
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: 

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

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

●​ Use technology—including AI—as a multiplier of results, not as a replacement. 

●​ 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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Context 
In a world shaped by artificial intelligence, digital disruption, and new business models, 
organizations face unprecedented pressure to adapt. 

While many leaders focus only on technology or financial indicators, the most significant 
differentiator remains human culture. 

Culture influences: 

●​ The speed at which innovation is adopted. 
●​ The ability to attract and retain key talent. 
●​ The credibility and reputation of the brand. 
●​ The resilience to overcome crises. 

Ignoring culture is like building on unstable foundations: sooner or later, weaknesses will 
appear. 

 

Purpose of the Guide 
This guide has four objectives: 

1.​ Clarify: Explain the connection between culture and business performance. 
2.​ Provide Tools: Deliver practical frameworks, exercises, and templates to manage 

culture proactively. 
3.​ Inspire Action: Encourage leaders to integrate culture into daily decision-making. 
4.​ Measure Progress: Offer KPIs and checklists to track cultural transformation. 

 

How to Use This Guide 
This is not a theoretical manual—it is a workbook. 

You can use it in three ways: 

●​ Linear Reading: Follow chapter by chapter for a complete view. 
●​ Reference Guide: Use specific sections to address challenges. 
●​ Collaborative Tool: Apply exercises and templates with your team. 

Recommendation: Start with linear reading, revisit it as a reference, and later use it in 
team workshops. 
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Subtopic 1: Relationship Between Culture 
and Performance 
Definition 
Culture directly shapes how organizations perform. It is the invisible framework that 
determines how decisions are made, how people collaborate, and how results are achieved. 

A strong, aligned culture drives engagement, productivity, and accountability. A 
fragmented or toxic culture drains energy, creates resistance, and weakens execution. 

 

Practical Framework 
1.​ Define Core Values: Establish values that guide behaviors. 

2.​ Align Strategy and Culture: Ensure that strategic goals reflect cultural principles. 

3.​ Promote Consistent Behaviors: Recognize and reinforce actions that support 
values. 

4.​ Measure Cultural Indicators: Track employee satisfaction, collaboration, and 
trust. 

5.​ Correct Misalignments: Act quickly when behaviors contradict stated values. 

 

Applied Example (Hypothetical Case) 
A logistics company with ambitious growth goals faced low productivity and high staff 
turnover. 

Diagnosis: Values promoted “teamwork,” but internal incentives rewarded only individual 
performance. 

Consequences: 

●​ Distrust among employees. 

●​ Resistance to collaborative projects. 

●​ Delays in meeting client deadlines. 

Corrective Action: 

●​ Redesigned incentive plan to reward team results. 

●​ Conducted workshops on collaboration and accountability. 

●​ Established monthly recognition of collective achievements. 

Result after 6 months: Productivity increased 18%, turnover dropped 12%, and customer 
satisfaction rose significantly. 
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Exercise: Aligning Culture and Performance 
●​ Objective: Identify gaps between declared values and actual behaviors. 

●​ Roles: 

o​ HR (facilitates workshop). 

o​ Team Leaders (provide real cases). 

o​ Employees (share perceptions). 

●​ Inputs: Organizational values statement, performance metrics. 

●​ Time: 2–3 hours. 

●​ Deliverable: Culture–Performance Alignment Report. 

 

Suggested Template: Culture–Performance Alignment Map 

Declared Value Current Behavior Observed 
Impact on 

Performance 
Corrective Action Needed 

Teamwork 
Individual incentives 

dominate 
Low collaboration Redesign incentives 

Innovation Risk aversion Few new initiatives 
Create safe spaces for 

testing 

(blank)    

 

Checklist 
●​ Are values clearly defined and communicated? 

●​ Do incentives reinforce cultural principles? 

●​ Are leaders modeling expected behaviors? 

●​ Are cultural indicators measured periodically? 

●​ Are corrective actions applied consistently? 

 

Suggested KPIs 
●​ Employee Engagement Index 

●​ Turnover Rate (%) 

●​ Productivity per Employee 
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●​ Cultural Alignment Score (from surveys) 

Subtopic 2: Effect on Innovation 
Definition 
Innovation is not only the result of investment in technology; it is the outcome of a culture 
that allows experimentation, tolerates failure, and values continuous learning. 

A culture of control and fear suffocates innovation. A culture of trust and openness 
encourages new ideas to emerge and evolve into tangible results. 

 

Practical Framework 
1.​ Encourage Psychological Safety: Ensure employees feel safe sharing ideas without 

fear of ridicule or punishment. 

2.​ Promote Cross-functional Collaboration: Mix perspectives from different areas to 
generate creative solutions. 

3.​ Reward Experimentation: Recognize efforts even if the outcome is not 
immediately successful. 

4.​ Learn from Failures: Turn mistakes into documented lessons to improve future 
projects. 

5.​ Measure Innovation Outputs: Track both the number of ideas and their impact on 
results. 

 

Applied Example (Hypothetical Case) 
A financial services company struggled to launch new digital products. Teams feared 
presenting risky ideas, as management punished mistakes. 

Intervention: 

●​ Leadership introduced an “Innovation Friday” program where employees could 
present ideas informally. 

●​ Created a fund to support pilot projects with small budgets. 

●​ Instituted a “lessons learned” session after each project, focusing on insights rather 
than blame. 

Results after 1 year: 

●​ 35 new ideas presented. 

●​ 6 pilot projects launched. 

●​ 2 became profitable digital services. 
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●​ Employee innovation survey improved by 40%. 

 

Exercise: Innovation Climate Scan 
●​ Objective: Evaluate how cultural practices influence innovation. 

●​ Roles: 

o​ HR or Innovation Leader (facilitates session). 

o​ Employees (share perspectives). 

o​ Leadership (commit to changes). 

●​ Inputs: Survey results, recent project reports. 

●​ Time: 2 hours. 

●​ Deliverable: Innovation Climate Report with recommended actions. 

 

Suggested Template: Innovation Culture Map 
Dimension Current Situation Desired State Actions Needed 

Psychological Safety Fear of mistakes 
Openness to 

experimentation 

Leadership training, 

recognition 

Collaboration Work in silos Cross-functional projects 
Create multidisciplinary 

teams 

Learning from 

Failures 

Punishment of 

errors 

Documented lessons 

learned 

Build “lessons learned” 

library 

(blank)    

 

Checklist 
●​ Do employees feel safe proposing ideas? 

●​ Are failures treated as learning opportunities? 

●​ Are collaboration spaces fostered? 

●​ Are innovation results measured consistently? 

●​ Are leaders modeling openness to new ideas? 

 

Suggested KPIs 
●​ Number of Ideas Generated per Quarter 
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●​ % of Ideas Progressing to Pilot Projects 

●​ % of Pilots Becoming Final Products 

●​ Innovation Climate Index (survey-based) 

Subtopic 3: Retention and Attraction of 
Talent 
Definition 
Talent management is no longer limited to salaries and benefits. Culture is the decisive 
factor that explains why people choose to stay, grow, or leave an organization. 

A strong and consistent culture acts as a magnet for talent. A toxic or incoherent culture 
pushes people away, regardless of pay or prestige. 

 

Practical Framework 
1.​ Define the Employee Value Proposition (EVP): Clearly communicate what makes 

the organization unique as a workplace. 

2.​ Align Actions with Words: Ensure that daily practices reflect declared values. 

3.​ Provide Development Opportunities: Offer training, mentorship, and growth 
paths. 

4.​ Measure Retention and Attraction Indicators: Track why people leave and what 
attracts new talent. 

5.​ Foster Belonging: Create an environment where individuals feel valued and 
respected. 

 

Applied Example (Hypothetical Case) 
A technology startup offered high salaries but experienced 40% turnover in one year. Exit 
interviews revealed that employees felt isolated and lacked professional growth 
opportunities. 

Intervention: 

●​ Designed an EVP focused on learning and collaboration. 

●​ Introduced mentorship programs and internal mobility opportunities. 

●​ Celebrated milestones and recognized contributions publicly. 

Results after 12 months: 

●​ Turnover decreased to 18%. 
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●​ Applications from qualified candidates increased 30%. 

●​ Internal surveys showed higher engagement and sense of belonging. 

 

Exercise: EVP and Retention Analysis 
●​ Objective: Review the current EVP and its impact on talent attraction and retention. 

●​ Roles: 

o​ HR (coordinates analysis). 

o​ Leaders (provide insights on team needs). 

o​ Employees (share feedback). 

●​ Inputs: Exit interview reports, candidate feedback, engagement surveys. 

●​ Time: 3 hours. 

●​ Deliverable: EVP Improvement Plan. 

 

Suggested Template: Talent Retention and Attraction Map 
Dimension Current Situation Desired State Action Plan 

Employee Value 

Proposition 
Undefined Clear and consistent Draft and communicate EVP 

Development Few opportunities 
Ongoing learning 

paths 

Mentorship + training 

programs 

Belonging 
Low sense of 

connection 
Strong engagement Recognition, team events 

(blank)    

 

Checklist 
●​ Is the EVP clearly defined and communicated? 

●​ Do daily practices align with stated values? 

●​ Are professional development opportunities accessible? 

●​ Are reasons for turnover monitored systematically? 

●​ Are achievements and contributions recognized regularly? 
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Suggested KPIs 
●​ Annual Turnover Rate (%) 

●​ Average Employee Tenure (years) 

●​ Number of Applicants per Vacancy 

●​ Engagement and Belonging Index (survey-based) 

Subtopic 4: Corporate Reputation 
Definition 
Corporate reputation is the collective perception of a company by employees, customers, 
partners, and society. It is built not only on products or services but also on values, 
transparency, and consistency between what is promised and what is delivered. 

A strong reputation creates trust, attracts talent, and strengthens customer loyalty. A 
damaged reputation can undo years of effort and put financial sustainability at risk. 

 

Practical Framework 
1.​ Define Reputation Pillars: Ethics, quality, transparency, and social responsibility. 

2.​ Communicate Consistently: Ensure external messages align with internal 
practices. 

3.​ Monitor Reputation Indicators: Use surveys, media analysis, and social listening. 

4.​ Act Proactively: Address issues before they escalate into crises. 

5.​ Involve Leadership: Executives must embody the values that shape reputation. 

 

Applied Example (Hypothetical Case) 
A consumer goods company faced criticism due to misleading advertising about 
sustainability. 

Diagnosis: Promises of “eco-friendly packaging” were not supported by evidence. 

Consequences: 

●​ Media backlash. 

●​ Loss of customer trust. 

●​ Sales decline of 15% in one quarter. 

Corrective Action: 

●​ Conducted full audit of packaging materials. 

●​ Improved transparency with detailed sustainability reports. 
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●​ Launched internal training on ethical communication. 

Results after 9 months: Reputation recovered, with surveys showing 25% increase in 
customer trust. 

 

Exercise: Reputation Risk Analysis 
●​ Objective: Identify cultural and operational risks that could damage reputation. 

●​ Roles: 

o​ Communications (leads monitoring). 

o​ HR and Compliance (review behaviors and practices). 

o​ Leadership (defines corrective actions). 

●​ Inputs: Media reports, social media mentions, customer surveys. 

●​ Time: 3–4 hours. 

●​ Deliverable: Reputation Risk Report + Action Plan. 

 

Suggested Template: Reputation Risk Map 
Risk Factor Current Exposure Impact Level Preventive Action Owner 

Misleading claims High Severe Audit all communication Marketing 

Labor practices Medium High Strengthen compliance HR 

(blank)     

 

Checklist 
●​ Are values clearly visible in daily practices? 

●​ Are communications transparent and consistent? 

●​ Is reputation monitored continuously? 

●​ Are leaders modeling ethical behavior? 

●​ Are preventive actions documented and implemented? 

 

Suggested KPIs 
●​ Reputation Index (from external surveys) 

●​ Customer Trust Score (%) 

●​ Media Sentiment (Positive/Negative/Neutral) 
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●​ Reputation Risk Incidents Reported 
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Subtopic 5: Organizational Resilience 
Definition 
Organizational resilience is the ability of a company to anticipate, adapt, and recover from 
crises while maintaining core operations and long-term vision. 

Resilience is not improvised; it is built through culture, preparation, and collective 
discipline. Companies that cultivate resilience can withstand disruptions and emerge 
stronger. 

 

Practical Framework 
1.​ Anticipate Risks: Identify potential threats—economic, technological, social, or 

environmental. 

2.​ Plan Scenarios: Develop contingency strategies for different levels of impact. 

3.​ Build Adaptability: Encourage flexible structures and cross-functional teams. 

4.​ Strengthen Communication: Ensure transparency during crises. 

5.​ Evaluate and Learn: After each crisis, document lessons and integrate 
improvements. 

 

Applied Example (Hypothetical Case) 
A manufacturing company faced a sudden global supply chain disruption. 

Challenges: 

●​ Scarcity of raw materials. 

●​ Delays in deliveries. 

●​ Customer dissatisfaction. 

Actions Taken: 

●​ Diversified suppliers in three different regions. 

●​ Implemented real-time communication with customers. 

●​ Created a resilience committee to monitor risks. 

Results: 

●​ Reduced delivery delays by 40%. 

●​ Maintained 90% of customer base. 

●​ Strengthened long-term supplier relationships. 
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Exercise: Resilience Readiness Scan 
●​ Objective: Assess the organization’s preparedness for crises. 

●​ Roles: 

o​ Risk Management (leads assessment). 

o​ Operations (validates operational continuity). 

o​ HR (ensures employee well-being). 

●​ Inputs: Business continuity plans, recent crisis reports. 

●​ Time: 3 hours. 

●​ Deliverable: Resilience Readiness Report. 

 

Suggested Template: Resilience Risk Map 
Risk Type Current Exposure Preparedness Level Action Plan Owner 

Supply Chain High Medium Diversify suppliers Operations 

Cybersecurity Medium Low Update IT protocols IT Security 

(blank)     

 

Checklist 
●​ Are risks identified and updated regularly? 

●​ Are contingency plans documented and tested? 

●​ Are employees trained to respond to crises? 

●​ Is communication effective during emergencies? 

●​ Are lessons from past crises integrated? 

 

Suggested KPIs 
●​ Crisis Response Time (hours/days) 

●​ Continuity of Operations (%) 

●​ Supplier Diversification Index 

●​ Post-crisis Improvement Rate (%) 
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Tools and Templates 
This section brings together practical resources to apply the five subtopics covered in this 
guide. Each tool is simple, adaptable, and designed to be implemented immediately. 

 

1. Base Tool: Culture Diagnostic Matrix 
Dimension Current Situation Desired State Action Plan Owner 

Values 
Declared but not 

lived 

Integrated in daily 

work 

Align incentives and 

recognition 
HR 

Collaboration 
Silos between 

teams 
Active cross-functional Facilitate workshops Leadership 

Innovation Fear of mistakes Safe experimentation Build pilot programs Innovation 

(blank)     

 

2. Specific Tools per Subtopic 

Subtopic 1: Relationship Between Culture and Performance 

Culture–Performance Alignment Map 

Declared Value Current Behavior Impact on Performance Corrective Action Needed 

Teamwork Individual focus Low collaboration Redesign incentives 

Innovation Risk aversion Limited new projects Safe spaces for testing 

(blank)    

 

Subtopic 2: Effect on Innovation 

Innovation Culture Map 

Dimension Current Situation Desired State Actions Needed 

Psychological Safety Fear of ridicule Trust and openness Training for leaders 

Collaboration Work in silos Cross-functional teams Create joint projects 

Learning from Failures Punishment of errors Documented lessons Build “lessons learned” system 

(blank)    
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Subtopic 3: Retention and Attraction of Talent 

Talent Retention and Attraction Map 

Dimension Current Situation Desired State Action Plan 

EVP Undefined Clear and consistent Draft and communicate EVP 

Development Limited Continuous learning Training + mentorship 

Belonging Low engagement Strong connection Recognition and team rituals 

(blank)    

 

Subtopic 4: Corporate Reputation 

Reputation Risk Map 

Risk Factor Current Exposure Impact Level Preventive Action Owner 

Misleading claims High Severe Audit all communication Marketing 

Labor practices Medium High Compliance monitoring HR 

(blank)     

 

Subtopic 5: Organizational Resilience 

Resilience Risk Map 

Risk Type Current Exposure Preparedness Level Action Plan Owner 

Supply Chain High Medium Diversify suppliers Operations 

Cybersecurity Medium Low Update IT protocols IT Security 

(blank)     

 

3. Recommended Digital Tools 
●​ CultureAmp: Employee engagement and cultural surveys. 

●​ Miro: Online collaboration and brainstorming. 

●​ Trello / Asana: Task and project management. 

●​ Qualtrics: Advanced employee and customer experience analytics. 

●​ Tableau / Power BI: Dashboards for KPIs and cultural metrics. 
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Summary and Next Steps 
Key Learnings Recap 

1.​ Relationship Between Culture and Performance 

o​ Alignment between values and actions strengthens productivity and 
engagement. 

o​ Incentives must support declared values. 

2.​ Effect on Innovation 

o​ Innovation thrives in environments of trust and psychological safety. 

o​ Punishing mistakes suffocates creativity; learning from them fuels growth. 

3.​ Retention and Attraction of Talent 

o​ Culture is a decisive factor for why people stay, grow, or leave. 

o​ A clear EVP and visible opportunities for development increase retention. 

4.​ Corporate Reputation 

o​ Reputation is earned through consistency between what is promised and 
what is delivered. 

o​ Transparency and ethical practices prevent reputational crises. 

5.​ Organizational Resilience 

o​ Resilience requires anticipation, preparation, and adaptability. 

o​ Companies with flexible structures and proactive risk management emerge 
stronger from crises. 

 

Next Steps Checklist 
Action Item Owner Deadline Status Notes 

Conduct culture–performance 

alignment scan 
HR/Leadership 04/15/25 Pending 

Use alignment map 

template 

Implement “lessons learned” library Innovation Lead 05/01/25 Pending Apply Innovation Map 

Redefine EVP and communicate 

company-wide 
HR 05/30/25 Pending 

Include recognition 

program 

Audit communication for reputation 

risks 
Marketing 06/10/25 Pending 

Integrate sustainability 

data 
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Action Item Owner Deadline Status Notes 

Build resilience committee 
Risk Mgmt 

Team 
06/30/25 Pending 

Monitor key 

vulnerabilities 

(blank)     

 

Self-Assessment 
Instructions 
Respond honestly to each statement using the scale 1 to 5: 

●​ 1 = Very Low 

●​ 2 = Low 

●​ 3 = Medium 

●​ 4 = High 

●​ 5 = Very High 

The goal is not perfection but clarity on where cultural practices need reinforcement. 

 

Questions 
1.​ Are organizational values clearly defined and communicated? 

2.​ Do incentives and recognition programs reinforce cultural values? 

3.​ Do employees feel safe to share ideas without fear of punishment? 

4.​ Are mistakes treated as learning opportunities rather than failures? 

5.​ Is cross-functional collaboration actively encouraged? 

6.​ Are innovation results measured regularly? 

7.​ Is the Employee Value Proposition (EVP) clear and visible to all staff? 

8.​ Are professional development opportunities accessible and consistent? 

9.​ Are reasons for employee turnover tracked and analyzed? 

10.​Are contributions and achievements publicly recognized? 

11.​Are cultural risks to corporate reputation monitored systematically? 

12.​Do leaders consistently model expected cultural behaviors? 

13.​Are crisis management and resilience plans documented and tested? 

14.​Is transparent communication ensured during times of crisis? 
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15.​Are lessons from past cultural or organizational challenges integrated into current 
practices? 

 

Scoring Method 
●​ Total Score = Sum of all answers (range: 15–75) 

Interpretation: 

●​ 15–35 → Low readiness: High vulnerability; urgent action needed. 

●​ 36–55 → Medium readiness: Moderate stability; gaps to address. 

●​ 56–75 → High readiness: Solid practices; maintain discipline and refine 
continuously. 
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Glossary 
1.​ Organizational Culture​

The set of values, beliefs, and practices that guide behavior within a company. 

2.​ Employee Value Proposition (EVP)​
The unique combination of benefits and experiences offered to employees in 
exchange for their skills and commitment. 

3.​ Psychological Safety​
A work environment where people feel safe to express ideas and take risks without 
fear of negative consequences. 

4.​ Innovation Climate​
The collective perception of how much an organization supports creativity and 
experimentation. 

5.​ Reputation Risk​
The potential negative impact on public perception due to cultural, ethical, or 
operational failures. 

6.​ Engagement Index​
A measure of employees’ emotional and professional commitment to the 
organization. 

7.​ Cultural Alignment Score​
An indicator of how well employee behaviors align with declared organizational 
values. 

8.​ Cross-functional Collaboration​
Cooperation between employees from different departments or areas to achieve 
shared goals. 

9.​ Resilience Committee​
A team dedicated to monitoring risks and ensuring business continuity during 
crises. 

10.​Lessons Learned System​
A process for capturing insights from successes and failures to improve future 
practices. 

11.​Turnover Rate​
The percentage of employees leaving an organization within a given period. 

12.​Reputation Index​
A composite measure of how stakeholders perceive the credibility and 
trustworthiness of an organization. 

13.​Continuity of Operations (%)​
The ability of a business to maintain critical functions during and after a disruption. 
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14.​Innovation Pipeline​
The structured process of collecting, evaluating, and implementing new ideas. 

15.​Cultural Risk Map​
A tool to identify and manage risks that originate from organizational culture. 
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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.​
• 🎧 Podcast summaries on Spotify.​
• 🎥 Videos on YouTube.​
 

All designed to connect innovation with the human. 

🔗 HBT PORTAL™ 

 

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

https://sites.google.com/view/javiersimpleman/bp6_recursos_en

	Collection: Irreplaceable in the AI Era™ 
	Subtopic 1: Relationship Between Culture and Performance 
	Definition 
	Practical Framework 
	Applied Example (Hypothetical Case) 
	Exercise: Aligning Culture and Performance 
	Suggested Template: Culture–Performance Alignment Map 
	Checklist 
	Suggested KPIs 

	Subtopic 2: Effect on Innovation 
	Definition 
	Practical Framework 
	Applied Example (Hypothetical Case) 
	Exercise: Innovation Climate Scan 
	Suggested Template: Innovation Culture Map 
	Checklist 
	Suggested KPIs 

	Subtopic 3: Retention and Attraction of Talent 
	Definition 
	Practical Framework 
	Applied Example (Hypothetical Case) 
	Exercise: EVP and Retention Analysis 
	Suggested Template: Talent Retention and Attraction Map 
	Checklist 
	Suggested KPIs 

	Subtopic 4: Corporate Reputation 
	Definition 
	Practical Framework 
	Applied Example (Hypothetical Case) 
	Exercise: Reputation Risk Analysis 
	Suggested Template: Reputation Risk Map 
	Checklist 
	Suggested KPIs 

	Subtopic 5: Organizational Resilience 
	Definition 
	Practical Framework 
	Applied Example (Hypothetical Case) 
	Exercise: Resilience Readiness Scan 
	Suggested Template: Resilience Risk Map 
	Checklist 
	Suggested KPIs 

	Tools and Templates 
	1. Base Tool: Culture Diagnostic Matrix 
	2. Specific Tools per Subtopic 
	Subtopic 1: Relationship Between Culture and Performance 
	Subtopic 2: Effect on Innovation 
	Subtopic 3: Retention and Attraction of Talent 
	Subtopic 4: Corporate Reputation 
	Subtopic 5: Organizational Resilience 

	3. Recommended Digital Tools 

	Summary and Next Steps 
	Key Learnings Recap 
	Next Steps Checklist 

	Self-Assessment 
	Instructions 
	Questions 
	Scoring Method 

	Glossary 

