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Introduction

Culture isn't something that happens to your team—it's something you actively create, nurture, and evolve. 
Whether you're a manager stepping into your first leadership role or an L&D professional tasked with transforming 
organizational dynamics, this guide will equip you with the knowledge and tools to build a thriving team culture.



In today's rapidly changing work environment, strong team culture has become more than a nice-to-have—it's a 
competitive advantage. Teams with strong cultures experience 23% higher profitability, 18% higher productivity, 
and 18-43% lower turnover1. 



This ebook will take you through a practical, evidence-based approach to culture building, with a particular focus 
on how mentorship can serve as a powerful catalyst for positive cultural change. You'll discover actionable 
strategies, real-world examples, and frameworks you can implement immediately.
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1 Gallup, “The Benefits of Employee Engagement.”  
https://www.gallup.com/workplace/236927/employee-engagement-drives-growth.aspx
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What Is Team Culture?


Team culture is the invisible force that shapes how your people think, feel, and behave at work. It's the 
collection of shared beliefs, values, practices, and behaviors that define "how we do things here." Unlike 
company culture, which operates at an organizational level, team culture is more intimate and directly 
influenced by immediate leadership.



Team culture manifests in both explicit and implicit ways:



Consider this example:  
A team might have an explicit value of "work-life balance" posted on the wall, but if the implicit norm is  
that everyone stays late and responds to emails on weekends, the real culture values overwork despite  
the official messaging.



The most successful teams align their explicit and implicit cultural elements, creating consistency between 
what they say they value and how they actually operate.




Explicit cultural elements include 
documented values, formal policies, stated 
expectations, and official processes. These 
are the things you can point to in your 
employee handbook or team charter.



Implicit cultural elements are the unwritten 
rules, behavioral norms, communication 
patterns, and social dynamics that actually 
govern day-to-day interactions. Often, these 
implicit elements have more influence on 
team behavior than the explicit ones.
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The Business Case for Strong Culture


Strong team culture drives measurable business results. 


Research consistently shows that teams with positive cultures experience:



2 HayGroup, “Engage Employees and Boost Performance.” https://home.ubalt.edu/tmitch/642/articles%20syllabus/
hay%20assoc%20engaged_performance_120401.pdf

3 Entrepreneur, “It Really Pays to Have a Rich Company Culture.” https://www.entrepreneur.com/growing-a-business/it-really-pays-to-have-a-rich-company-
culture-infographic/238640

4 The Australian, “Happier staff bring greater profits.” https://www.theaustralian.com.au/business/the-deal-magazine/happier-staff-bring-greater-profits/
news-story/77610c02d0fcc6bf98733be996565960

5 Inclusio, “The Business Case for Measuring Workplace Culture—Backed by Science.” https://www.inclusio.io/post/measure-workplace-culture

6 Harvard Business Review,”Creating Sustainable Performance.” https://hbr.org/2012/01/creating-sustainable-performance

Better Retention

Companies with a strong focus on culture were found to have an average 13.9% 
turnover rate, while those with a low focus were found to have a 48.4% turnover rate3. 



Higher Performance

Teams with strong cultures are 43% more productive2. 



Profitability

Companies with happier and more engaged employees report  
on average 20% higher profits4. 



Psychological Safety

“High-trust” organizations outperform their peers by up to 400%5. 



Improved Well-being

Team members in positive cultures experience 125% less burnout  
and are 46% more satisfied with their jobs6. 



https://home.ubalt.edu/tmitch/642/articles%20syllabus/hay%20assoc%20engaged_performance_120401.pdf
https://home.ubalt.edu/tmitch/642/articles%20syllabus/hay%20assoc%20engaged_performance_120401.pdf
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Common Cultural Pitfalls

Before diving into how to build a strong culture, it's important to recognize common mistakes 
that derail cultural efforts:




Culture by Default

Many teams operate under accidental cultures that formed without intentional guidance. These cultures 
often reflect the loudest voices or the most established personalities rather than optimal team dynamics.






Values-Practice Gap

Teams that articulate beautiful values but fail to embed them in daily practices create cynicism and 
disengagement. Your culture is what you do, not what you say.






One-Size-Fits-All Approaches

Copying another team's cultural practices without considering your unique context, challenges, and 
objectives rarely succeeds. Effective culture is customized culture.






Leadership Inconsistency

When leaders model different behaviors or send mixed messages about priorities and values, teams 
struggle to understand what's actually expected and valued.






Neglecting Subcultures

Within larger teams, subcultures naturally emerge. Ignoring these can lead to fragmentation and conflict 
between different groups within your team.








Chapter 2


Characteristics of  
High-Performing Teams
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Google's Project Aristotle Insights

Google's famous Project Aristotle study analyzed 180 teams to identify what makes teams effective. 
Surprisingly, the traditional factors most managers focus on—team composition, individual talent levels, and 
resource allocation—were less important than expected7.


Instead, five key dynamics emerged as  
the primary drivers of team effectiveness:


Psychological Safety ranked as the most important factor. Team members need to feel safe to take 
risks, ask questions, admit mistakes, and share ideas without fear of negative consequences. This 
doesn't mean lowering performance standards; it means creating an environment where people can 
perform at their best.



Dependability means team members can count on each other to deliver quality work on time. This 
creates a foundation of trust that enables everything else to function smoothly.



Structure and Clarity involves clear roles, goals, and execution plans. Team members understand 
what's expected of them and how their work contributes to team objectives.



Meaning reflects the sense that the work matters to each team member personally. This could be the 
work itself, the output, or the sense of helping the team succeed.



Impact is the belief that the work matters and creates positive change. Teams that understand their 
broader impact maintain higher motivation and engagement.





7 Google re:Work, “Understand team effectiveness.”  
https://rework.withgoogle.com/intl/en/guides/understanding-team-effectiveness
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Real-World Examples of Cultural Excellence





Netflix's Culture of Freedom and Responsibility

Netflix built a culture around giving employees extraordinary freedom in exchange for extraordinary 
responsibility. Their culture deck, which has been viewed millions of times, emphasizes hiring 
exceptional performers, providing context rather than control, and making decisions based on what's 
best for Netflix rather than consensus-building. This approach has enabled rapid innovation and 
adaptation in a highly competitive industry.






Patagonia's Mission-Driven Culture

Patagonia demonstrates how aligning team culture with a larger purpose creates exceptional 
engagement. Their culture of environmental activism isn't just marketing—it's embedded in how teams 
make decisions, allocate resources, and measure success. Employees report feeling deeply connected to 
their work because they understand its broader impact.






Spotify's Squad Model

Spotify revolutionized team culture in tech by organizing around small, autonomous "squads" with clear 
missions and minimal hierarchy. Each squad operates like a mini-startup within the larger organization, 
fostering innovation, ownership, and rapid decision-making. Their culture emphasizes learning over 
knowing, which enables continuous improvement and adaptation.






Zappos' Holacracy Experiment

While Zappos' experiment with holacracy had mixed results, their commitment to cultural innovation 
demonstrates the importance of continuously evolving team structures to support desired cultural 
outcomes. Their focus on hiring for cultural fit alongside skills shows how seriously they take culture as 
a business driver.
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Key Performance Indicators

High-performing team cultures typically demonstrate measurable patterns  
across several key areas:




Communication Patterns

Strong teams communicate more frequently than 
average teams, with higher rates of face-to-face 
interaction and more balanced participation in 
meetings. They also demonstrate faster conflict 
resolution, typically addressing issues within 48 
hours rather than letting them fester.






Innovation Metrics

High-performing teams generate more ideas per 
member and have higher implementation rates for 
new initiatives. They also demonstrate greater 
willingness to experiment and learn from failures.






Collaboration Indicators

Strong teams show higher rates of cross-functional 
collaboration, with members regularly seeking 
input from colleagues outside their immediate area 
of expertise. They also demonstrate stronger peer-
to-peer coaching and knowledge sharing.






Retention and Satisfaction

Teams with strong cultures maintain retention 
rates above industry averages and consistently 
score in the top quartile for employee satisfaction 
surveys. They also show higher internal promotion 
rates and stronger succession planning.








Chapter 3


The Foundation Elements  
of Strong Team Culture
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Psychological Safety

Psychological safety forms the bedrock of strong team culture. Without it, team members self-censor, avoid risks, 
and focus on self-protection rather than collective success. Building psychological safety requires intentional 
effort across multiple dimensions:


1

2

3

4

Leader Vulnerability

Leaders must model the vulnerability they want to see. This means admitting when you don't know 
something, acknowledging mistakes quickly and openly, and asking for help when you need it. When 
leaders demonstrate that imperfection is human and acceptable, team members feel permission to 
do the same.


Failure Reframing

How your team responds to failures shapes whether people feel safe taking necessary risks.  
Strong cultures treat failures as learning opportunities, conducting blameless post-mortems  
that focus on systems and processes rather than individual culpability. This doesn't mean 
eliminating accountability—it means focusing accountability on learning and improvement rather 
than punishment.


Question Encouragement

Psychological safety thrives when questions are welcomed and valued. Create regular opportunities 
for team members to ask questions without judgment. This might include dedicated Q&A sessions, 
"stupid question" time slots, or rotation programs that expose people to new areas where 
questioning is natural and necessary.


Inclusive Participation

Ensure all team members have opportunities to contribute meaningfully to discussions and 
decisions. This requires active facilitation to prevent dominant personalities from overwhelming 
quieter team members. Techniques like round-robin discussions, anonymous input collection, and 
structured brainstorming can help balance participation.
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Shared Purpose and Values

Teams need a compelling answer to "why are we here together?" This shared purpose provides direction during 
uncertainty and helps members make decisions when leadership isn't present.


Purpose Beyond Profit

While financial success matters, 
teams perform better when they 
connect their work to something 
larger than revenue generation. 
This might be customer impact, 
innovation advancement, or  
social contribution. The key is 
authenticity—the purpose must 
genuinely reflect what the team 
cares about and works toward.

Values in Action

Values only matter when they 
influence behavior. Effective 
teams identify 3-5 core values 
and embed them in hiring, 
performance evaluation, 
recognition programs, and 
decision-making processes.  
Each value should be specific 
enough to guide behavior  
and differentiate your team  
from others.

Story and Narrative

Strong teams develop shared 
stories that illustrate their values 
and purpose in action. These 
stories become cultural anchors 
that help new members 
understand expectations and 
reinforce desired behaviors 
among existing members. Collect 
and share stories about times 
when team members exemplified 
your values, especially during 
challenging situations.
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Clear Communication Channels

Communication infrastructure directly impacts cultural health. Teams need systems that facilitate transparency, 
enable collaboration, and ensure information flows effectively.


Recognition and Growth

People need to feel valued and see a path forward. Recognition and growth opportunities are essential cultural 
elements that drive engagement and retention.


Transparency by Default

Strong teams operate with a bias toward sharing information rather than hoarding it. This doesn't mean 
eliminating confidentiality where appropriate, but it does mean making team decisions, challenges, and 
successes visible to all members. Regular all-hands meetings, shared dashboards, and open 
documentation practices support this transparency.


Multiple Communication Channels

Different types of communication require different channels. Urgent issues need immediate 
communication methods, while complex topics benefit from thoughtful, written discussion. Strategic 
decisions require face-to-face dialogue, while routine updates can be shared asynchronously. Design your 
communication systems to match the content and urgency of different types of messages.


Feedback Culture

Strong teams normalize giving and receiving feedback as part of regular interaction, not just during 
formal review cycles. This requires training team members in effective feedback techniques and creating 
multiple opportunities for both peer-to-peer and manager-to-direct report feedback exchange.

01

02

03

Recognition Variety

Different people prefer different types of recognition. Some value public acknowledgment, 
others prefer private appreciation, and still others are motivated by growth opportunities  
or increased responsibility. Effective teams use multiple recognition approaches to match 
individual preferences.






Growth Mindset

Teams that embrace continuous learning and development create cultures where people 
feel excited about challenges rather than threatened by them. This includes normalizing 
skill development, providing learning resources, and celebrating progress rather than 
just outcomes.






Career Pathing

Even within small teams, people need to see opportunities for growth and advancement.  
This might involve skill development, project leadership opportunities, mentoring responsibilities, 
or exposure to other parts of the organization. Clear conversations about individual aspirations 
and organizational needs help align growth opportunities with business objectives.








Chapter 4


Mentorship as  
a Cultural Catalyst
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The Power of Mentorship in Culture Building

Mentorship serves as one of the most powerful tools for building and sustaining strong team culture. Unlike 
training programs or policy changes, mentorship creates personal relationships that embed cultural values at 
the individual level and propagate them throughout the organization.


Culture Transmission


Psychological Safety Acceleration


Leadership Development


Engagement and Retention


Mentorship provides a natural mechanism for passing cultural knowledge from experienced team members 
to newer ones. Mentors don't just teach skills—they model behaviors, share unwritten rules, and help 
mentees understand the nuances of how the team actually operates. This personal transmission is more 
effective than formal orientation programs because it's customized, ongoing, and relationship-based.


The mentor-mentee relationship creates a safe space for questions, mistakes, and exploration.  
When mentees feel supported by an experienced advocate, they're more likely to take risks, share ideas, 
and engage authentically with the broader team. This individual psychological safety then radiates  
outward, contributing to team-wide cultural health.


Mentorship creates a pipeline of leaders who understand and embody your team's culture. As mentees 
develop their skills and advance in their careers, they carry forward the cultural values and practices they 
learned through mentorship. This ensures cultural continuity and evolution over time.


Both mentors and mentees report higher job satisfaction and stronger organizational commitment.  
Mentors gain fulfillment from developing others and seeing their impact multiply. Mentees feel valued  
and supported, leading to higher retention rates and stronger performance.
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Creating Mentorship Programs That Work

Effective mentorship programs require thoughtful design and ongoing support. Random pairing of senior  
and junior team members rarely produces the desired outcomes.


Purpose-Driven Matching

Successful mentorship relationships align around clear objectives. Before making matches, 
identify what each potential mentee hopes to achieve—skill development, career 
advancement, cultural integration, or project guidance. Then match them with mentors who 
have relevant experience and demonstrated commitment to that type of development.

Multi-Directional Mentorship

While traditional mentorship flows from senior to junior team members, innovative programs 
also include peer mentoring, reverse mentoring (where junior members share knowledge with 
senior ones), and group mentoring models. This variety creates richer learning opportunities 
and reinforces the cultural value that everyone has something to teach and learn.

Integration with Career Development

Link mentorship to formal career development processes. When mentorship conversations 
align with performance reviews, individual development plans, and promotion criteria, both 
mentors and mentees take the relationship more seriously and achieve better outcomes.

Structured Flexibility

The best mentorship programs provide enough structure to ensure consistency while 
allowing flexibility for individual relationship dynamics. This might include suggested meeting 
frequencies, conversation frameworks, and milestone check-ins, while giving pairs freedom to 
adapt the relationship to their specific needs and working styles.

Mentor Training and Support

Don't assume that high performers automatically make good mentors. Effective mentoring 
requires specific skills—active listening, question asking, feedback giving, and goal setting. 
Provide mentor training that covers these competencies and create ongoing support 
networks where mentors can share challenges and best practices.
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Measuring Mentorship Impact

Like any cultural initiative, mentorship programs benefit from measurement and continuous improvement.


Relationship Quality Metrics

Survey participants regularly about 
relationship satisfaction, frequency of 
interaction, and perceived value. Track 
completion rates for mentorship pairs and 
identify patterns in successful versus 
struggling relationships.



Cultural Integration Measures

For new team members, measure how 
quickly they understand and embody team 
values, contribute to team objectives, and 
build relationships with colleagues. Compare 
these metrics between mentored and non-
mentored individuals to understand 
mentorship's cultural impact.



Career Advancement Outcomes

Track the career progression of mentorship 
program participants compared to non-
participants. Look at promotion rates,  
internal mobility, and leadership development 
over time. Also measure retention rates,  
as mentorship often strengthens 
organizational commitment.



Network Effects

Strong mentorship programs create 
expanding networks of relationships that 
extend beyond the original mentor-mentee 
pairs. Measure how participants'  
professional networks grow and how they 
contribute to broader team collaboration  
and knowledge sharing.



Skill Development Tracking

Before mentorship relationships begin, 
establish specific skill or knowledge 
development goals. Check progress regularly 
and measure achievement at relationship 
milestones. This provides concrete evidence 
of program value and helps refine matching 
and support processes.
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The 90-Day Culture Quick Start

Building strong team culture is a long-term endeavor, but you can create meaningful momentum in your first 90 
days with focused effort and strategic actions.


Days 
1-30 Assessment and Foundation Setting


Begin with a cultural assessment to understand your current state. Conduct one-on-one 
conversations with each team member to understand their perspectives on current team dynamics, 
challenges, and aspirations. Ask questions like: "What do you love about working on this team? What 
frustrates you? If you could change one thing about how we work together, what would it be?"



Simultaneously, observe team interactions during meetings, informal conversations, and collaborative 
work. Note communication patterns, decision-making processes, conflict resolution approaches, and 
energy levels. Pay attention to both explicit behaviors and subtle dynamics.



Document your findings and identify 2-3 priority areas for cultural improvement. Don't try to fix 
everything at once—focus on the changes that will have the highest impact on team effectiveness 
and satisfaction.







Days 
31-60 Quick Wins and Relationship Building


Implement small but visible changes that address some of the issues you identified.  
This might include restructuring meetings to ensure more balanced participation, creating new 
communication channels for better information sharing, or establishing recognition practices that 
celebrate team achievements.



Launch or formalize mentorship relationships during this period. Start with willing volunteers rather 
than mandating participation. Focus on creating positive initial experiences that will encourage 
broader adoption over time.



Begin hosting regular team-building activities that align with your cultural goals. This doesn't 
necessarily mean trust falls and rope courses—it could be lunch-and-learn sessions, cross-functional 
project collaborations, or informal coffee conversations that help team members connect personally 
and professionally.
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Days 
61-90 Momentum and Systematization


By this point, your quick wins should be generating positive feedback and increased  
engagement. Use this momentum to introduce more substantial cultural initiatives that require 
sustained commitment.



This is the ideal time to establish formal processes that will support long-term cultural health—
regular feedback cycles, team retrospectives, goal-setting practices, and development planning 
conversations.



Create mechanisms for ongoing cultural measurement and adjustment. This might include  
monthly pulse surveys, quarterly culture discussions, or semi-annual comprehensive assessments. 
The key is building cultural attention into your regular operating rhythm rather than treating it as  
a one-time initiative.








Tools and Frameworks


Weekly Cultural Check-ins

Incorporate brief culture discussions into regular team meetings. This might be a simple 
question like "How did we live our values this week?" or "What's one thing we could do 
differently to support each other better?" These regular touchpoints keep culture visible 
and create opportunities for continuous improvement.






The Culture Canvas

Adapt the business model canvas format to map out your team culture. Include sections 
for core values, key behaviors, communication norms, recognition practices, growth 
opportunities, and success metrics. This visual tool helps teams align on cultural priorities 
and identify gaps between current and desired states.






The Behavior-Impact Matrix

For each of your team values, identify specific behaviors that demonstrate the value  
and the impact those behaviors have on team effectiveness. This tool helps translate 
abstract values into concrete actions and makes it easier to recognize and reinforce 
cultural alignment.






Cultural Retrospectives

Adapt agile retrospective practices to focus specifically on cultural health. Regularly ask: 
"What cultural practices are working well? What's hindering our cultural goals? What 
should we try differently?" Use these sessions to continuously evolve your cultural 
practices based on team feedback and changing needs.
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Overcoming Resistance to Change

Cultural change inevitably encounters resistance. Anticipating and addressing this resistance is crucial  
for successful implementation.


Understand the Source

Resistance often stems from fear, past negative experiences, or genuine concerns about 
proposed changes. Take time to understand why people are hesitant rather than dismissing their 
concerns. Sometimes resistance provides valuable insights that improve your cultural initiatives.


Start Small and Build

Rather than announcing sweeping cultural changes, begin with small experiments that allow 
people to experience benefits before committing to larger shifts. Success with minor changes 
builds confidence and willingness to embrace more significant cultural evolution.


Involve Skeptics

Your biggest cultural skeptics often become your strongest advocates once they're convinced. 
Involve resistant team members in designing and implementing cultural initiatives. Their 
concerns can help you identify potential problems and create more robust solutions.


Communicate the Why

People need to understand not just what you're asking them to do differently, but why the 
changes matter for their success and the team's effectiveness. Connect cultural initiatives to 
business outcomes, individual growth opportunities, and team satisfaction improvements.


Celebrate Early Adopters

Recognize and appreciate team members who embrace new cultural practices. This positive 
reinforcement encourages continued participation and demonstrates to others that cultural 
engagement is valued and noticed.
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Long-term Culture Maintenance

Building strong culture is challenging, but sustaining it over time requires different skills and approaches. 
Culture naturally drifts without intentional maintenance, especially as teams grow, change composition, and 
face new challenges.



Embedding in Systems

The most sustainable cultural practices are those built into your team's regular operating systems. 
This means incorporating cultural elements into hiring processes, performance evaluations, meeting 
structures, and decision-making frameworks. When culture is embedded in how work gets done, it 
becomes self-reinforcing rather than dependent on individual champions.






Cultural Onboarding

New team members significantly impact cultural dynamics. Develop comprehensive onboarding 
processes that go beyond job training to include cultural immersion. Assign cultural buddies, share 
team stories, and create opportunities for new members to understand and contribute to cultural 
evolution from their first days.






Leadership Modeling

Cultural sustainability depends heavily on consistent leadership modeling of desired behaviors. This 
is particularly important during stressful periods when the temptation to abandon cultural practices 
for short-term efficiency gains is highest. How leaders behave during difficult times reveals the true 
strength of cultural commitment.






Regular Cultural Health Checks

Implement systematic approaches to assess cultural health over time. This might include annual 
culture surveys, focus groups, exit interviews that explore cultural factors, and regular team 
discussions about cultural evolution. Use this data to identify early warning signs of cultural drift and 
proactively address emerging issues.
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Adapting to Change

Strong cultures aren't static—they evolve in response to changing circumstances while maintaining core 
principles and values.


External Adaptation

Market changes, technological advances, 
and competitive pressures require 
cultural flexibility. Teams need cultures 
that can adapt to new ways of working 
while preserving the fundamental 
elements that drive their success. This 
requires distinguishing between core 
cultural values that remain constant and 
cultural practices that can evolve.






Growth Adaptation

As teams grow, cultural practices that 
worked for small groups may become 
unwieldy or ineffective. Scaling culture 
requires intentional evolution of practices 
while maintaining cultural essence. This 
might involve moving from informal to 
formal mentorship programs, creating 
subteam cultural practices, or developing 
cultural leadership at multiple levels.






Generational Adaptation

Different generations bring different 
expectations, communication styles, and 
work preferences. Successful teams 
adapt their cultural practices to 
accommodate diverse generational 
perspectives while maintaining cultural 
coherence. This doesn't mean 
abandoning proven practices, but it does 
mean being open to evolution that serves 
all team members effectively.






Crisis Adaptation

Major disruptions—economic downturns, 
organizational restructuring, or global 
events like pandemics—test cultural 
resilience. Strong cultures provide 
stability during uncertainty while 
remaining flexible enough to adapt 
practices as needed. Teams that maintain 
cultural health during crises often 
emerge stronger and more cohesive.
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Leadership Succession Planning

Cultural sustainability ultimately depends on developing multiple cultural leaders rather than relying  
on single champions.


Distributed Leadership

Instead of centralizing cultural responsibility with one leader, develop cultural leadership 
capabilities throughout your team. This creates redundancy and ensures cultural knowledge and 
commitment exist at multiple levels. Encourage team members to take ownership of different 
cultural elements—recognition programs, mentorship coordination, team building, or 
communication facilitation.
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Leadership Development Pipeline

Identify and develop team members who demonstrate strong cultural alignment and leadership 
potential. Provide them with opportunities to practice cultural leadership through project 
management, mentoring roles, or cross-functional initiatives. This creates a pipeline of leaders 
who understand and can perpetuate your cultural values.
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Knowledge Transfer

Document cultural practices, stories, and lessons learned so that cultural knowledge doesn't 
depend entirely on individual memory and experience. Create cultural playbooks that capture 
both explicit practices and implicit wisdom about what works in your specific team context.
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Succession Testing

Periodically create opportunities for emerging leaders to practice cultural leadership while  
current leaders step back. This might involve rotating meeting facilitation, having different  
people lead team building initiatives, or empowering junior members to onboard new team 
members. These experiences build cultural leadership capabilities and test the sustainability of 
your cultural practices.
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Building strong team culture is one of the most impactful investments you can make as a leader. The evidence 
is clear: teams with strong cultures outperform, retain talent better, innovate more effectively, and create more 
satisfying work experiences for everyone involved.



The journey begins with recognizing that culture isn't something that happens to your team—it's something 
you actively create through daily choices, behaviors, and practices. Every interaction, every decision, and every 
response to challenges shapes your cultural reality.



Conclusion

Your Culture Journey Starts Now

22
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Start Where You Are

You don't need perfect conditions or 
unlimited resources to begin building 
stronger culture. Start with the team you 
have, the challenges you face, and the 
opportunities immediately available to you. 
Small, consistent actions compound  
over time to create significant  
cultural transformation.



Focus on Foundations

While there are countless cultural practices 
you could implement, focus first on building 
strong foundations—psychological safety, 
clear communication, shared purpose, and 
growth opportunities. These elements 
create the base upon which all other 
cultural initiatives can succeed.



Embrace Mentorship

Throughout this guide, we've seen how 
mentorship serves as a powerful catalyst 
for cultural development. Whether you're 
implementing formal mentorship programs 
or simply encouraging more developmental 
relationships, mentorship creates the 
personal connections that make culture 
real and sustainable.



Measure and Adjust

Use data to guide your cultural 
development efforts. Regular feedback, 
assessment, and adjustment ensure that 
your cultural initiatives actually improve 
team effectiveness rather than just making 
people feel busy with cultural activities.



Think Long-term

Culture building is a marathon, not a sprint. 
Some changes will show immediate results, 
while others may take months or years to 
fully manifest. Maintain patience and 
persistence, celebrating progress while 
staying committed to the long-term vision.



Remember Your Why

During challenging periods—and there will 
be challenging periods—reconnect with 
why strong culture matters for your team's 
success and satisfaction. The effort 
required to build and maintain strong 
culture is significant, but the returns in 
terms of performance, engagement, and 
fulfillment make it one of the best 
investments you can make.



Your team's culture will exist whether you intentionally shape it or not. The question is whether it will be a culture 
that drives success, satisfaction, and growth, or one that creates frustration, underperformance, and turnover.



The choice is yours, and the journey starts now.






About Together

Together’s mentoring software empowers enterprise organizations to drive performance through relationships. 
Whether you’re running traditional 1:1 mentoring programs, peer or group mentoring programs, or just want to 
connect employees over a cup of coffee, Together matches employees at scale.


Together has consistently been granted the #1 mentorship software award for user experience by G2, the world’s 
leading software review site. 



Some of our customers include

Book Demo

Together Administrators Report...


Improved  
Employee Skills

94%  

Improved Inclusion 
and Support

100%

A More Connected 
Company

95%  

Improved Retention

79%  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