LOVE OPERATIONALIZED
Leadership Methodology

With our leadership methods having been defined at some length on the MDMA webpage, and
the processes and tools to complete the methodology here, Love Operationalized moves the
concept of love—mankind’s most powerful motivator—out of the realm of sentimentality and
into the realm of systems engineering.

Below you’ll find a brief on the psychological and neurological scaffolding that make the
methods work, and the processes and tools for their implementation.

1. Inspire to Purpose
The Engineering Logic: Aligning external output with internal motivation.

e The Psychology: This leverages Self-Determination Theory (SDT). Humans have an
innate need for autonomy and competence. When a task is framed as a vehicle for the
worker's personal purpose, the motivation shifts from extrinsic (doing it for a paycheck)
to intrinsic (doing it for self-actualization).

e The Why: You are reducing friction. When a worker’s goals and the company’s goals
are misaligned, energy is wasted on cognitive dissonance. Alignment creates a
superposition where every ounce of effort serves two masters simultaneously.

2. Strengths not Weaknesses

The Engineering Logic: Maximizing return on investment (ROI) of energy.

o The Psychology: Based on Positive Psychology (Clifton Strengths). Neuroplasticity tells
us that we have more room for growth in areas where we already have dense neural
pathways.

o The Why: Fixing a weakness only brings a worker to average, which is a low-ceiling
investment. Doubling down on a strength creates exponential returns. From a leadership
perspective, you are optimizing the load bearing parts of your human architecture.



3. Measurement not Judgment

The Engineering Logic: Removing noise from the feedback loop.

o The Psychology: This addresses psychological safety. When a worker feels judged, the
amygdala triggers a fight-or-flight response, which shuts down the prefrontal cortex (the
part of the brain responsible for logic and creativity).

e The Why: Measurement provides objective data. By removing the ego of the manager,
you turn the relationship from an adversarial one (Judge vs. Defendant) into a
collaborative one (Two Engineers looking at a dashboard).

4. Skill not Will

The Engineering Logic: Root Cause Analysis (RCA).

e The Psychology: This combats the Fundamental Attribution Error—our tendency to
blame someone’s character ("they are lazy") rather than their circumstances or tools
("they lack the training").

e The Why: If you assume a lack of "will," the only solution is punishment or replacement
(high cost). If you assume a lack of "skill," the solution is calibration (coaching). It keeps
the manager in a problem-solving state rather than one of resentment.

5. Collaboration not Direction

The Engineering Logic: Increasing system buy-in and ownership.

e The Psychology: This utilizes the IKEA Effect—the cognitive bias where people place a
disproportionately high value on products they helped create.

e The Why: In any complex system, the worker has the most data about his or her
immediate environment. By seeking input, you aren't just being nice; you are harvesting
local data to improve the global system while simultaneously creating "skin in the game."



Implementation Roadmap

Phase Action Outcome
1: Onboarding Purpose Mapping & Strength Established Baseline
Audit Alignment

2: Architecture Setting Objective Scorecards Removal of Management
Subjectivity

3: Maintenance Weekly "Skill-Gap" Check-ins | Continuous System
Optimization

4: Iteration Monthly Collaborative Design High-Level Skin in the Game

Phase 1: Alignment (Methods 1 & 2)
Goal: Calibrating the individual vector to the organizational trajectory.

o 1. Inspire to Purpose

o Process: The Purpose Mapping Interview.

o Tool: The Venn Alignment Matrix. A visual mapping tool where the worker’s
Life Mission is overlaid with the Company Mission. The overlap defines the
Inspiration Zone.

o Engineering Logic: Minimizing Internal Drag. When a worker sees a task as a
step toward their own goal, resistance vanishes.

e 2. Strengths not Weaknesses

o Process: The Talent Audit.

o Tool: The High-Yield Skill Map. A heat map of the team's strengths. Instead of
Performance Reviews, use Contribution Reviews that focus on where the worker
1s most conductive to results.

o Engineering Logic: Load-Balancing. Assigning a task to a weakness is like
running current through a high-resistance wire; it generates heat (stress) but low
light (output).

Phase 2: Calibration (Methods 3 & 4)

Goal: Creating a Zero-G feedback environment.

e 3. Measurement not Judgment
o Process: The Dashboard Integration.
o Tool: The Self-Service Scorecard. A real-time data portal accessible to the
worker. Success is defined by metrics, not the manager’s opinion.
o Engineering Logic: Signal-to-Noise Ratio. Judgment is noise that creates
defensive static. Pure data is a signal that allows for immediate self-correction.



o 4. Skill not Will
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Process: The Root Cause Protocol.

Tool: The 5 Whys Coaching Script. When a target is missed, the manager uses a
diagnostic script to identify the missing resource, knowledge, or habit, rather than
questioning the worker's attitude.

Engineering Logic: Error Code Debugging. You don't get angry at a laptop for
crashing; you find the bug in the code. This preserves the hardware (the human)
while fixing the software (the skill).

Phase 3: Engagement (Method 5)

Goal: Establishing Systemic Ownership.

¢ 5. Collaboration not Direction
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Process: The Co-Design Session.

Tool: The Implementation Agreement. A document signed by both parties
where the worker proposes Zow they will achieve the measured goal.
Engineering Logic: Distributed Computing. By involving the nodes (workers) in
the decision-making process, the central processor (manager) reduces its cognitive
load while increasing the overall resilience of the system.
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