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TeamPulse CEO White Paper

The Operating Signal
Modern Companies Are

Missing
Why lightweight, recurring employee pulses help CEOs detect organizational
friction before it becomes attrition, stalled execution, or delivery failure.

One question. Six strategic dimensions. Clear team-level action.

Prepared for CEOs, founders, HR leaders, and operators who need a faster way to see how teams are really doing.
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Executive Summary
Most companies do not fail because leaders ignore people. They fail because the warning signs arrive too
late. Annual surveys, informal check-ins, and gut feel are not enough when teams are distributed,
workloads shift weekly, and managers sit closest to the employee experience.

TeamPulse is designed as a simple operating signal: ask one focused question at a time, map the answer
to a strategic dimension, and make the results visible at company, team, manager, and category level.

The CEO case is simple: the earlier you see friction, the cheaper it is to fix.

Why this matters now
• Gallup estimates that low employee engagement costs the global economy US$8.9 trillion, or 9% of
global GDP.

• Gallup also reports that managers account for 70% of the variance in team engagement, which means
team-level visibility matters.

• McKinsey describes organizational health as a leading indicator of sustained performance and a source
of long-term competitive advantage.

• Pulse surveys are short, frequent, and useful because they allow leaders to track change over time
instead of relying on a once-a-year snapshot.

Sources: Gallup State of the Global Workplace 2024; Gallup manager engagement research; McKinsey Organizational Health Index;
Qualtrics employee pulse survey guidance. Full links are listed at the end.

The problem: leaders lack a weekly
operating signal
Executives track revenue, pipeline, delivery, support tickets, cash, churn, and uptime. But the human
system that produces those outcomes is often measured slowly, inconsistently, or only after a problem
becomes visible.

By the time leaders hear “morale is low,” the real issue may have already become missed deadlines,
manager burnout, flight risk, quality decline, or loss of trust in leadership.

TeamPulse fills the gap between annual engagement surveys and informal manager conversations. It is
not meant to replace leadership. It gives leaders a better starting point for the right conversation.

The TeamPulse model
Step What happens Why it matters

1. Ask One focused question is sent to
employees.

Low friction improves response
behavior.

2. Score Answers are mapped to a strategic
dimension.

Leaders see what kind of problem is
emerging.
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3. Diagnose Dashboards surface company,
team, manager, and category
trends.

Executives know where to look first.

4. Act Managers get a clear direction for
follow-up.

Feedback becomes a management
habit, not a report.

The six strategic dimensions
A good pulse system should not only ask “Are people happy?” It should separate the health of the
organization into dimensions leaders can act on. TeamPulse uses six practical lenses:

• Leadership & Direction - confidence, clarity, decision transparency.

• Team Collaboration - cross-functional support, communication, trust.

• Workload Balance - capacity, burnout risk, pace of work.

• Resources & Support - blockers, tools, manager support.

• Growth & Development - learning, career progress, capability building.

• Team Culture - belonging, safety, shared standards.

What CEOs should look for
• Teams with low scores and high response volume: these are priority intervention areas.

• Dimensions trending down over multiple pulses: these reveal systemic issues, not isolated moods.

• High neutral responses: often a sign of ambiguity, unclear communication, or psychological caution.

• Manager-level variance: helps identify where coaching or support is needed.

• Completion rate: trust in the system is as important as the answers themselves.

CEO rollout plan: 30 days
• Week 1: Introduce the system as a listening and action tool. Explain privacy and how results will be
used.

• Week 2: Start with leadership and workload questions. These usually reveal the strongest operational
signal.

• Week 3: Review team-level dashboards with managers and identify two to three priority follow-ups.

• Week 4: Communicate what was learned, what will change, and which questions will be tracked next.

The key is closing the loop. Employees need to see that feedback leads to
action; otherwise, pulse systems become another ignored survey.

Why the system works
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TeamPulse works because it matches how organizations actually improve: small signals, repeated over
time, visible to the people who can act. A single pulse does not solve a culture problem. A regular
operating rhythm does.

The value is not the survey itself. The value is the leadership habit it creates: ask, see, discuss, act,
repeat.

Recommended CEO dashboard
• Company health score and status.

• Teams needing attention and teams in critical range.

• Response rate and pending response history.

• Strategic dimension trends over time.

• Question-level response distribution.

• Manager-level comparisons and peer benchmarks.

• Suggested follow-up questions and action playbooks.

Sources
Gallup, State of the Global Workplace 2024
https://www.gallup.com/workplace/645758/state-of-the-global-workplace-2024-press-release.aspx

Gallup, How to Improve Employee Engagement in the Workplace
https://www.gallup.com/workplace/285674/improve-employee-engagement-workplace.aspx

McKinsey, Organizational Health is Still the Key to Long-Term Performance
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/organizational-health-is-still-the-key-to-lo
ng-term-performance

McKinsey, Organizational Health Index overview
https://www.mckinsey.com/solutions/orgsolutions/overview/organizational-health-index

Qualtrics, The Complete Guide to Employee Pulse Surveys
https://www.qualtrics.com/articles/employee-experience/what-is-employee-pulse-survey/

TeamPulse - One focused question. Clearer leadership decisions.


