Every company, in analogy, is like a "valuable
castle" that needs to be protected from its
"enemies" by strategic "moats" that surround and 
guard the castle. These moats, which in their deepest 
essence are func�onal strategic alliances between 
the different stakeholders, must be as
wide and deep as possible to prevent their
enemies from storming the castle. Some of these 
moats, which from now on we will call "fences,”
are more cri�cal than others due to their nature
of being able to be managed by the leaders of
the extrac�ve industry, cri�cal fences that become 
more relevant than ever in a global environment 
loaded with mul�ple challenges such as geopoli�cal 
uncertainty, climate change, cybersecurity, 
genera�onal plurality, stakeholder engagement

and integrated sustainability repor�ng, to men�on
a few.

In this context, the modern extrac�ve company 
should ideally have Strategic Fences of Protec�on
to strengthen its compe��ve advantage,
protec�ng its opera�ons from those who wish
to exploit its ac�vi�es illegally. In the second
master scheme, we show a proposal for a
Strategic Fence Model that any extrac�ve 
opera�on/company can implement to ensure its 
integrity and opera�onal con�nuity over �me.



The POLITICAL FENCE is the first and most unstable defense fence due to its lesser
management power. A common mistake in tradi�onal extrac�ve mining is believing it is
the only fence to manage or the most important one. 

1

The LEGAL FENCE is the tradi�onal EIA fence transferred to the Opera�onal Fence. Legal
management needs to be "human" in terms of communica�on within and/or outside the
organiza�on. 

2

3
The OPERATIONAL FENCE is the third defense fence, whose strength is given by protec�ng 
cri�cal assets" and avoiding technological obsolescence of equipment and processes thanks
to a culture of innova�on and con�nuous improvement. 

4

5

The COMMUNICATIONAL BASIS is the "water" that unites all the moats (fences) facilita�ng
its func�onality and effec�veness. The choice of Messages, Messengers, and Methodology
is transcendental. 

6

The SOCIAL FENCE is the fourth defensive fence, whose strength is given by the level or
degree of acceptance of the Opera�ons by the direct and indirect influence communi�es. 

Powered by  SUPERA World

The LABOR FENCE is the fi�h defense fence, whose strength is given by the Employees'
Sense of Belonging. It is the most important fence because it is the "core" of value crea�on
projected to others. 

The following is a summary of the intrinsic characteris�cs of each of the Strategic Fence of protec�on
proposed for the modern extrac�ve industry of the 21st century: 



A�er a brief analysis of each of the fences and the communica�onal base, which we will later call the 
communica�onal ring, we find that there is an excellent opportunity for the leaders of the extrac�ve
industry to expand their tradi�onal vision towards a more holis�c vision by incorpora�ng a Strategic Fence 
Model of protec�on in the day-to-day management of their opera�ons, and in par�cular the management
of the Labor Fence, as the first and most crucial management because it represents the Culture to Operate 
(CTO) as it represents the "central core of value crea�on" that will be projected to all the other strategic
fences men�oned above. 

In this great context of significance, today we find important extrac�ve projects and/or opera�ons with
serious cultural problems that are o�en invisible to the eyes of the top management of the organiza�on, 
because they have been assumed as "normal" when in fact they are "dysfunc�onal,” crea�ng favorable 
condi�ons to create a dysfunc�onal culture absent of conscious commitment, which affects not only
the solidity of the Labor Fence, but also the solidity of the Social Fence (as inside so outside), and the
Opera�onal Fence, an almost "normalized" circumstance characterized today by: 

Strikes with mo�va�ons whose emphasis is essen�ally economic, in a commodity industry whose 
weakness is the inability to manage prices and where cost leadership is impera�ve for long-term
survival.

Collec�ve bargaining with "premium payments" at the close of nego�a�ons, in a context where 
some�mes a large percentage of the members have debts and/or child support proceedings, crea�ng 
condi�ons conducive to the development of a dysfunc�onal culture of "pressure" benefits that in the
long run may generate problems of sustainability of the opera�on, pu�ng at risk the long-term labor
stability of the members themselves.

Deteriora�on of people's Sense of Belonging in the organiza�onal structure crea�ng the condi�ons
for a Culture to Operate (CTO) absent of conscious commitment, which generates a loss of people's
desire and crea�vity to improve the organiza�on's compe��ve advantage.

Amplified dissa�sfac�on of people due to the lack of conscious leadership and culture, given the 
impossibility of climbing the promo�on ladder due to the few spaces available given the very nature
of the organiza�onal structure in an extrac�ve opera�on/company.

Dysfunc�onality of the strategic decision-making process due to the absence, in some cases, of
emo�onal intelligence to connect/communicate with cri�cal stakeholders: Employees and Communi�es. 
There is an excellent opportunity to complement the tremendous ra�onal intelligence to think/decide
and the great motor intelligence to act/correct typical of the extrac�ve industry.

Impact on the Social License to Operate (LTO) of opera�ons and projects due to dysfunc�onali�es of
the CTO within the corpora�on and/or opera�on itself.

1.

2.

3.

4.

5.

6.

"Therefore, we believe that any company in the modern extractive industry that wishes to strengthen
its competitive/comparative advantage over time needs, with a great sense of urgency, to strengthen

all the Strategic Fences described above." 
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Tradi�onally, it is said that the fundamental objec�ve of any business is to strengthen its compe��ve
advantage to differen�ate itself from its compe�tors, thereby ensuring not only produc�on growth but
also the sustainability of the profitability and reserves of the extrac�ve business model. 

Warren Buffet classifies all businesses into two types: businesses with compe��ve advantage and
businesses without compe��ve advantage. Buffet recommends that all CEOs always focus on strengthening
long-term compe��ve advantage to ensure profitability on a sustainable basis. 

The proposed new paradigm places "people's consciousness" at the center of opera�ons management, 
because it is the level of consciousness of the person that has the absolute power to mobilize energy and
transform reality from the inside (Labor Fence) to the outside (Social Fence) in a sustainable way. 

Tim Cook, CEO of Apple, points out that the key to the success of the most valuable company in the world
is its culture, a culture where people love what they do, love doing it at Apple, and live innova�ng to create 
more and more value for users, that is, a culture aware of its higher purpose: to improve the quality of life
of society-humanity. 

In that sense, we need to go beyond person-centered management; we need a transcendent management 
focused on the awakening and development of the person's consciousness because it is human
consciousness and its primary func�ons (usually unknown): awareness, a�en�on, understanding, that
can awaken the desire and crea�vity to improve the quality of life and economic produc�vity sustainably. 
Awareness is the source of sustainable value crea�on. Having highly competent people in our ranks, but
with a dormant conscience, does us no good. Consciousness first, competence later. 

"Therefore, we believe that those CEOs in the extractive industry who place Conscience at the center
of the Business Model will not only be exercising a more Conscious Leadership that will directly impact
the Improvement of the Quality of Life of all their employees but will also be creating the conditions
for Sustainable Profitability.” 

Therefore, the evolu�on of the paradigm towards the "awakening and development of consciousness"
at the center of the Business Model of the extrac�ve opera�on/company, implies a change of focus from 
Shareholders to Stakeholders: Employee-Community-Company, which will naturally generate a strengthening 
of its Compe��ve Advantage thanks to the strengthening of its Labor Fence (Employee), Social Fence
(Community) and Opera�onal Fence (Company) as can be seen in the following master diagram: 
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"The Source of Value Creation
is the Business".

Focus
(Company)

"The Source of Value Creation
is the Person". 

Focus
(Employee - Company)
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Focus
(Employee - Community - Company)
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However, before con�nuing, we believe it is per�nent, for this proposal, to define what we mean by
Development of Consciousness: 

To develop human self-knowledge, that is, the knowledge of oneself as a central axis for improving the 
quality of life and economic produc�vity, at individual, group and/or business levels. He who does not
know himself cannot know what he wants, or as W. Buffet emphasizes: "the best investment, is the
investment in oneself.”

To develop the cri�cal and self-cri�cal capacity, i.e., the self-reflexive ability to link with the reality 
principle. This reality is permanently changing, genera�ng a con�nuum of fric�on points that ques�on
our consciousness, for it is not enough to be aware, we need to be aware of our own "lies.”

Develop the essen�al codes of knowledge, i.e., understanding not only the codes of human nature
but also the codes of the nature of business Crea�vity and the capacity for innova�on arises from the desire 
and the desire for understanding. "Understanding something demands understanding a hidden
code.” Therefore, we embody and promote a new paradigm for conscious extrac�ve companies, which 
place social welfare as the supreme goal, the market at the center of society, the company at the center
of the market, the person at the center of the company, and consciousness at the center of the person.

1.

2.

3.
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The benefits of awakening and developing people's awareness at all organiza�onal levels are enormous,
covering all areas of the business: Labor, Social, Opera�onal, Legal, Financial, and Reputa�onal:

"Therefore, we believe that Awakening and Developing Consciousness should be considered a strategic 

priority by the Board of Directors and Senior Management of extrac�ve companies, because of the 

enormous benefits it brings to the extrac�ve opera�on/company and society in general."

Labor

Financial

Legal

Opera�onal

SocialReputa�onal

Consciencia

Sa�sfac�on of
the employees

Less Labor, Social and
Tax Con�ngencies

Harmonious Coexistence
with Communi�es

Excellence & Opera�onal
Innova�on

Higher Sustainable
Profitability

Premium Valua�on
of Market
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First, we must understand by modeling the abstrac�on of a func�onal opera�ng system that sustainably 
produces a result, in our case Culture to Operate - CTO. In our experience, we have found that only some 
extrac�ve companies have a func�onal model that is easy to understand, assimilate and implement in
daily opera�ons. 

Therefore, a�er traveling the world and studying func�onal models in depth, we found that the best CTO
model is the one that springs from the following formula�on: 

From this, we can conclude that CTO is the natural consequence of two fundamental management
processes: voca�on management and sense of belonging management. However, it is crucial to understand
the following: 

Voca�on
Management

Belonging
Management

Produc�vity
Management

FO R M U L A  FO R  S U C C ES S  I N  L A B O R  F E N C E  M A N AG E M E N T

In mathema�cs, the order of the factors does not affect the product, but in labor fence management,
it does, and very much so. Labor fence management fails when promo�ng benefit programs for people
who do not love what they do.

Voca�on is the sustenance of belonging. If there is no voca�on, there is only occupa�on. In occupa�on, 
personal fulfillment and fulfillment will never be achieved. There will be no culture of pleasure and 
enthusiasm, there will be a culture of pain and effort, which will demand more and more "compensa�on 
mechanisms,” usually economic, which will never be enough. The absence of voca�on in a person
generates a psychological "black hole" where nothing that is given will ever be enough. Living in Voca�on
implies "loving what one does."

The fullness of the sense of belonging is the lifeblood of the CTO. Every company in the extrac�ve
sector must understand that managing the sense of belonging implies that the person "loves to do what 
he/she loves in the company.” In this sense, the objec�ve is to learn how to manage people's sense of
belonging once they live their voca�on.

1.

2.

3.
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In short, firstly, to live the voca�on; secondly, to develop a sense of belonging; thirdly, to maximize 
produc�vity. This helps to clarify that the quality and sustainability of the CTO will depend directly on the 
quality of the voca�on (talent-posi�on match) and the quality of the sense of belonging, as depicted in the
following diagram: 

Therefore, business leaders need to understand that some�mes taking the shortest path of solving
problems with an emphasis on the economy only lengthens the road because it deteriorates the CTO.
The management of voca�on and sense of belonging is a longer, sustainable, and much more profitable
path than the path of recurrently dealing with people lacking conscious commitment at different levels
of the organiza�on. The following expression may sound high-flown but our experience is that it is true in many 
corpora�ons: "Hidden enemies are not outside, but inside" due to their appe�tes for fame, power,
and money that are based on the low level of consciousness, which should not be confused with the level
of competence, because the worst thing that can happen to a company is to have on its staff people with 
power, great competence but a low level of conscience, for their destruc�ve capacity of the greater good. 

VA LU E  G E N E R AT I O N  P Y R A M I D
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First, we must understand a system as the func�onal informa�on that yields a dynamic structure in
mo�on and whose abstrac�on gives rise to a management model. In our experience, we have found that
few extrac�ve companies have an informa�on system or cri�cal KPIs that are easy to understand, assimilate
and implement in the daily opera�on of labor fence management. 

The Labor Fence Management measurement system, detailed in the following pages, is based on a natural 
process of transforma�on: The transforma�on of people precedes the transforma�on of processes, and
the la�er precedes the transforma�on of infrastructure. 

Therefore, the first thing that must be transformed is leadership, towards a more Conscious Leadership, 
because only in this way can the CTO be transformed. The transforma�on of leadership towards an even
more conscious leadership necessarily implies that employees can perceive a minimum degree of
admira�on towards their leaders thanks to their exemplarity, capacity, and love for what they do because 
only admira�on can awaken personal inspira�on and inspira�on based on example is the secret to personal 
transforma�on. In a company with li�le or very li�le admira�on for its leaders, its capacity for crea�ve 
self-transforma�on in a vola�le, uncertain, complex, and ambiguous environment such as the one facing
the world and the extrac�ve industry is very reduced. In this context, the proposed quan�ta�ve
measurement system of Labor Fence Management is: 

Transforma�on
People

Transforma�on
Processes

Transforma�on
Infrastructure

A structured measurement system of the occupa�on vs. voca�on of the organiza�on at all organiza�onal 
levels. Will there be any difference between two organiza�ons that have the same number of employees, 
but in one 80% live their voca�on (love what they do) and only 20% live in occupa�on (only want the 
economic income), while in the other 80% live in occupa�on and only 20% in voca�on? Of course, there
is!

A structured measurement system of people's "capacity for crea�ve self-transforma�on" based on the 
"power of admira�on" for leaders, primarily in opera�ons, as a source of inspira�on and transforma�on.

1.

2.
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A structured measurement system of the Sense of Belonging based on Conscious Leadership is 
characterized by its exemplarity, capacity, and love for what it does, which allows for sustainably
crea�ng the condi�ons for individual and group produc�vity.

3.

Finally, it is essen�al to note that the expected results of Labor Fence Management have a behavior similar
to that of a curve of diminishing returns, i.e., as it improves, it will demand more intelligence and analysis
to con�nue consolida�ng its solidity. Therefore, an exploratory inves�ga�on within the organiza�on should
be planned, executed, and reported at least once a year and in some excep�onal circumstances up to twice
a year to implement the corresponding awareness-ac�on plans to strengthen the most important Strategic
Protec�on Fence of all the fences described above: Labor Fence. 

To calculate the crea�ve self-transforma�on capacity of the Labor Fence, the following aspects must be
considered beforehand: 

Calcula�on Methodology

The measurement result is a key indicator that measures the evolu�on of people's level of commitment:
From Unconscious Indifference to Conscious Commitment.

The measurement system has a scale ranging from 0-10 because using binary no�ons such as
Non-Commitment and Commitment in human a�tudes and emo�ons is impossible.

The measurement system categorizes the scale into: Detractors or "Judases" (0-6), Passives or "Pilates"
(7- 8), and Promoters or "Apostles" (9-10). The la�er represents the true agents of change and 
transforma�on of an organiza�on, and one of the strategic objec�ves of every leader should be to
maximize the number of apostles in your opera�on. 

a)

b)

c)
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To decode the scale, SUPERA, based on more than 20 years of experience serving in more than 10 countries,
and on its semiological knowledge of human signs and codes, proposes the following decoding scale: 

The implica�ons of decoding this proposed semiological scale are: 

Semiological Decoding

0 1 2 3 4 5 6 7 8 9 10

O p p o n e nt s N e u t ra l Pro m o te rs

S E M I O LO G I C A L  D EC O D I N G  S C A L E  FO R  L E V E L  O F  CO M M I T M E N T  

U n co n s c i o u s
S a b o ta ge

Pa s s i ve
I n d i ffe re n c e

H i d d e n
Re s e nt m e nt

Re c u r r i n g
C o m p l a i nt

Pu b l i c
S a rca s m

C h a�e r
a n d  G o s s i p

Pa s s i ve
Re s i g n a� o n

E x p re s s e d
D i s a g re e m e nt

    S p o ra d i c   
 C o l l a b o ra� o n

 A c � ve
 Pa r � c i p a� o n

C o n s c i o u s
C o m m i t m e nt

Moving from unconscious sabotage to conscious engagement is a process and not an event, requiring
a process of an internal cultural transforma�on of a�tudes, which in some cases can take up to three
years due to leaders' mental models regarding Labor Fence management.

The central dynamic of a�tude transforma�on is to quan�fy the shi� to the right: detractors: "Judas"
to passive: "Pilate" and from passive to "promoters: "apostles,” un�l reaching the maximum % of 
promoters possible: The ideal within the possible. An ideal percentage of promoters in an extrac�ve
opera�on/company would be 50%-60%.

The strategy for each "bag of a�tudes" is different and must be approached very intelligently by the 
opera�ons leaders with the support of people management. First to build loyalty among the "apostles,” 
second to inspire the "pilates,” and finally in an ideal situa�on to convert as many "judas" as possible at
least into "pilates,” being aware that we will never achieve 0% detractors or judas. An ideal maximum
percentage of detractors is between 10% -15 %.

1.

2.

3.
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monitoring the distribu�on of the numerical % is fundamental to evalua�ng the progress of the strategy
of the management of the Labor Fence. It is not the same to have "50% detractors, with 80%
concentrated in number 1 (ac�ve sabotage) than to have "50% opponents, with 80% concentrated in
number 5 (public sarcasm).

In labor fence management, selec�ng people for leadership posi�ons is extremely cri�cal. There is
an excellent opportunity to improve future leaders' selec�on process by incorpora�ng emo�onal 
intelligence into the industry's ra�onal and motor intelligence characteris�cs. Remember, in selec�ng 
future leaders, it is the first level of awareness, then it is competence, and never the other way around. The 
destruc�ve power of selec�ng a person with a low level of consciousness for a leadership posi�on
is enormous. Beware!

The management of the labor fence falls largely under the umbrella of the Directorate General of 
Opera�ons (DGO), since the opera�ons area concentrates most of the headcount in any extrac�ve 
company. However, the DGO must have the full support of all other support areas, especially the
Human Resources Department, to facilitate the sustainable management of the Labor Fence. A
tradi�onal mistake is that the DGO does not get involved in the management with the unions, and
leaves everything to the legal area.

4.

5.

6.
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First, we must understand a structure as a no�on that allows us to understand the rela�onship between
the parts and the whole. There is an excellent opportunity to clarify the structure that underlies the 
management of the Labor Fence, which is why we propose below a holis�c structure that will allow us to 
understand the related links of the CTO, as a natural consequence of the ideal management of the Labor
Fence to become a Great Employer sustainably: 

In the following, we will share the essen�al decoding of the above master diagram to understand the 
rela�onship elements of the dynamic structure of the Labor Fence that underpins the CTO of an extrac�ve
opera�on/company: 

Labor fence 
(Great Employer)

Pilate
(Passives)

Judas
(Detractors)

Apostles
(Promoters)

Sense of
Belonging

Dynamic
Produc�vity

“I LOVE
“I love to do what

I love here” 
"I do be�er and

be�er at what I love"

WHAT DO”
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Health

SocialFamily
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Awakening and Development of Consciousness: Source of Sustainable Value Crea�on
Issues I Problems I Principle of Reality 
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The awakening and development of the conscience of people and in par�cular of the leaders is the
source of value crea�on of the opera�on/company and of the solidity of the Labor Fence, which will
have a snowball effect on the other fences already studied: Social, Opera�onal, Legal and Poli�cal, as
well as on the Communica�onal Ring that holds them together.

Every person has a life project comprising four spheres: Health, Voca�on-Work, Family Life and Social
Life, which should be as harmonious as possible to maximize integral produc�vity at the individual and
group levels.

The strategy of any lucid extrac�ve company should be to ensure that most of the people who work in
the opera�on love what they do, that is, live their voca�on, which is why incorpora�ng people into the 
opera�on for reasons unrelated to their voca�on, just to give them a job, is a grave mistake that will
gradually deteriorate the CTO and consequently the strength of the Labor Fence.

Voca�on means "I love what I do.” Sense of Belonging means "I Love Doing It Here.” Dynamic Produc�vity
means "I do it be�er every �me.”

To ensure sustainable Dynamic Produc�vity, a func�onal Life Project is required that maintains the 
maximum balance and harmony of the spheres of a person's life: Health, Voca�on-Work, Family Life,
and Social Life, crea�ng a great context of sa�sfac�on for the management of the Sense of Belonging.

The final result of the awakening and development of consciousness, voca�on management, sense of 
belonging, and dynamic produc�vity, bring as a result of the evolu�on of unconscious sabotage towards 
conscious commitment, allowing the development of a great CTO that will strengthen the Labor Fence
of the opera�on/company.

1.

2.

3.

4.

5.

6.
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First, we must understand code as a set of signs that allow us to understand something. All knowledge is
codified. To access the knowledge of something is to access its code. 

In this regard, we enthusias�cally share the following CTO management knowledge codes, which we have
structured into six families: 

Universal
Management

Union
Management

      Voca�on
Management

   Communica�on
Management

Belonging
Management

A�tudes
Management

CTO
Codes
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Universal Management Codes

The CTO must always seek the awakening and development of human consciousness, as it is the only
las�ng source of value crea�on. Where there is no consciousness, there will be compe��on and not 
collabora�on. Compe��on for power, fame, and money will destroy the CTO of the organiza�on. The
pursuit of personal good rather than the greater good will prevail.

The awakening and development of human consciousness is the founda�on of improved quality of life
and sustainable economic produc�vity. The quality of life is not improved because people receive more 
economic income due to profits and/or collec�ve bargaining agreements. In many cases, it worsens the 
quality of life. If a person cannot handle an ice cream with one snowball, is it wise to give them one with
two snowballs?

Consciousness is cooked over low heat. The awakening and development of consciousness is a process
that takes at least two to three years to transform an organiza�on, a transforma�on that must take place 
"top-down" and not the other way around. Any transforma�on process that does not start with top
management will fail.

The Culture to Operate (CTO) and the Social License to Operate (LTO) are in�mately related as two 
communica�ng vessels. As inside is outside, so outside is inside. There are no surprises. Thus, for
example, if the management of the LSO has been based on rela�onal linkages with great emphasis
on poli�cal leaders and li�le emphasis on direct linkage with the social base, it is most likely that the 
management of the CTO is an "innocent mirror,” i.e. it has been based on rela�onal linkages with great
emphasis on union leaders and li�le emphasis on direct linkage with the worker base.

The strength of the Labor Fence is the mathema�cal consequence of the number of apostles, pilates,
and judases that an opera�on/company has. In many cases, the real problem is not outside but inside
the organiza�on. Sta�s�cally speaking, based on more than 20 years of experience in more than 10 
countries, we can state that on average a company has between 10%-20% Apostles, 60%-70% Pilates,
and 10%-20%Judas in its ranks, which creates an excellent opportunity for the industry.

One of the biggest dysfunc�ons of the Labor Fence and consequently of the CTO occurs when the
opera�on is at the service of the corpora�on, instead of the corpora�on being at the service of the
opera�on, in many cases unfortunately due to the appe�te for power.

1.

2.

3.

4.

5.

6.

Experience shows that the corpora�on that makes this mistake will seriously endanger the opera�on,
which instead of strengthening its Labor Fence, Social Fence, Opera�onal Fence, Legal Fence, Poli�cal
Fence, and Communica�onal Ring will have to use its Energy to be able to func�on within the prevailing
dysfunc�onality. 
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Voca�on Management Codes

Voca�on is not invented. Voca�on is discovered, assimilated, and implemented. Every person has a 
voca�onal horizon to discover. In this sense, le�ng go of a person who is not living his or her voca�on
is a generous act because, deep down, by living in an occupa�on for fear of losing his or her economic 
income, we are contribu�ng to the person living in a culture of effort (suffering). Voca�on means "I love
what I do.”

Human desire and crea�vity can only dwell in those who love what they do, that is, in those living their 
voca�on. They are the only ones who can transform effort into enthusiasm because they are the only 
people experiencing their innate talents in the right place. In that sense, when there is li�le capacity to
innovate in an organiza�on, it is probably because few people are living their voca�on.

A conscious CTO places the person at the center of its management, the conscience at the center of
the person, and the voca�on at the center of the conscience since awakening and developing the 
conscience implies that the person can live his/her voca�on in daily life so that he/she can experience 
Fullness of BEING and Personal Realiza�on and consequently sa�sfac�on and pleasure when performing
within the organiza�on.

Any extrac�ve opera�on/company that yearns to have a great Labor Fence must ensure Voca�on and
avoid Occupa�on, otherwise it will be crea�ng the right condi�ons for permanent and recurrent 
dissa�sfac�on of people. A person in occupa�on will live in a culture of pain and effort and will never
feel full or fulfilled. Nothing of what he receives will be enough, because we are trying to fill from
outside an "internal emp�ness" that can only be filled when the person lives in voca�on.

Voca�on management involves two steps: First, the management of selec�ng the ideal person
(need-talent) for a given posi�on within the organiza�on, and second, the management of selec�ng
the person in a meritocra�c way (the best talent). When merit is absent in the selec�on processes,
the consequences devastate the Labor Fence and the CTO.

Paying "favors" with supported employment opportuni�es should be avoided as much as possible. In
the long term, we are destroying the strength of the Labor Fence, since we are destroying the exemplary 
culture of merit and adding more people with a "black hole" a�tude, where nothing they receive will be
enough.
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Belonging Management Codes 

Every human needs a Sense of Belonging because without it he/she loses the Ontological Confidence 
essen�al to transcend life's challenges. The opera�on/company must understand that symbolically it
acts as the new "womb" for the person, and consequently working is a source of pleasure. The sense
of belonging means: "I love doing what I love here.”

The sense of belonging is managed by delivering three essen�al salaries every person must receive,
three "nutrients that the womb" must provide func�onally. The three wages are Economic Wage,
Emo�onal Wage, and Spiritual Wage. The existence of a voca�on sustains the func�onality of these
three salaries. If there is no voca�on as a precondi�on, even if there is extraordinary management of
the sense of belonging, there will be no fullness or personal fulfillment.

The Economic Wage is related to the human rep�lian brain that manages the primary ins�ncts of
survival. If the most basic economic condi�ons do not exist, survival is not assured, and the person 
automa�cally ac�vates the rep�lian part of his brain. There are levels of consciousness so low that they
live permanently in the rep�lian realm, unable to improve the quality of their life because they inhabit
the realm of survival. The flywheel of the economic wage comprises fixed remunera�on, variable
incen�ves (bonuses and profits), and benefits (health, discounts, travel, etc.).

The Emo�onal Salary is related to the human mammalian brain that manages the bonds of affec�ve 
rela�onships. It is here, where our emo�ons live and human suffering is stored. Therefore, the emo�onal 
wage will be reduced without healthy bonds at home and at work. In an industry such as the extrac�ve 
industry where there is a large amount of family dysfunc�onality, the quality of the rela�onship bonds 
becomes even more transcendental, especially with those people who symbolize the archetype
mom-dad, which is why the boss-subordinate rela�onship will be transcendental for the func�onality of
the emo�onal salary. The flywheel of the emo�onal wage is cons�tuted by: affec�on/treatment, support,
and recogni�on.

The Spiritual Salary is related to the human neocortex brain that manages thought and the deep
meaning of life. Here, the capacity of synthesis and analysis for conscious decision-making is managed. 
Therefore, more money for profits or collec�ve nego�a�ons, which sa�sfy the rep�lian brain in the short 
term, does not necessarily generate long-term welfare for people, because people not only lack good 
rela�onal links but also lack the essen�al codes for the conscious management of the money received, 
proper of the neocortex brain. In many cases, the high income received from the extrac�ve ac�vity has not 
improved the quality of life, but quite the opposite: divorces, alimony lawsuits, indebtedness, family 
conflicts, etc. The flywheel of the Spiritual Wage is cons�tuted by: a Sense of Connec�on/Communica�on 
/Collabora�on, a Sense of Growth, and a Sense of Contribu�on to a Transcendent Higher Purpose.

The Assessment and Diagnosis of the Sense of Belonging is essen�al within an opera�on/company if we 
wish to strengthen the Labor Fence and the CTO. If we do not know what nutrients we lack, we will have
to se�le for people’s rep�lian management, which we already know covers only the most basic survival
ins�nct.
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A�tude Management Codes 

An a�tude is a "crystallized emo�on" that dwells in people's memory and can be evoked through 
internal/external s�muli. Consequently, we can iden�fy two types of a�tudes: func�onal which manifest 
themselves in daily life through posi�ve emo�ons, and dysfunc�onal which manifest themselves in daily
life through nega�ve emo�ons. The strength of the Labor Fence can be observed in the emo�ons people 
evoke when their direct boss, manager, director, or company is men�oned to them. Remember, a gesture
(emo�on) speaks louder than 1,000 words.

The transforma�on of a�tude precedes the transforma�on of ap�tude. A�tude transforma�on
precedes the transforma�on of the al�tude a company can and wants to reach. A�tude transforma�on 
management is something that some companies need to remember or pay a�en�on to because their 
emphasis has been on the Economic Wage (Survival Ins�nct), neglec�ng the Emo�onal Wage
(Rela�onship Bonds) and the Spiritual Wage (Sense of Purpose).

The triangle of a�tudes is made up of the System of Thoughts (ra�onal convic�ons), the System of
Beliefs (intui�ve certain�es), and the System of Values (affec�ve preferences) of individuals. Consequently, 
transforming an a�tude implies transforming the System of Thoughts, Beliefs, and Values, a skill that
conscious leaders must develop.

Any crisis that affects the stability of the Labor and/or Social Fence requires understanding the 
differen�a�on between Issue, Problem and Reality Principle. A Problem by defini�on has a solu�on.
A Problema�c is a dysfunc�onal a�tude toward the issue. A Reality Principle is a fact, not an issue. 
Consequently, a Problem demands a Prac�cal Solu�on. A Problem demands a Change of A�tude.
A Reality Principle demands Genuine Acceptance. On many occasions, the problems that affect the
Labor and/or Social Fence that end up decan�ng in the Opera�onal Fence are not solved because what has 
not been solved is the underlying Problem, that is to say, the "dysfunc�onal human a�tudes.”
conscious leaders must develop.

The strength of the Labor Fence and the Culture to Operate lies in its ability to transform a�tudes, a no�on 
that not only encompasses the lower echelons of the organiza�onal structure but also, more
importantly, the upper echelons of power, since it is in the "Olympus" where a dysfunc�onal a�tude of 
someone with power can have the capacity to destroy much value for the organiza�on's Stakeholders.

The strength of the Labor Fence is determined by the quality and func�onality of the a�tudes of the people 
that make up the opera�on/company. We cannot expect a func�onal posi�ve a�tude from the 
communi�es of influence, if there is no func�onal posi�ve a�tude inside the organiza�on, because the 
communi�es’ a�tude towards the opera�on/company is the "innocent mirror" of the internal a�tudes 
inside the organiza�on. Remember, that the glass is cleaned first inside and then outside; more than evident 
reason to sustain that the Labor Fence is the most important fence of all because it embodies
the Culture to Operate, a culture that transcends to all the other Strategic Fences proper of the proposed
Model: Social, Opera�onal, Legal, Poli�cal, including also the Communica�onal Ring.
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Communica�on Management Codes 

Some extrac�ve companies have underes�mated the poten�al and usefulness of communica�on.
It is believed that communica�ng is talking. Communica�on demands the existence of a dynamic
process where a sender becomes a receiver, and vice versa, to transmit a message, but always within
a communica�on context. In this sense, weak and/or dysfunc�onal internal communica�on weakens
the strength of the labor fence.

Effec�ve interpersonal communica�on demands the prior existence of human "connec�on.” You cannot 
"download informa�on if you are not first connected to the wi-fi.” Human connec�on demands the 
development of emo�onal intelligence, which is why the extrac�ve industry, characterized by ra�onal 
intelligence to think-decide and by motor intelligence to act-correct, has the opportunity to create the right 
condi�ons for the development of a be�er emo�onal intelligence that allows it to connect with
people inside and with the communi�es outside the organiza�on.

Employees and/or communi�es have not sufficiently valued the countless ini�a�ves of the extrac�ve 
industry due to the lack of a communica�on strategy to accompany the ini�a�ves. Remember that
there is a big difference between "real and perceived.” The difference lies in the quality of
communica�on. A small ini�a�ve with an excellent communica�on strategy can increase the perceived 
value by 10X. In contrast, a giant ini�a�ve accompanied by a bad communica�on strategy can reduce
the perceived value by 0.1X.

The choice of Messages, Messengers, and Methodology is transcendental to maximize the 
communica�onal impact. Messages must be simple but powerful. The Messengers must be credible
and the Methodology must be under the context of the reality experienced in each opera�on. A
recurrent mistake is to try to "copy-paste" at the communica�on level. Be careful!

Communica�on is the "water" that links all the Strategic Fences, par�cularly the Labor Fence (Internal 
Communica�on). Consequently, communica�on is simultaneously strategic, tac�cal, and opera�onal. 
When a company falls into the tempta�on of believing that communica�on is only opera�onal, it invests 
few resources in it, and the natural consequence is the weakening of the Labor Fence and consequently
of the Culture to Operate.

Some extrac�ve companies make the serious mistake of disar�cula�ng internal and external 
communica�on. Communica�on is a single "skeleton" but has different "muscles" according to the 
receiver's profile. When we separate internal communica�on from external communica�on, we
create the condi�ons for the weakening of the Labor Fence and the Social Fence and consequently
of the Opera�onal Fence.
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Union Management Codes 

There is an excellent opportunity for unions to become true agents of change in developing people's
consciousness and consequently improving their members' quality of life.

The most visionary unions seek to understand the root cause of the problems and issues that affect
the life project of people in their daily lives: low level of awareness, deteriora�on of physical health
due to deteriora�on of mental health and emo�onal health, family conflicts, lack of knowledge to
create, treasure and mul�ply economic wealth, etc. and thus be able to propose genuine solu�ons
that impact the improvement of the sustainable quality of life of people.

Unfortunately, we also find some union leaders, as well as func�onal leaders, with a low level of 
consciousness that only crave power, fame, and money, due to "unhealed emo�onal wounds" that
lead them to sustain dysfunc�onal a�tudes that do not allow them to evolve towards a transcendent
leadership genuinely oriented towards service.

When union leaders and func�onal leaders of an opera�on/company possess high conscien�ousness,
there is no reason for conflict. On the contrary, rela�onal bonds, characterized by gra�tude and mutual 
generosity, create the ideal condi�ons for co-crea�ng even more value for individuals and society.

When union leaders have a low level of conscience (without essen�al virtues such as honesty, humility, 
honor, humanity, etc.), labor legi�macy, credibility, and trust are lost in any nego�a�on or decision-making 
process. An "innocent mirror" of what o�en happens in the poli�cal arena, where we increasingly find 
people who hold temporary power but lack social legi�macy due to their low level of conscience.

The most conscien�ous union leaders work as a team with their company's opera�ons leaders to 
strengthen the compe��ve/compara�ve advantage of their opera�on, because they recognize that
the opera�on has a finite lifespan and that the extrac�ve industry business model follows a natural
cycle of "lean and fat �mes. “ Consequently, if they do not work as a single team to strengthen the
Labor Fence, the Social Fence, and the Opera�onal Fence, they not only put at risk the viability of the 
opera�ons but also, the possibility of launching other projects and with it the opportunity to create
more and be�er jobs for thousands more people.
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SUPERA World is a bou�que consul�ng firm focused 

on the development and strengthening of the 

Culture to Operate (CTO) and Social License to Operate (LTO)
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us and helped us to fulfill our purpose: Helping to Improve the Quality of Life from the

Development of Consciousness, and especially those who inspired us to materialize

this prac�cal guide for the extrac�ve industry.
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