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CULTURE CREATION & 
MANAGEMENT

This white paper will introduce the concept of culture creation and management and its importance in 
performance, retention, and employee mental health. It will explore the danger signs to watch for if a 
company’s current culture is ineffective or toxic and how to fix it. It will also explore popular company 
culture-building strategies, the investments a company can make, and the ROI they can expect.  

Culture Creation & Management
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DEFINING CULTURE 
CREATION & MANAGEMENT

Successful organizations depend on a culture built upon a set of strong and widely-held beliefs. When 
we work in a positive environment, we’re inspired to deliver our best work. In fact, a positive 
workplace is the key to retention and attracting new talent. Conversely, few people can tolerate a 
toxic workplace, no matter how smart or talented they might be—and fewer workers are willing to put 
up with it: 49% of workers have considered leaving a toxic workplace, and employee dissatisfaction is a 
costly issue. High employee turnover costs companies billions of dollars in payouts, recruitment, and 
onboarding of new employees. 

A strong culture means:

● Employees and management work in unison toward a common goal; utilizing shorthand 
language, streamlined processes, and superior communication practices for faster 
decision-making

● Showcasing and rewarding positive behavior to build a supportive environment
● Empowering employees to take on new responsibilities and challenges to foster growth within 

the company
● Creating a work environment that facilitates and leverages diversity and inclusion to promote 

innovation and collaboration
● Developing an attractive work environment that encourages job retention and contributes to 

high-quality talent acquisition
● Respecting employees privacy and providing appropriate leave so that expectations do not 

extend beyond committed workdays
● Soliciting regular review from the top-down; putting in place the infrastructure to effectively 

implement 360-degree feedback loops
● Providing ample opportunities, incentives, and examples of success and dedicated work efforts.

A strong culture is not:

● All work and no play
● Platitudes on the wall that aren’t reinforced with actions
● Meaningless perks
● No core values
● Unhealthy rivalry 

Culture Creation & Management

CHALLENGES:
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GETTING STARTED

The first step to developing a productive and lucrative work culture is a shift in mindset. A 2017 study 
reported that 96% of companies wanted to change their company culture, but only 18% considered 
themselves to be “change-agile.”  

What often happens is executives let culture happen to them. At Proxxy, we refer to it as an "Intuitive 
Culture.” It is formed when like-minded people spend a great deal of time together. Norms solidify 
between individual personalities, processes repeat, and stories get handed down to new employees 
over lunches and beverages. It forms a “vibe,” and that vibe becomes an identity they call a culture. It’s 
easy, it’s intuitive, and it happens to you.

These Intuitive Cultures come about because leadership says things like, “We don’t need to worry 
about that ‘touchy-feely’ stuff.” Unfortunately, if the company continues to grow, it also becomes a 
precursor to classic phrases like, “That’s how we’ve always done it” and “Things have changed...I miss 
the old days.” 

While some will say they are “figuring out” culture, the issue isn’t really changing circumstances. It’s 
that a culture was never defined to begin with.

Getting Started in Culture Creation & Management
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GETTING STARTED

Who’s Responsible? 

The responsibility of developing a company’s culture falls on everyone involved. Each team member, in 
one form or another, contributes to an organization’s work culture for better or for worse. To integrate 
a new – or more consistent – company culture, it must be championed from the top down.

The actions made by the CEO and the rest of the C-Suite have a profound impact on the activities below, 
especially as it relates to the culture setting. The individuals and/or department heads 
operationalizing the process and implementing the culture change, however, can vary in terms of 
relevancy and impact. Some firms, for example, leverage Special Interest Groups (SIGs) to further 
culture integration. 

Others look to a Chief of Staff, which makes sense as long as the leader is more “Staff” than “Chief.” 

The other obvious responsible body is HR. The original "Human Resources" departments were created 
in the early 1900s, and have since undergone substantial change. To some, HR connotes a stale, 
behind-the-times, disconnected group of rule-enforcers. But to savvy, modern businesses, HR 
represents a collaborative body that can drive and maintain cultural practices from every level in the 
organization.

Ultimately, companies have to move from letting culture happen to them and begin applying intent. To 
create an intentional brand, companies should:

● Be deliberate in choosing the values they will not compromise.
● Be consistent in how to communicate and operationalize those values.
● Be persistent in finding ways to reward those whose actions embody those values.

Establishing a meaningful ecosystem that stems from deliberate and authentic values — pursuant to 
the practices and policies in place — is the only way to achieve a thriving corporate culture. To do so 
requires ongoing communication, valuing feedback, and demonstrating leadership that fosters 
employee development. 

This is particularly significant considering the “Turnover Tsunami” of voluntary mass resignations and 
pandemic-related layoffs. With the U.S. quit rate at an all-time high, “aligning the practice of 
management with the new will of the world’s workers” is paramount to success.

Getting Started in Culture Creation & Management
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GETTING STARTED

Managing the New Normal

The COVID-19 pandemic incited a mass shift to remote work, allowing employees and management 
alike to operate exclusively through virtual platforms. As employees begin to return to work, 
companies will have to evaluate whether or not they retain any remote opportunities. For instance, 
early results suggest that companies are in favor of employing a hybrid work model, which leverages 
the flexibility of remote work environments and the cultural advantages of in-person settings. 

One of the glaring challenges of WFH (Work from Home) environments is the lack of traditional 
culture-building techniques. Historically effective culture promoting practices, such as SOPs 
(Standard Operating Procedures), are much more difficult to reliably integrate. The range of home 
office environments, for example, can have a dramatic impact on productivity, work hours, and 
resource access. Companies that embrace this hybrid model, therefore, have to determine ways in 
which they can continue to strengthen company culture and avoid significant turnover. A more 
disconnected workforce is less likely to share the same loyalty and dedication to a particular business 
and work culture than one that operates in person. 

This fundamental challenge of remote work has directly contributed to the Turnover Tsunami 
referenced earlier. By eliminating in-person settings, the labor market becomes almost perfectly 
competitive. As the advantages of staff rooms, gym access, and sophisticated office spaces become 
nullified.

Corporate culture challenges, however, are not limited to weakened social capital and poor retention. 
Organizations must establish and sustain a strong company culture to avoid operational inefficiencies 
and maximize workflow. After all, a remote environment throws out the majority of established SOPs, 
communication channels, and optimized workflow practices that a company relies on to stay 
competitive. Losing said efficiencies can weaken an organization's overall competitive advantage and 
long-term success.

Getting Started in Culture Creation & Management
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THIS WHITEPAPER WILL PROVIDE A
FULL ROADMAP OF THE FOLLOWING:

An overview of the most popular company 
culture  strategies

The history of the development of company 
culture  strategies

Determining the need for a company culture  
strategy

Variables that impact your choice of 
company culture  strategy

Investment in a new company culture  
strategy

Case studies on the effective use of 
business operating systems

7
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OVERVIEW OF POPULAR
COMPANY CULTURE STRATEGIES 

Establish A Core Values Statement 

To thrive, a company has to know its values, 
impart them to employees, and most of 
all—live them.  A happy employee will know 
these values verbatim and will experience 
them every day when they come to work. 
Company culture thrives when employees 
share the same vision for the company and 
understand their role in making it a reality.

Empowering Employees

Instilled values, visions, and priorities enable 
employees to act independently toward the 
common goal. Transformational leadership 
encourages and inspires employees to define the 
future success of their organization without the 
need for micromanaging. As useful as these 
qualities are, employee empowerment starts by 
amplifying and cultivating candid input.

Employees need regular opportunities to give 
honest feedback without fear of reprisal. 
Feedback loops, for instance, only work if 
reviewers – both above and below employees – 
provide truthful suggestions and criticisms. 
Similarly, team members need to see that their 
feedback is appreciated and that the appropriate 
actions are taken to address any concerns.

Ray Dalio advocated the importance of open 
communication, made famous in his book, 
Principles, discussing Radical Transparency. This 
extreme version encourages a cultural 
understanding of the significance of challenging 
each other’s views, regardless of rank, to reduce 
natural biases that impede development. 

When facilitated correctly, employee 
empowerment can contribute to effective 
decision-making. As Joel Trammell identifies in a 
2016 Inc. editorial, employees can only be 
empowered to make good decisions if they are 
properly educated on the organization’s vision, 
values, and priorities. 

Including Employees In Culture Formation

You can’t just pay lip service to create a 
company culture. You have to get employees 
on board and excited about your new 
vision—or better yet, make it their vision, as 
well! You can thoughtfully shape their 
thoughts and beliefs around your big-picture 
goals. By enlisting their help and empowering 
them, they will feel like they own the culture. 
Instead of an employee, you will have a brand 
advocate like the employees of Southwest 
Airlines. 

A company’s culture goes well beyond platitudes on the wall, a ping-pong table, or free sodas. As 
mentioned earlier, the foundation to an Intentional Culture is...

● Being deliberate in choosing the values they will not compromise.
● Being consistent in how you communicate and operationalize those values.
● Being persistent in finding ways to reward those whose actions embody those values.

One way to test this is by evaluating the 
decision-making of mid-level managers. Are 
these decisions consistent with what you 
would do? Do they diverge from the company 
objectives and values? If so, more work may 
be required before employee decision-making 
can be empowered.
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OVERVIEW OF POPULAR
COMPANY CULTURE STRATEGIES

Onboarding

A positive employee onboarding experience 
lays the groundwork for a strong culture. 
Investing in team building and training 
demonstrates a culture that values its 
employees. Integrating new members into 
the organization and the culture behind its 
practices allows employees to connect 
meaning to their roles and understand how 
they fit within the bigger picture. This 
understanding enables employees to think 
long-term about their role in the company, 
which is crucial to attracting strong skill sets 
and contributing to positive talent 
development and retention. 

The onboarding process should prepare new 
hires for success. It should also outline 
company expectations and provide incentives 
that demonstrate a supportive environment. 
New hires are quick to absorb any new 
information. By communicating the 
organization’s vision, values, and priorities, 
one can quickly instill culture-promoting 
habits into their workforce. 

Onboarding practices can vary greatly 
depending on the quality of your hires and 
the complexity of their new roles. These 
activities can vary from comprehensive 
orientation programs to simple one-on-one 
introductions. Onboarding is yet another 
wrinkle that can limit the success of remote 
work environments. Purely digital resources, 
if not effectively adapted for online 
environments, can be a less effective method 
of immediate onboarding.

Hold “All-hands Meetings”

Holding semi-regular company meetings where 
the entire organization shutdowns and 
congregates to focus on the organization. This 
can be as small as a weekly or monthly meeting 
where ideas and information are shared. It can 
also be a large-scale off-site meeting like Zappos 
hosts every quarter. Over 1,500 staff members 
gather to provide honest feedback and to 
celebrate triumphs and drive engagement. Either 
way, it shows employees they are appreciated 
and how valuable they are to their company’s 
success.

CONTINUED

Emphasize Employee Well-being 

Employee stress can manifest in countless ways, 
from lack of sleep to anxiety, to overreaction to 
employee feedback. Employees aren’t 
automatons who can control their emotions at 
will. A wise employer will understand this and see 
that investing in employee mental health is a 
worthy investment. Implementing a wellness 
program signals your support and will go a long 
way to reducing employee stress.



Public Perception And Tear Downing Others   
When a dysfunctional management style 
becomes unbearable, complaints will tend to 
spill over into employee conversations and leak 
to larger hiring circles. Once your company has 
been branded trouble, it’s hard to dial it back. 
Review sites, such as Glassdoor, have 
intensified this spillover effect and encouraged 
companies to become much more diligent when 
it comes to crafting employee experiences.

Leaders who fail to communicate and refuse to 
engage in open employee dialogue or 
encourage honest employee feedback ask to 
lose valuable employees. 58% of employees 
who quit a job due to work culture cite a toxic 
manager as the prime reason.

Lack of feedback in conjunction with 
misaligned policies and practices weaken trust 
in employees, both in themselves and in their 
leaders. 

Still, it is not enough to simply allow for 
feedback; even workspaces that encourage a 
feedback loop or provide channels for open 
dialogue will fail if actions do not support the 
necessary changes.

A toxic workplace will often inspire the 
creation of silos. In these cases, employees 
work together toward a common goal but don’t 
share their results with other employees. In 
particularly toxic work cultures, like large 
corporations, leaders will at times protect their 
workers by creating smaller “sanctuaries.” But 
this leads to burnout because these few are 
trying to shoulder the dysfunction on their 
own.
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DETERMINING THE NEED FOR 
COMPANY CULTURE STRATEGIES

The need to focus on a company’s culture manifests in a myriad of ways:

When people feel desperate and undervalued, 
they will find ways to get noticed—including 
taking credit for other’s work and then finding a 
creative way to pass blame.

Company Performance
A business that’s routinely falling short of its 
goals could likely suffer from poor morale and 
lack of motivation.
 
Employee Retention 
If your company suffers from low 
retention—especially involving top 
employees—it's time to do a deep dive and find 
out why. People need to feel listened to, heard, 
and respected. Otherwise, they’ll bolt at the 
first sign of a better opportunity. $223 billion 
has been spent on job turnover in the past five 
years.

Slow Decision Making
Delays don’t just affect client relationships. 
They also impact internal deadlines and 
employee attitudes. Poorly outlined hierarchies 
can sometimes lead to unproductive 
democracy – where too many opinions can 
prevent timeliness. Bureaucracy is a necessary 
evil. But a clogged approval process can lead to 
unhappy workers, missed deadlines, reduced 
cash flow, expired ideation, and a general lack 
of productivity.

 

 

CONTINUED



Aligned Words & Actions
A cultural disconnect can mean more than just 
poor implementation strategies. It can also 
refer to the misalignment of commitments and 
actions. The adage “practice what you preach” 
is highly applicable in culture creation and 
human resource management. Employees and 
managers that feel as though their company is 
overpromising and under delivering will likely 
become frustrated and uncommitted.
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DETERMINING THE NEED FOR 
COMPANY CULTURE STRATEGIES

No Feedback
Feedback is not just about identifying what 
isn’t working; it is also about acknowledging 
what is working. Feedback loops are an 
excellent opportunity for staff and managers to 
evaluate their employees as well as their 
operational practices. If these channels are 
diminished, or removed, then no action can be 
taken to improving or sustaining profitable 
activities.

NOTES:

CONTINUED
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RETURN ON INVESTMENT

Calculating Return on Investment

Calculating an ROI for culture change is challenging. A company shouldn’t include activities that are 
considered “business-as-usual” into its ROI calculations. These factors will only increase your cost 
instead of being linked to the culture change you’re trying to effect. It’s often prudent to focus on just 
a couple of behaviors rather than a wide swath and choose a handful of significant metrics.

The key to a healthy ROI is to focus only on the behaviors you want to shift:

● Establish a link between what changes the organization wants and how employees have to 
behave to get there

● Conduct regular employee surveys and actively engage in, or act on, the results
● Defining cultural goals outlines company values and provides a way to measure the success of 

implemented strategies
● Promote lead measures, such as employee behaviors, which can be used as nudges for 

particular organizational outcomes
● Identify behaviors that negatively contribute to growth and sustained productivity, and 

reward/incentivize employees to transition to desired behaviors.

Cultural alignment is key to organizational health. Employee morale, productivity, and retention are 
all impacted under this umbrella and lead to both tangible and intangible benefits. That being said, it is 
important, from a management perspective, to focus on tangible metrics that identify areas of 
improvement. Not only does it make said metrics easier to measure, but it also helps improve the 
success of newly implemented changes. Defining cultural goals outlines company values and provides 
a way to measure the success of implemented strategies. 

NOTES:
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INVESTMENT

Investment
Investments toward non-billable work such as the cost of specialized training, ongoing management, 
program licensing and implementation, and related software and other hard costs are all factors 
outside of billable work hours.

Non-Billable Work
Holding off-site all-hands meetings are valuable and show transparency, but take employees away 
from their workday and requires booking a space/catering food and transportation. Training, 
resources, curriculum, and learning new management systems all have a time and cost component. 
Google’s 80/20 rule is a great example of encouraging employees to spend a portion of their time 
away from their existing workload to explore new areas of improvement. 

Cost of Program Licensing
The benefit of licensing certain programs and curriculum is that it is a scalable purchase. In addition to 
one-time purchases, monthly licensing still provides ample opportunity for companies to integrate 
optimized training and operating programs on a cost-effective basis.

Cost of Specialized Talent Related to Program Implementation
Highly specialized talent acquisition can be a costly venture. If the rarity of their talents are 
leveraged, full-time hires can be particularly expensive. Due to the steep price of specialized talent, as 
it relates to program implementation, companies have shifted to contract work. Outsourcing can also 
be a suitable option should there be a qualified talent provider.
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INVESTMENT

Cost of Ongoing Management & Measurement
Full-time equivalent (FTE) hours is a KPI used to measure the output of an employee relative to their 
pay scale. Calculating employee hours can be a cumbersome task, but it can be an invaluable tool for 
measuring the success of various management styles, corporate hierarchies, and workflow strategies.

Cost and Responsibility of Measurement
Measuring the success of your organization is a cost and an obligation. Management, like any critical 
company component, requires constant evaluation and improvement. Different systems and 
personnel can be put in place to record employee performance, productivity, and operational 
bottlenecks. All of which help inform future upgrades and adjustments.

Related Software and Other Hard Costs
The cost of boosting communication systems, project management, content, educational materials, 
etc., are all relevant tools that can often be acquired at a “per-seat basis” (e.x., Software As A Service) 
or on an enterprise-wide basis. It’s a valuable exercise to establish a budget per employee for related 
materials.  

NOTES:

CONTINUED



Peter Drucker and the Rise of Management Theory
Peter Drucker was an Austrian management consultant world-renowned for his innovative approach 
to business management. He took a philosophical and practical approach to running a business and 
turned management theory into a serious subject among philosophers. Druker believed proper 
corporate management was essential to a functioning society. He coined the term Manage by 
Objectives, MBO, believing that employees are more likely to fulfill their responsibilities if they help 
determine the standards that measure performance. He was also a proponent of the decentralization 
of management and believed that managers should delegate work to empower employees. 

During this period, Corporate culture came to be seen as just as important to a business’s success as 
“hard” measures like assets, revenues, and profits.

The Term is Coined
“Corporate culture” as a term appeared in the 1980s and was widely understood by the 1990s. 
Managers, academics, and sociologists routinely used the term to describe a company’s character, 
including:
● General behaviors and beliefs
● Value systems that spanned the entire company
● Management strategies
● Communication among employees
● Company work environment and attitude 

10 © 2020 PROXXY, LLC. ALL RIGHTS RESERVED.

BACKGROUND

The concept of corporate culture was first introduced in the 1960s as various social responsibility 
movements began to take hold. People were embracing environmentalism and anti-consumerism and 
expressing increased distaste for multinationals. Corporate culture also emerged as a result of 
overseas growth and competition via other national cultures. Japan’s unique corporate culture was 
also an influence. 

NOTES:



BACKGROUND

The Rise Of The Charismatic CEO
This period also saw the rise of the cult of the CEO. The theory is that a company’s success—or 
failure—rested mainly on one person’s shoulders. This premise fuelled narcissism and ineffectual 
management and is widely considered to be bad for business. A more effective approach started to 
emerge, including:

● Internal hires
● Investing in training and development
● Rotating employees 
● Delegating and giving employees challenging assignments
● The creation of brand logos and trademarks

By 2015, corporate culture was a multi-faceted creation involving multiple individuals, including the 
company founders, management, and employees. And company culture was also heavily influenced by 
economic trends and the size of the company. National cultures and traditions and international trade 
were also factors.  

What Company Culture Means Today
Today’s top companies (Google, Apple, Netflix) adopt a less traditional management style and take a 
communal approach to management. Strategies like the following are widely seen as directly linked to 
these companies’ success:

● Fostering creativity 
● Problem-solving as a group
● Giving employees greater freedom within their positions 
● An overall progressive approach to company culture manifested in everything from better 

employee benefits and doing away with hierarchical leadership to swapping out closed offices 
for an open-concept modern and tech-conscious workplace culture.

NOTES:
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Measurement (Surveying Staff)
Due to the nature of diverse labor markets, 
certain workforces may respond differently to 
different incentives, training programs, and 
culture-building initiatives. The only way to 
evaluate the efficacy of your strategies, prior to 
implementation, is to effectively engage your 
employees directly. Which factors positively 
influence their productivity? Does this vary at 
different management levels?

Training
Regardless of one’s experience, there is always 
a learning curve for new hires or employees 
assuming a new role. Because this is a new set 
of responsibilities in a new environment, their 
success can sometimes be unpredictable. 
High-quality training and orientation programs 
help reduce the risk of employee failure and 
increase the likelihood of a smooth, timely 
transition.

Employee Engagement
Employee engagement is a practical approach 
for measuring the organizational health of a 
corporation. Employee engagement relates to 
whether the workforce actively contributes to 
advancing the company’s vision. This 
information can be surveyed on an individual 
level and applied to the company as a whole. 
Variables that impact employee engagement:
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VARIABLES

Theoretical frameworks are often limited by real-world factors. The best way to account for said 
influences is to use predictable and measurable variables surrounding employee engagement, work 
language, and leadership.

Language
The language surrounding company culture 
should be accessible and provide a clear 
framework for understanding existing and 
aspirational practices. The lack of shared 
vocabulary around what a change of workplace 
culture means leaves employees in the dark, 
weakening employee engagement and the 
ability to participate.
 
Leadership Commitment 
How onboard is the leadership with a change to 
company culture?  The leadership team has to 
be ready to drive an agenda of change.

Different People Have Different Perceptions
To affect change, you need to have agreement. 
In practice, that often isn’t a consensus. In fact, 
it often manifests itself as a majority vote or 
executive-led initiative. Whatever the case, it is 
important to try and unite as many teammates 
as possible. Members across all levels must 
share the same understanding of corporate 
values for them to be addressed appropriately 
and with consistency. That means adopting a 
holistic approach, which targets every level of 
the organization.

A fragmented approach to work culture 
versus an integrated approach
Determining whether a workplace is 
collaborative and harmonious or chaotic with 
haphazard communication will affect building a 
new culture.



An Increase In Company Loyalty
Employee incentives and reviews aren’t enough 
to instill company pride in your staff. They need 
to feel as passionate about the company as 
their employers. They need to feel ownership. 
A happy employee will spread goodwill and 
attract like-minded people to the business. 
Employers need to foster cohesion among their 
employees and instill a sense of trust to 
flourish. 

Key to Retention
An unhappy employee who dreads going to 
work every day and feels mistrusted and 
badgered by their superiors will jump ship the 
moment they get a better offer. On the other 
hand, a positive workplace culture encourages 
loyalty among employees and inspires them to 
come up with organizational initiatives that 
reflect their collective values.
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VARIABLES

Draws Top Talent
It’s hard to keep awesome company culture a 
secret: if your company has ping pong tables 
and napping pods, chances are you’re going to 
want to shout it from the rooftops. Naturally, 
this will attract the best and the brightest like 
bees to honey. “Wellness” and “work-life 
balance” are expressions that aren’t going 
away. 
 

NOTES:
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PROCESS

How to Determine the Right Culture Management System
● Culture assessment: surveys and focus groups
● Leadership and employee development
● Work on existing systems to align them with the new cultural mandate
● Programs and communications to instill change
● Full ROI - measure data as it comes available
● Set departmental career goals 
● Promote goals of the organization
● Ongoing measurement of the process

NOTES:



Case Study 1:  Vision and Values for Deliberate Growth
Situation
Many organizations aren’t aware that they have an unclear vision. This frequently occurs with smaller 
businesses that prioritize breaking even ahead of defining their values. But there are a lot of events 
that could spark the need for a discussion about vision and values. Most often, the company is ready 
to grow but needs to find its footing first. For instance, if the organization is about to hire, then the 
company’s values need to be crystal clear. If employee engagement is a concern, then it’s likely that 
the company’s vision and values are too vague. This naturally leads to disengaged employees who 
don’t understand how their jobs match the vision of the company. Another example is if the company 
wants to do a website but can’t nail the voice or tone. These problems are all rooted in unclear vision 
and values.

The business featured in this case study employed 40 people and had been in business for seven 
years. They had done some work to articulate the purpose but didn’t have anything concrete to share 
with employees to guide decisions and growth. This company planned to grow from 40 to 100 
employees within the next 18 months. 

Solution
A business can’t grow deliberately unless a specific course is set. Then, everyone needs to get on 
board and work in tandem toward achieving those goals. Since vision and values are the foundation of 
sustainable growth, the first step for this company was to start the EOS, or the Entrepreneurial 
Operating System. 

If the client hasn’t already begun this process, Proxxy uses the EOS book Traction to kick off the vision 
and values process. No matter the size of the company, Proxy offers EOS exercises for all team 
members. This process includes exercises for the leadership or CEO to complete alone, as well as 
team-based exercises. In a step-by-step process, Proxxy facilitates an exploratory process about the 
company’s values. Once the team has aligned around six core values, it’s time to work through the 
company’s core focus. 

Working with cross-functional teams of about seven people, Proxxy helped the company define its 
fundamental reason for being. This includes EOS’s “three uniques,” with a focus on the company’s 
niche and what makes it different. Ultimately, this process concludes with a clear understanding of 
the company’s long-term vision and purpose. 
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EXAMPLES &
CASE STUDIES



Outcome
A primary outcome from the EOS process for vision and values is the VTO document, or Vision 
Traction Organizer. Proxxy collaborated with leadership to give a company-wide presentation. Now 
that the vision and values were clear to all parties, the company was empowered to work toward 
1-year goals, 3-year goals, and a 10-year vision.

This particular company also wanted to work on its target market, which was made more clear by 
defining its vision and values. Proxxy added marketing content pillars to the VTO, including a new 
tagline that repositioned the company appropriately for its future growth. At the conclusion of this 
process, the company was poised for change and ready to add partners. In the following six months, 
the company grew from 35 to 75 people.

Related Resources
The EOS exercises and Proxxy’s facilitation were the main resources necessary for achieving these 
results. Key personnel were required to participate in regular meetings throughout the work period.

Timeframe
It took a total of three months to conclude the vision and values process with this company. In the 
first two months, Proxxy conducted the EOS exercises with leadership and employees. In the third 
month, Proxxy prepared a presentation and built upon vision and values towards content pillars for 
marketing purposes. Proxxy continues to offer ongoing support to this company as they grow. 
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EXAMPLES &
CASE STUDIES
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