Collection: Irreplaceable in the AI Era™
"Because leadership begins with you"

This is not just another ebook.

It’s a practical guide for leaders who—amid the relentless
advance of technology and artificial intelligence—seek to
ensure that their leadership, decisions, and results remain
relevant and sustainable.

It was conceived and written from a place of deep
conviction—combining strategic clarity with the genuine love for positive impact, the
personal power that comes from lived experience, and the essence of leading with integrity.
Every concept, framework, and tool included here has been chosen with a single purpose:
to deliver real value that can tangibly transform the way you lead and generate results.

Experience shows that most failed transformations don’t fall short because of technical
limitations, but because of invisible factors that silently erode performance: internal
resistance, cultural misalignment, loss of strategic focus, or lack of team commitment.
These rarely appear in the metrics—yet they determine the success or failure of any
initiative.
In this guide, you’ll find actionable tools and frameworks to help you:

e Identify and anticipate risks that can slow or derail your strategy.

e Protect and strengthen your leadership capacity in high-disruption environments.

e Use technology—including Al—as a multiplier of results, not as a replacement.

e Stay competitive without compromising your team’s cohesion or your
organization’s future.

This resource is available in PDF format for quick reference. If you prefer the editable
version, you’ll find a link to the download center at the end, where you can get it in Word
format and adapt it to your needs. A new ebook will be added to the collection every
week—until all 25 are complete. Simply visit the download center to see what’s new each
week.

If these words have reached you, it’s likely not by chance. You are in the right position, at
the right time, and in the right circumstances for this information to make a real difference.
And as you put it into practice, you may discover it could also spark transformation in
others.

Because in today’s era, real value lies not just in the technology you use—but in your
ability to lead with vision, precision, and purpose.
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Central Theme

Measuring Human Impact in the Organization

Focus
Five capabilities every leadership team needs to make people outcomes visible,
comparable, and governable:

1. Engagement & climate surveys that truly measure what matters.

2. Interviews and focus groups that generate actionable truths.

3. Retention and turnover analytics that reveal root causes.

4. Wellbeing and work-life balance assessment you can trust.

5. Clear connections between human metrics and business outcomes.
Getting Started

Why measurement of human impact matters

e Aligns leaders on definitions and thresholds (what good looks like).
e Detects early signals of risk—burnout, attrition intent, ethical drift.
e Turns people insights into cash-relevant proxies for decisions.

e C(reates a learning loop where evidence upgrades strategy every quarter.

Five objectives of this guide

Build a Human Impact System with common standards and rituals.
Design surveys and qualitative sessions that reduce bias.

Operate a retention analytics pipeline that informs action.

Embed wellbeing in operating rhythms, not as an afterthought.

Tie people metrics to CX, Ops, and Financial outcomes.

M

How to use this guide

Read linearly to install the full system, or jump to the subtopics you need now. Run each
exercise as a workshop-in-a-box. Store outputs in your shared StrategyOS (e.g.,
Notion/Confluence/SharePoint).
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Module — Measuring Human Impact

1) Engagement & Climate Surveys

Definition

A rigorous, ethical, and repeatable method to measure how people feel, think, and behave
at work, and how conditions enable (or block) performance and learning.

Practical Framework — ENGAGE-6

1. Purpose & Theory of Change: What decisions will this survey inform? What
mechanisms translate better climate — better results?

2. Instrument Design: Use short, validated scales; mix core items (stability) and
rotating items (focus). Include open-ended prompts.

3. Sampling & Cadence: Quarterly pulse (8—12 items) + annual deep dive. Ensure
coverage of frontline and remote teams.

4. Bias Controls: Anonymity, minimum n for cuts, language accessibility, and
re-identification safeguards.

5. Analysis: Segment by role, tenure, manager, site; compute drivers
(correlation/importance) and equity gaps.

6. Action Loops: Translate insights into team-level actions; track closure rates and
impact.

Applied Example (hypothetical)

A regional bank runs a quarterly pulse (11 items). The latest results show “clarity of
priorities” and “psychological safety” as top drivers of engagement. Sites with low safety
present 2.1x higher incident reports and 1.6% higher intent-to-leave. Action plans focus on
manager huddles and post-mortems without blame. Six weeks later, intent-to-leave
drops 1.2 pts in targeted sites.

Team Exercise — Design the Pulse (90 minutes)

e Objective: Deliver a lean, decision-ready pulse survey.
e Roles: HR Analytics (facilitator), Business Leaders, Frontline reps, Legal/Ethics,

Communications.
e Inputs: Prior surveys, attrition data, incident logs, strategic priorities.
e Steps:

1. Confirm decisions the survey will inform.
2. Select core + rotating items (include 2—-3 open texts).
3. Define sampling, cadence, anonymity rules.
4. Pre-test with 20 employees; refine.
Deliverables: Pulse v1 (11 items), sampling plan, actioning protocol, comms pack.
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Template — Pulse Survey Register

Scale
Item (1-5) Owner note
“I know what the top priorities are for my team this Example driver
quarter.” item

Checklist
o« | Survey has purpose and decision link.
e | Items cover drivers (clarity, growth, safety, fairness, workload).
o« | Sampling includes frontline/remote; anonymity > n=7.
o« I Analysis includes driver modeling and equity gaps.
o« I Action plans and closure tracking defined.
Suggested KPIs

Response rate; engagement index; driver movement; action plan closure rate; equity gap
delta; correlation with retention and incidents.
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2) Interviews & Focus Groups

Definition

Structured conversations that surface lived experience—the stories behind the
scores—conducted with rigor, neutrality, and psychological safety.

Practical Framework — LISTEN-5

1. Question Map: Start from survey drivers; craft probes that explore why.
Participant Selection: Purposeful sampling: high/low scorers, roles, shifts, new
hires, leavers.

3. Facilitation: Neutral moderators, ground rules, short sessions (45-60), respect for
time and privacy.

4. Synthesis: Code transcripts by theme and journey moments (hiring — onboarding
— daily work — growth — exit).

5. Actionability: Convert themes into hypotheses and experiments with owners.

Applied Example (hypothetical)

Focus groups in logistics hubs reveal that shift handovers cause confusion and errors.
Stories show lack of a single source of truth and no structured debrief. A simple 3-minute
huddle + digital checklist reduces handover incidents by 38% in four weeks.

Team Exercise — Listening Lab (120 minutes)

e Objective: Run three focus groups and five interviews in one week.
e Roles: Moderator (HRBP), Note-taker (People Ops), Business Owner, Ethics
Observer, Translator (if needed).
e Inputs: Survey results, topic guide, consent forms.
e Steps:
1. Align on objectives and ground rules.
2. Run sessions (recording with consent).
3. Code themes; validate with participants (member check).
4. Draft 3 experiments with owners.
Deliverables: Thematic map, experiment backlog, comms note.

Template — Interview & Focus Group Plan

Session  Audience Objective Moderator Key prompts Deliverable
“What causes

FG-Hando Warehouse hi?ﬁtg aillllnshi f HRBP rework?” “What Huddle +
ver shift leads Ean dover would fix it checklist pilot
tomorrow?”’
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Checklist

o« | Clear objectives and ethics/consent confirmed.

o« | Diverse participant mix; purposeful sampling.

o« | Moderator neutrality; timeboxed sessions.

o | Synthesis with journey lens; member checks.

o« I Output is experiments, not just insights.
Suggested KPIs

sessions completed; time-to-insights; % themes validated; # experiments launched;
experiment success rate.
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3) Measuring Retention & Turnover

Definition

A quantitative discipline to understand who leaves, when, and why—and what actions
sustainably improve retention, internal mobility, and hiring quality.

Practical Framework — RETain-7

1. Cohorts: Track retention by start quarter, role, site, manager.

2. Event Types: Voluntary vs. involuntary; regrettable vs. non-regrettable; internal
moves.

3. Hazard Modeling: Time-to-event analysis (survival curves) by drivers (pay,

manager changes, schedule, shift type, distance).

Signals: Intent-to-leave, absenteeism, performance changes, training completion.

Root Causes: Link to survey drivers and qualitative themes.

Interventions: Manager coaching, pay bands, scheduling, career pathways.

Validation: Pre/post comparison with control sites; watch boomerang rates.

Now ks

Applied Example (hypothetical)

A customer service network sees 90-day attrition at 28%. Hazard modeling shows schedule
rigidity and manager changes are top predictors. After implementing shift-swapping and
manager stability plans, 90-day retention improves to 81% (from 72%) and quality scores
increase 6%.

Team Exercise — Attrition Deep Dive (100 minutes)

Objective: Produce a retention dashboard and top-3 interventions.
Roles: People Analytics (facilitator), Operations, Finance, HRBP, Site Managers.
Inputs: HRIS extracts, schedules, pay bands, training logs.
Steps:
1. Build cohort tables and survival curves.
2. Identify predictors; size their effects.
3. Select interventions; design test/control.
4. Define metrics and owners.
e Deliverables: Retention dashboard, intervention charter, review rhythm.

Template — Retention Cohort Table

Cohort (start Q) 30-day 90-day 180-day Predictor note
Q1 new hires—CS 92% 81% 74%  Flex scheduling 1
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Checklist

o« I Cohorts by start date, role, manager, site.

o« | Clear regrettable definition.

o« | Survival analysis or equivalent.

o | Interventions tested with control.

e | Dashboard with owner, review rhythm.
Suggested KPIs

90-day retention; regrettable attrition; internal mobility rate; boomerang rate;
cost-to-replace; time-to-productivity.
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4) Evaluating Wellbeing & Work-Life Balance

Definition

A comprehensive view of physical, mental, social, and financial wellbeing—embedded in
operations—so teams can perform sustainably.

Practical Framework — WELL-OPS

1. Domains: Energy (sleep, activity), Focus (interruptions, deep work), Load (hours,
intensity), Support (manager, peers), Security (financial, job), Belonging.

2. Signals: Absenteeism, overtime, schedule volatility, PTO usage, sentiment in open
text (ethically processed), EAP usage (aggregate).

3. Guardrails: Healthy scheduling, maximum on-call hours, recovery windows,
psychological safety norms.

4. Interventions: Workload shaping, meeting hygiene, micro-breaks, coverage pools,
financial education, peer support.

5. Confidentiality: Aggregation thresholds; consent; vendor oversight.

Applied Example (hypothetical)

An engineering group reports long context-switching and low deep-work time. After
adopting meeting-free blocks and request queues for ad-hoc asks, flow time increases
23%, incident count drops 15%, and wellbeing scores rise 0.4.

Team Exercise — Wellbeing Sprint (90 minutes)

Objective: Identify two domain gaps and implement quick wins.
Roles: Ops Leader (facilitator), HR, Team Leads, EHS/Wellbeing, Finance.
Inputs: Overtime logs, PTO, calendar analytics (aggregated), pulse items.
Steps:

1. Review signals; identify domain gaps.

2. Prioritize interventions (Impact x Effort).

3. Pilot for four weeks; set metrics.

4. Review; scale or stop.
Deliverables: Wellbeing action plan, guardrail policy, review cadence.

Template — Wellbeing Scorecard

Domain Signal Baseline Target Owner Action
Focus Deep-work hours / week 6.2 9.0 Eng. Lead Meeting-free blocks
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Checklist

o« | Domains defined with signals and guardrails.
o« | Interventions include work design, not only perks.
o« Confidentiality preserved; thresholds applied.
o« I Review cadence set; actions time-boxed.
o« I Wellbeing tied to quality & incidents.
Suggested KPIs

Overtime hours; deep-work hours; PTO balance; burnout risk index; incident rates; EAP
utilization (aggregate).
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5) Relating Human Metrics to Business Outcomes

Definition

A disciplined approach to connect people measures (engagement, retention, wellbeing) to
operational, customer, and financial outcomes—so leaders can prioritize with
confidence.

Practical Framework — H2B (Human-to-Business) Linkage

1. Outcome Map: Select the business outcomes that matter (quality, throughput, NPS,
sales, churn, revenue per hour).

2. Link Candidates: Choose the human metrics most plausibly connected
(engagement drivers, retention, wellbeing, training).

3. Modeling: Use panel data or hierarchical regression; adjust for confounders
(seasonality, mix, tenure).

4. FElasticities & Proxies: Convert human deltas into outcome deltas (e.g., +1 pt safety
— —0.3 incidents/10k hours).

5. Instrument & Govern: Dashboards with owner per link, sensitivity charts, and
action playbooks.

Applied Example (hypothetical)

Across 40 clinics, psychological safety and role clarity explain 41% of the variance in
first-visit resolution after controlling for mix and volume. A one-point increase in safety
associates with —0.28 complaints/1,000 visits. Leaders fund safety coaching for supervisors
and eliminate punitive error policies.

Team Exercise — H2B Council (120 minutes)

e Objective: Approve the first set of human — outcome links and embed them in
the business review.
e Roles: CEO (chair), CFO, COO, CMO, CHRO, Data/Insights, BU leaders.
e Inputs: Survey drivers, retention dashboard, wellbeing scorecards, business
outcomes.
e Steps:
1. Prioritize three outcome metrics and the top predictor candidates.
2. Build linkage models; review confounders and face validity.
3. Approve elasticities and dashboards; assign owners.
4. Tie decisions (funding, goals) to evidence thresholds.
e Deliverables: Linkage book, dashboard views, decision rules.
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Template — Human — Business Link Register

Human metric Outcome Elasticity Owner Decision Rule
Psychological safety =~ Complaints / 1k~ —0.28 per +1 Fund sites where safety
.. COO

(1-5) visits pt <32

Checklist
o« Outcome map with owner per metric.
o« | Models adjusted for confounders; elasticities documented.
e ' Dashboards integrate human & business metrics.
o« Decision rules tied to thresholds (fund/scale/stop).
o« Review quarterly; update elasticities.
Suggested KPIs

of approved links; % decisions referencing links; improvement in outcomes for sites with
action plans; ROI of people interventions.
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Global Templates & Tools (copy-ready)
Each table includes one sample row plus one blank row for immediate use.
A) Prioritization Rubric (Impact x Effort)

Impact Effort Next

Initiative (1-5) (1-5) Priority Owner milestone Date
Safety coaching for 5 2 High 9P pilotin 3 sites 15/04
SuUpervisors HR
B) RACI Matrix (Human Impact System)

Activity R A C I Deliverable Date
Approve pulse HR . CHRO Legal, BU All Pulse 30/03
survey vl Analytics Leaders managers instrument
C) KPI Board (Master People—Business)

KPI Definition Target Baseline Frequency Owner Source
90-day retention % staying > 90 days > 84% 76% Monthly HR + Ops HRIS
D) Human—Cultural Risk Map

. Probability Impact PN

Risk (H/M/L) (H/M/L) Mitigation Owner Status
Burnout in peak High High Capamty pool + PTO Ops+ In
season guardrails HR progress
E) 30-60-90 Plan (Human Impact Office)

Horizon Goal Actions Owner Indicators Deliverable
. . ) o
30 days Pulsoe hye in Approve 1n§tmment, CHRO + >75% Pulse v1
100% sites comms; training Comms response
60 davs Retention Cohorts; hazards; HR Analytics Top-3 Dashboard

Y® dashboard live experiments + Ops predictors vl
90 days H2Blinks — Model & adopt CEO Council 3 links live nkage

approved decision rules book
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Recommended digital tools

Miro (workshops), Notion/Confluence/SharePoint (StrategyOS), Trello/Jira/Asana (backlog
& gates), Power Bl/Looker/Tableau (dashboards), survey platforms with anonymity
controls, transcription & coding tools with privacy safeguards, HRIS/ATS integrations,
experimentation platforms.

JavierSimpleMan™
Collection: Irreplaceable in the Al Era™ — "Because leadership begins with you"



Summary & Next Steps

What you now have

LISTEN-S to convert stories into experiments.
RETain-7 to analyze and improve retention.
WELL-OPS to embed wellbeing into operations.
H2B to link people metrics to outcomes that matter.

Next-Steps Checklist (obligatory table)

Next step Owner Due date Status

Approve pulse instrument and

. CHRO DD/MM Open
anonymity rules

RBP

Launch Listening Lab in 3 sites Network DD/MM Open
Publish retention dashboard HR . DD/MM Open
Analytics

Implement wellbeing guardrails Ops + HR ~ DD/MM Open

Approve first H2B links CEO Council DD/MM Open

ENGAGE-6 to design and run decision-ready surveys.

Notes

n>7 per segment
3 FGs + 5 interviews/site

Cohorts & hazards

Meeting hygiene +
scheduling

Safety — complaints;
clarity — FVR
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Self-Assessment (15 questions)
Rate 1-5 (1 = Strongly Disagree, 5 = Strongly Agree).

We have a standard pulse with clear decision links.

Survey items include drivers (clarity, safety, growth, fairness, workload).
Sampling ensures anonymity and inclusion for all groups.

We run interviews/focus groups with ethics and neutrality.
Qualitative insights become experiments, not just reports.
Retention is tracked by cohorts and hazards with predictors.
Interventions are tested with control groups when possible.
Wellbeing has guardrails built into operations.

. We track deep-work time, overtime, PTO, and workload signals.
10. Human metrics are modeled against business outcomes.

11. H2B elasticities are approved and published.

12. Dashboards integrate people + business metrics with owners.

13. Decisions (fund/scale/stop) reference people evidence.

14. We maintain a Decision Log and review quarterly.

15. Improvements are sustained (not one-off), with learning captured.

DO NG AW~

Scoring (sum 15-75)

e 15-34 (Low): Start with pulse + Listening Lab; stand up retention cohorts.

e 35-54 (Medium): Add wellbeing guardrails; publish retention dashboard; launch
H2B modeling.

e 55-75 (High): Institutionalize quarterly H2B council; automate pipelines; refine
guardrails.
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Glossary (15 terms)

A ARl
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Engagement Index — Composite score of motivation, commitment, and energy.
Climate — Perceived conditions that enable or hinder performance and learning.
Pulse Survey — Short, frequent questionnaire for rapid sensing.

Psychological Safety — Shared belief that it is safe to take interpersonal risks.
Driver Analysis — Identifies items most associated with outcomes.

Purposeful Sampling — Selecting participants to represent critical segments.
Member Check — Validating findings with participants for accuracy.

Cohort Retention — Retention tracked by start period and shared characteristics.
Hazard Rate — Probability of attrition at a certain time point.

. Regrettable Attrition — Voluntary exits of performers in critical roles.

. Guardrails — Operating limits that protect wellbeing (e.g., on-call hours).

. Elasticity (H2B) — Change in an outcome per unit change in a human metric.
. Deep-Work Time — Hours available for focused, high-value work.

. Decision Log — Record of decisions, evidence, and rationale.

. StrategyOS — Shared platform where strategy artifacts live.
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Final Note of Gratitude

Thank you for dedicating time and focus to this material. Each concept and tool here was
designed to provide clarity and strategic vision.

The fact that you are here—investing in yourself and your organization—is proof of
leadership commitment.

Remember: true impact comes not only from learning but from applying and sharing it.
May this guide support wiser decisions, deeper conversations, and more meaningful
transformations.

Reference to the HBT PORTAL™

The place where each week you will find:

. Practical ebooks.
« {3 Podcast summaries on Spotify.
« ¥, Videos on YouTube.

All designed to connect innovation with the human.

% HBT PORTAL™
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https://sites.google.com/view/javiersimpleman/bp3_recursos_en
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