
A 6-Step process to ensure 
the highest possible return on 
investment in the development 
of your people. Discovery 
quantitatively and qualitatively 
demonstrates where a shift in 
the behaviors of your people 
will have the greatest impact 
on your business.
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Discover Optimize
ANALYSIS IS BASED ON  

THE 4 FACTORS OF HIGH PERFORMANCE  
ORGANIZATIONS

AN EAGLE’S FLIGHT DISCOVERY:

CURRENT
STATE

DESIRED
STATE

REPORT:

PRESENTATION:

30 pages of insights provide transparency on the data and recommendations.

Define Outcome
• If we were to create a culture of (x) the benefit to the organization 

would be (insert objective)
• Develop tactics – composition of focus groups and interviews
• Create the communication plan

Strategic Review
• Review relevant literature
• Understand business context
• Leverage complementary projects
• Analyze existing data – internal and external benchmarks 

Culture Benchmark
• Administer online Discovery Culture Survey
• Identify relevant data cuts

Alignment
• Interview key stakeholders and executives
• Ensure common understanding around the business drivers of 

the initiative

Experiential Focus Groups
• Engage participants in a focus group experience that ensures 

actionable feedback

Report: Presentation, Key Findings, and Next Steps
• Report on themes with both qualitative and quantitative data
• Reflect current culture and behaviors, and map the path to the 

desired culture
• Tactical plan with Gantt Chart

PROCESS OVERVIEW:

1

2

3

4

5

6
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What We Found
A. Stronger identity

EPL will want to ensure that everyone clearly understands the company’s story for the 
culture to be more effective. The need for a stronger identity is impacting other key 
business variables such as EPL’s positioning, decision making, brand attributes, values, 
direction and competitive advantage. Further, this impact is compounded by the quick 
pace at EPL, because it is a period of high work-volume and, at times, individuals must 
make decisions quickly and without proper consultation.   

• EPL’s QSR + positioning is “the convenience of a QSR with the quality of fast-casual”, 
which creates a grey area for employees and customers because it accentuates both 
speed and quality

• Clarification is required to help individuals apply better judgment when making 
decisions that might impact the organization  

• EPL needs to determine which strengths of the brand they want to accentuate (e.g., 
clean, grilled and healthy chicken) and provide education to employees and customers.

What We Heard
• In terms of the positioning of the brand as QSR +, the challenge is that we have a 

drive-thru, we don’t have table service, and we offer an excellent product. But, when 
you try to make us be something that we aren’t it gets confusing for employees and 
customers.

• Before creating the culture, you need to decide who are you, and this is still the 
question that we need to answer first. We are having what many refer to as an identity 
crisis. It’s okay to be called a Mexican fast food restaurant. We are fast food, but much 
better than any other fast food restaurant. We need to educate the consumer. 

• In our quest to become QSR+ we want to be something different versus what we 
are…  there is a feeling our brand is not current enough. One could question the 
strategy to have to create a new category that is going to lead us to make decisions… 
it is a very foggy thing… it is a made-up word. We are purposely sandwiching ourselves 
in the middle which can be a dangerous place to be. Interesting aspirational plus…My 
assessment is that we have one foot in each camp of QSR and Fast Service.

What the Data Tells Us
• On average, survey participants provided a 3.4 out of 5.0 agreement rating on “The 

kind of culture created allows the organization to outperform its competitors”.

30%

Key Themes
1. STRENGTH OF CULTURE

of the focus group respondents voted “Strength 
of the culture - provides a competitive advantage” 
as a weakness. 

 21 © and TM, Eagle’s Flight, Creative Training Excellence Inc.  
Not to be copied or reproduced without written permission. MEZ 036_0217

The Current Culture - Impact of Leadership*2
49%

77%

38%

49%

45%

0

Weakness

51% 79

23% 117

62% 109

51% 59

55% 98

100% 11

strength Vote Count

Sets Clear Direction 

Strength of 
LeaDerShip faCtor

Definition

Develops potential  
of Staff

empowers others

Lives the Values

holds Self and others 
accountable 

Delivers results

Clearly articulating a compelling vision  
for others

Creating learning opportunities to 
maximize the growth of others

Giving others the freedom to do their jobs 
within established boundaries 

Consistently walking the talk when it 
comes to the organization’s values

fostering a culture of responsibility over 
delivering on commitments

*participant-created factor
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Guidelines to Implement the  
Mission, Vision and Values2
As we know, a well-articulated mission, vision and values can energize 
companies towards positive business outcomes and give them a significant 
advantage over their competition. Even though many companies are 
spending large amounts of effort creating these statements, research 
indicates that they do not always resonate with employees.

According to Gallup researchers Nate Dvorak and Bailey Nelson, only 
four in ten employees strongly agree that the mission or purpose of their 
company makes them feel their job is important. Also, less than half of 
workers feel strongly connected to their company’s mission.

What can companies do to help ensure that employees clearly understand 
the company’s mission, vision and values and feel a connection to them in 
their own jobs? 

Below are suggested guidelines for leaders and managers to consider to 
help accomplish this objective.   
 

GUIDELINES:

1.  Walk the talk

Leaders need to take accountability to live the mission, vision and values 
and set an example that employees can observe and follow.

Leaders need to support employees by showing them respect and 
providing the resources needed to do their job successfully.

2.  Clear communication at launch

Facilitate small group sessions to kick off the mission, vision and values 
and ensure it is articulated in a clear and compelling manner.  

Use a variety of channels to support launch such as staff meetings, 
bulletin boards, email and websites to ensure the same message is 
communicated throughout the organization.

It’s clear that a majority of leaders and managers are failing to 
connect employees with their company’s mission or to sustain a 
purpose-driven culture.

- Nate Dvorak and Bailey Nelson, Gallup Journal

Research Insight: 

Leaders and 
managers need 
to take personal 
accountability to 
ensure that the 
mission, vision and 
values statements 
are more than just 
words in a corporate 
document.“
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Tactical Plan

1. DEFINE THE CULTURE

2. LEAD THE CULTURE

    • Executive Programming

    • Culture Meetings

  • Manager Programming

3.  OWN THE CULTURE

    • All Employees

5.  QUARTERLY CULTURE 
 SCORECARD

2017 2018

Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4

Apply

Measure

Reinforcement

Maximizing Personal Effectiveness Taming Time

Programming

Meetings

Culture Kick-off Event Culture Event 2

Engagement Discovery

Reinforcement

Rollout

Day 1 Day 2 Day 3

Reinforce

Apply

Suppport

Suppport

Suppport

Suppport

Suppport

Suppport

Suppport

Apply Apply Apply Apply Apply

Cascade Cascade Cascade Cascade Cascade Cascade Cascade

Engagement Discovery

• Content
• Reinforcement
• Measurement
• Sustainability

Proposed Solution

Overview: MaxiMizing PerforMance Through engageMenT

Maximizing Performance Through engagement

The Discovery Report clearly demonstrates that 
there is untapped potential within the Oakville 
office of APUC.  Employees feel they have more to 
contribute, not less.   

There are 3 steps to engage employees in a 
stronger sense of what APUC stands for, (purpose 
and values), and how each individual and leader 
can more effectively contribute to the growth and 
success of the organization.

Step One: Define the Culture

The APUC success story has instilled a common sense 
of pride throughout the organization.  Rapid growth has 
put pressure on the system that has contributed to the 
employee perception of inconsistencies in the culture. 
Communication, strategy, processes and tools, leadership 
styles, and seemingly conflicting project priorities are 
symptomatic of a culture whose purpose and values are 
not adequately upheld. 

REfining VAlUES AnD BEhAViOURS
• Ensure they are authentic
• Ensure the behaviors are relevant and meaningful at  

all levels

ExECUTiVE AlignmEnT
• Understand and commit to model and require the values
• Communicate Expectations – organizational wide

Step Two: lead the Culture

Discretionary effort is high when the relationship 
between the leader and direct report is effective.  growth 
has pushed some people into new, changing or even 
uncomfortable leadership roles. 

fOCUS fOR ExECUTiVES
• modelling a high performance culture
• Coaching and requiring the new standard

fOCUS fOR mAnAgERS
• foundational leadership skill – managers must know 

how to model, coach and require the culture
• leading high Performance Teams
• Empowering the Workforce

Step Three: Own the Culture

Employees have had an opportunity to strongly state 
their desire for a more positive and productive work 
environment.  now they must take action to realize 
it.  Once the behaviours and expectations have been 
effectively cascaded by leadership, the entire organization 
must be held accountable to the new culture.

BREAking DOWn ThE SilOS: All EmPlOyEES
• Understand the impact of individual behaviours on the 

culture
• Align the organization around a common sense of 

purpose

DEVElOP EmPlOyEES
• Empower employees to improve their own engagement
• Personal effectiveness – ensuring clarity and 

maximizing impact

mEASURE
• monitor leading indicators of engagement and culture to 

remain focused on achieving increased productivity
Clarity of purpose and values drives profit. Companies with a 
well-articulated and authentically-lived purpose had 410% growth 
over a 10-year period compared to 107% growth for the S&P 500.
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reSULTS

Live the new Behaviors

understand & live the values

Heart Head Hands Harvest

the employees 
to own the values

Link to corporate 
performance metrics

Overview: MaxiMizing PerforMance Through engageMenT

Maximizing Performance Through engagement

The Discovery Report clearly demonstrates that 
there is untapped potential within the Oakville 
office of APUC.  Employees feel they have more to 
contribute, not less.   

There are 3 steps to engage employees in a 
stronger sense of what APUC stands for, (purpose 
and values), and how each individual and leader 
can more effectively contribute to the growth and 
success of the organization.

Step One: Define the Culture

The APUC success story has instilled a common sense 
of pride throughout the organization.  Rapid growth has 
put pressure on the system that has contributed to the 
employee perception of inconsistencies in the culture. 
Communication, strategy, processes and tools, leadership 
styles, and seemingly conflicting project priorities are 
symptomatic of a culture whose purpose and values are 
not adequately upheld. 

REfining VAlUES AnD BEhAViOURS
• Ensure they are authentic
• Ensure the behaviors are relevant and meaningful at  

all levels

ExECUTiVE AlignmEnT
• Understand and commit to model and require the values
• Communicate Expectations – organizational wide

Step Two: lead the Culture

Discretionary effort is high when the relationship 
between the leader and direct report is effective.  growth 
has pushed some people into new, changing or even 
uncomfortable leadership roles. 

fOCUS fOR ExECUTiVES
• modelling a high performance culture
• Coaching and requiring the new standard

fOCUS fOR mAnAgERS
• foundational leadership skill – managers must know 

how to model, coach and require the culture
• leading high Performance Teams
• Empowering the Workforce

Step Three: Own the Culture

Employees have had an opportunity to strongly state 
their desire for a more positive and productive work 
environment.  now they must take action to realize 
it.  Once the behaviours and expectations have been 
effectively cascaded by leadership, the entire organization 
must be held accountable to the new culture.

BREAking DOWn ThE SilOS: All EmPlOyEES
• Understand the impact of individual behaviours on the 

culture
• Align the organization around a common sense of 

purpose

DEVElOP EmPlOyEES
• Empower employees to improve their own engagement
• Personal effectiveness – ensuring clarity and 

maximizing impact

mEASURE
• monitor leading indicators of engagement and culture to 

remain focused on achieving increased productivity
Clarity of purpose and values drives profit. Companies with a 
well-articulated and authentically-lived purpose had 410% growth 
over a 10-year period compared to 107% growth for the S&P 500.
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reSULTS

Live the new Behaviors

understand & live the values

Heart Head Hands Harvest

the employees 
to own the values

Link to corporate 
performance metrics

COMPANY XYZAugust 2016

Defines where a 
shift in behaviors will 
optimize productivity

Creates a roadmap 
for Culture 

Transformation

Provides data-driven  
insight to confidently move 
forward on a plan of action



FAQS
What differentiates your Discovery process 
from others?
Eagle’s Flight specializes in Experiential Learning. We 
provide our clients a better outcome by truly engaging 
the learner.  We use this same process to collect 
more reliable data and insights from our Discovery 
participants.

What are the 4 Factors of High Performance 
Organizations based upon?
Experience and assessment.  For over 25 years we 
have delivered on training and business outcomes for 
our clients, developed competencies and behavioral 
models, and executed thousands of surveys and 
multi rater assessments across all industries. The 
Discovery structure is based on our codification of high 
performance.

What can my organization do to maximize 
efficiency?
Work with us to identify the right people to talk to and 
provide us access to strategic literature. Working with 
us to organize calendars is also a significant timesaver.

Can we use internal staff to work with you 
on the Discovery?
It depends on the objective and the current state of the 
culture, but in principle the answer is yes. We will need 
to discuss implications on the quality of feedback we 
will receive.

Will your recommendations be Eagle’s Flight 
programs?
The recommendations are provided in a way that they 
could be executed upon by your organization. The 
Eagle’s Flight solution is separate and provided within 
the context of “if you were to ask for our help with 
these recommendations, here is what we would do.”

How difficult is it to manage the reaction to 
the results?
We are 100% confident in our process and the data. 
The power of this report is that the results can’t be 
challenged. It is a true reflection of what your people 
said about your organization.  

We put a great deal of care into unpacking this data in a 
clear and respectful manner. What we heard, what we 
found, what the data tells us are always paired with a 
recommended action.

Aren’t the problems with most organizations 
similar? 
The “labels” people use to describe what is going on 
across organizations can be quite similar. Silos, account-
ability, team work, etc.  The root causes are almost 
always unique and not readily available at the surface.

Why should I invest in Discovery?
On one hand, it is an insurance policy to make sure you 
are focusing on the right things, creating a solid busi-
ness case to move forward on your plan. On the other 
hand, you could end up with a completely different 
approach that will already have momentum behind it.

1-800-567-8079   worldwide 1-519-767-1747 
www.eaglesflight.com
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TYPICAL PROJECT OVERVIEW
Duration: 6 weeks

Interviews: Ten 90 minute interviews

Discovery Survey: 25 questions, online with up to 
three data cuts

Focus Groups:  Three sessions with up to 25 
participants

Report: 20 – 30 pages plus survey data

Presentation: Executive Summary and 
Communication to organization

Solution: Level specific: measurement: 
reinforcement; sustainability; content; tactical plan

*Organizational structure and geography may 
require additional interviews and focus groups

Toll-Free North America: 1-800-567-8079   •   International: +1-519-767-1747   •   www.eaglesflight.com    
Asia Pacific: +65-6805-0668   •   Europe: +44 (0) 1753-533010   •   South America: +55-11-3050-2210   


