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Who the Purpose  
& Culture Handbook is for

This handbook is for new Scouties, experienced Scout-
ies and those who want to find out whether Scout24 
could be the right potential employer for them (person- 
organisation fit). 

Hints on how to use this handbook
The handbook is a guide that describes what makes 
Scout24 unique and how you can best contribute to the 
success of the company, your team and yourself. 

You can use this handbook as a guide to navigate and 
better understand the company. 

1.1.

1.2.

You can use it in different ways:

1. As someone considering joining the company, you can 
use this document to gain a quick company overview 
and a first impression of whether you and Scout24 
could be “a match”. 

2. As a new Scouty, you can use it to help you navigate 
and better understand the company.

3. As an experienced Scouty, you can use it as a com-
pass to understand where the company is headed, 
to find resonance, and to grow in our workplace.

To help you quickly navigate this document, each chapter 
includes two reading keys:  

You’ll also find quotes in italics from people working at 
Scout24 throughout the document.

Overview (below the chapter title):
Notes about what you can expect when reading along.

Summary (at the end of each chapter):
Abstracts and keywords about the content if you didn’t 
read it in full.
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02. 
What a Purpose  
& Culture Handbook is 
and why we have one

What is a Purpose & Culture Handbook?
Why do we have one?

A Purpose & Culture Handbook is the purest distillation 
of a business’s ethos in all areas, from who you hire to 
how you conduct business. 

It is an instrument to put everyone on the same page in 
terms of common values, mindset and ideas, and there-
fore serves as guidance and as an orientation framework. 
Especially in times of change, such orientation pillars 
are essential - they keep our vision clear and focused. 

Please keep in mind that not everything in the handbook 
is a reality today - it is a combination of status quo and 
ambition. The goal is to give an overview of the com-
pany, to get everyone on the same page, to facilitate  
a common understanding of how to happily co-create/
co-exist and to learn where we have potential for future 
development. 
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Our company is in a state of change. It has grown quickly 
in recent years and continues to do so. This was a key 
reason for recording our corporate culture in this hand-
book: to take a step back, look at the past, be aware of 
the present in order to move towards the future together 
- focused, with a clear view and a firm footing.  

As a part of this process, the project Ways of Working 
(WOW) was launched in 2020. And within this, the Purpose 
& Culture Stream was born. Our CEO Gilles Despas and 
more than 50 employees came together to develop the 
first draft of a clear, unified picture of our company culture. 

We have put our heart and soul into the development 
of this handbook. We have listened, talked and debat-
ed with each other - and continue to do so! Because 
culture is always in motion and never stands still. And 
neither do we. 

Enjoy your reading!

The Purpose & Culture Stream Team

A Purpose and Culture Handbook  
describes the substance of a company - 
the business ethos in all areas. It outlines why we do what 
we do, where we want to go and how we work together. 
It therefore serves as a pillar for orientation - the reason 
this handbook exists.

03. 
How we define culture 
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How we define culture?
“Culture + you” 

We define company culture as the personality, 
glue and behaviour of our organisation. 

• Culture has many angles and aspects. 

• Culture consists of norms and values within a group. 
It begins when people develop a common under-
standing of how to behave, how to treat each other, 
how to solve things, and the joy we have in common. 

• A company culture is influenced by the purpose of 
the business, by strategy, by leadership and even by 
the vocabulary that is used. And vice versa.

• On the other hand, the contributions, personalities 
and backgrounds of each individual are the ingre-
dients that form the culture and can make it shine. 

• Culture is never static because it automatically adapts 
to changing circumstances. 

• A good culture should be the safe ground that gives 
people the opportunity to blossom and grow bigger 
than they ever expected.

• We shape the culture together and you’re an impor-
tant part of it.

For me, culture means what I think, feel, 
see and hear. The daily interaction with 
our colleagues, how we behave in difficult 
situations that are not so pleasant, but 
also how we celebrate successes together. 
An important point for me is authenticity 
- that is, I can be what I want - always in 
context, of course.

And with the awareness that the culture 
influences not just me, but all of us to-
gether, I have the opportunity to develop 
our culture and push it further.

Culture includes many things, changes constantly 
and you are part of it. Culture is created and nurtured 
by us. Wherever people come together, culture is created.

Valentin (Vali) Ritler, 
Head of Product Design ImmoScout24
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04. 
Where we come from and 
what we want to achieve

Where do we come from? 
Company history. Milestones. Where do we want to go?

First of all, we are very proud of our past achievements 
in shaping the industry.

Here is how it all started. 

Once upon a time in the early 1990s the Internet began 
to grow. And Daniel Grossen recognised the potential 
of this medium. His vision was this: The advertising 
market needs to be renewed. Different sources could 
be joined with different distribution channels. On the 
one hand, uploading and activation for the sellers need-
ed to be simplified. On the other hand, the ad should 
be distributed to the Internet, print media and even to 
teletext for the searchers. With this in mind, in 1995, he 
founded a cross-media webfactory with two friends. 
They called it Xmedia AG.

Consequently, the first “advertising platform” Auto-
Scout24 went online in 1996. Two years later, so did 
ImmoScout24. The marketplaces were expanded in 
2003 with Xannoncen, in 2005 with Autodom, and then 
in 2006 with MotoScout24. Xmedia was the technology 
supplier of Scout24 and also worked on many successful 
third party customer projects. 
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In 2007, the Flamatt-based companies merged with the 
Appenzell-based Media Swiss AG (Gate24) to form the 
Media Swiss Group. In 2009, our third large marketplace 
was acquired in the form of anibis.ch.

This was followed by takeovers and investments such 
as gratisinserate.ch and, more recently, IAZI, HypoGuide 
and CasaSoft. In 2019, a new marketplace with great 
potential was launched called FinanceScout24.

Other companies and cooperations came and went: Job-
scout was brought back “home” and left us for JobCloud. 
Omnimedia marketed advertising and, after some years, 
was partially transferred to the MediaImpact department. 
MyHandicap was even managed by us for a while. The 
“XVideo” took care of the moving pictures for Scout24 and 
Gate24 customers. From the company NewImpact, only 
the hosting remained with Xmedia.

Various changes in the shareholder base had little impact 
on the operative business. However, they led to a major 
change in 2008: The two remaining founders sold their 
shares and Ringier AG became our parent compa-
ny. For a while, the American investment company KKR 
became a minority holder and eventually, in February 
2020, “die Mobiliar” took over 50% of the shares. 
The engagement of “die Mobiliar” enabled a new growth 
strategy for Scout24.

There were also several offshoring initiatives. Some were 
more successful than others. But in 2009, Ringier-In-

ternational entered into Asia and the NhatVietGroup 
(NVG) joined Scout24 Schweiz AG. That turned out to 
be a clever move as NVG has emerged as an important 
pillar of the company.

In 2011, Oli Rihs took over the steering wheel as CEO in 
Flamatt. Under his leadership, Xmedia was merged into 
Scout24. In 2018, after seven successful years, he handed 
over the keys to our present CEO, Gilles Despas. With 
Gilles came a reorientation towards a more intentional 
growth course.

Of course, we have also had to deal with a few setbacks 
over the years: The dot-com crisis, Yellowworld, plus the 
collapse of the Content Management System market, 
and more. Nevertheless, the number of employees 
grew from 10 (in 1995) to 150 (in 2005) and has steadily 
increased to more than 500 in 2021. This brought new 
challenges for the organisation and its internal process-
es. Challenges sometimes came from the market. Mobile 
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telephony developed extremely quickly in an unexpected 
direction. Cars became electric. Data protection became 
stricter. And the fraudsters became digital. But we were 
always able to find the right answers to these changes.

Today we are a company standing on solid ground with 
great offers, good market share and several locations. 
And the journey continues, with new strategies and new 
horizons. The original vision still holds true: The classified 
market needs to be reinvented - over and over again.

To continue our success story, we know that we need to 
further push digital boundaries because so many things 
can be made simpler through digital transformation. 
Throughout our company history, we have expanded 
market by market - with great achievements and some 
failures. Leveraging our know-how and ecosystem 
strategic advantage will help us continue to do so.

It started with a vision: to renew the advertising 
business (Xmedia AG).
One after the other, our platforms were born: Auto-
Scout24 (1996), ImmoScout24 (1998), MotoScout24 
(2006), anibis (2009) and FinanceScout24 (2019). Since 
2009 the NhatVietGroup (NVG) has been a strong pillar 
of the Scout24 Group. The journey continues - with our 
CEO Gilles Despas at the helm we will keep pushing 
digital boundaries.      

05. 
Our Purpose. 
Our Vision. 
Our Mission.
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WHY do we do what we do? (Purpose)
WHERE are we going? (Vision)  
WHAT do we do? (Mission)

It is our purpose, our North Star, that permeates 
everything we do. It is the vision that points us in the 
right direction. And it is the mission that shows us 
what we need to do to pursue our vision in accordance 
with our purpose. 

This trinity, purpose – vision – mission, is created to 
exist together; each principle complements the others.

Our Purpose. WHY do we do what we do.

“We simplify people’s lives by pushing digital boundaries. 
Market by market.”

Our Vision. WHERE we are going. 

“We are the leading ecosystem of digital marketplaces 
in Switzerland, the preferred partner of industries and 
we are loved by consumers.”

Our Mission. WHAT we do.

“We shape industries, making them digital. We create 
marketplaces by facilitating transactions for customers 
and consumers.”

The trinity, purpose – vision – mission, is created to 
exist together; each principle complements the others.
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06. 
How we work

06. HOW DO WE WORK

How do we translate 
the purpose (why do we do what we do), the vision (where do 
we go) and mission (what do we do) into our everyday work?

How do we set goals?

How do we lead? 

How do we make decisions? 

How do we deal with each other in our daily work? 

How do we work together? 

How do we celebrate success? 

How do we deal with failure? 
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Our way of working 

We set goals aligned to our purpose, mission, vision.

Our purpose, vision, mission and marketplace strate-
gy guide the overall approach and focus for individual 
platforms. 

We have a clear long-term growth strategy for Scout24 
Schweiz AG.

We translate this long-term strategy into yearly mile-
stones and budgets to keep ourselves accountable and 
reach for clear objectives. 

We have a clear strategy for each of our businesses. 

• FinanceScout24

• AutoScout24/MotoScout24

• ImmoScout24

• Anibis

• Scout24 Advertising

Marketplace goals are translated into initiatives with 
measurable impact and goals for teams and individuals.

6.1.

06. HOW DO WE WORK

As a company, we want to earn money 
and grow sustainably so that we can 
invest in our future. To achieve that, we 
want to and must set ambitious targets 
and goals that are outside of our com-
fort zone. We would rather risk failure 
than set the bar too low. This requires 
outstanding performance on every level 
and an innovation-driven mindset.

Gilles Despas, CEO



24 2506. HOW DO WE WORK04. WHERE WE COME FROM AND WHAT WE WANT TO ACHIEVE

Connected. 

We keep ourselves informed, know the strategy - and 
ask questions so we truly understand it - and share 
information across the company. We accept that we 
each bear the responsibility to understand what every 
function and team does within Scout24 so we don’t end 
up working in silos. We make this all possible through 
Town Halls and AMA-Sessions as well as via Intranet 
and informal gatherings. We also take the opportunity 
to talk to each other whenever possible.

Internationally.

We are spread across five locations - Flamatt, Zurich, 
Magden (Switzerland), Ho Chi Minh City (Vietnam), and 
in Goa, Kerala (India) with IAZI.

We work in different places. 

We work across multiple locations because it is crucial to 
our business. We believe our company is most successful 
and that innovation happens when people engage with 
one another and know each other personally. So our 
offices are where people meet, interact, work together, 
hold workshops, and socialise - formally or informally. As 
such, we think 100% home office is a lost opportunity, 
and we treat our offices as hubs of important personal 
interaction. 

Customer focused | With an innovative mindset.

We simplify our external and internal customer and con-
sumer challenges and push their digital boundaries. We 
want them to have the best solutions and to be happy. 
Our approach is based on the belief that “think customer 
first” is the only way to success. This includes “outside-in 
thinking” and “end2end customer involvement”.   

We are consumer- and customer-centric. We can make 
assumptions about their needs and back these up with 
actual data. Through research and meetings with con-
sumers and customers, we can understand and antic-
ipate their needs. We are evidence-based, data-driven 
and continuously optimise our products and services.

In 2020, we developed new Innovation Thinking Princi-
ples; in 2021, we will test a framework called “bOOOst”, 
based on Design Thinking methodologies, to systemat-
ically integrate these principles in our organisation. 

(a) Think Customer First: systematic customer  
 involvement

(b) Explore Smartly: evaluate design, collaboration 
 and buying alternatives

(c) Execute Fast: with testing, then grow or kill 
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In our daily customer contact, we ex-
perience our culture in the fact that 
customers feel comfortable with us and 
give us positive feedback.

Florentina Dina, 
Loan Officer, FinanceScout24

Agile.

We are cross-functional and collaborate with the same 
unique goals in mind: Silos are unacceptable. In a digital 
world, there is very little that does not require having 
everyone around the table. By everyone, we mean: 
every function that’s crucial to the success of a project, 
a team, a goal (sales, product, IT, marketing, data, etc.). 
Only with a 360-degree view do we have the ability to 
understand challenges and make the right decisions.

Self-organised means self-disciplined: few processes 
and less hands-on line management means we follow 
agile principles “à la lettre” (e.g. scrum) to ensure each 
team member has an opportunity to contribute and to 
help us measure the team’s success and monitor goals. 
But there is no such thing as a free lunch: Agile also 
means automatic regular check-ins or steering meetings 
to report on success (or failure) and to ask for guidance, 
priorities or resources.

Ambitious, fast & decisive.

We act and decide in a speedy and sometimes imperfect 
way. Because “done” is better than “perfect”. And “go for 
it” is better than “define a process”.

Therefore, we are agile, ambitious and daring about trying 
new ways of doing something specific. We seek quick feed-
back on our results so we can improve rapidly. With such 
speed, we try to learn from failure instead of blaming 
each other for poor outcomes. We expect speed and 
quality from each other and always aim to be faster. 

We use a goal-setting process for verticals, 
teams and individuals. We achieve goals by working 
together, being value oriented (customer focused), in-
ternational, agile & decisive.
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How we work together and interact 
as individuals and teams 

6.2.

06. HOW DO WE WORK

What’s most critical
for our daily interactions within our teams and workgroups? 
How can we help each other to belong, feel respected and 
do a great job?

We are aligned with three fundamental elements:

1. We focus on facts and strive for the best results. 
With quality in focus, it doesn’t matter where you’re 
from, who you love or what else you do in your spare 
time. What matters to us is professional compe-
tence and the ability and willingness to collaborate. 

We treat everyone equally and don’t tolerate dis-
crimination based on sexual orientation, gender, 
age, ethnicity, nationality, religion, disability, marital 
status or political views. We value diversity in back-
ground, experience, thinking and approaches. We 
know that having different perspectives makes us 
stronger and helps us create better products and 
services.

2. We follow the basic principles of integrity and ethics. 
We behave in accordance with ethical principles, act 
in good faith, and maintain intellectual honesty and 
fairness. 

3. We trust by default. We form trust by owning and 
delivering on our personal commitments and respon-
sibilities. We take responsibility for our own actions, 
decisions, and their consequences.

These are our non-negotiables.



30 3106. HOW DO WE WORK

We are aligned with fundamental ele-
ments as a basis for trust: Basic prin-
ciples of integrity and ethics, treating 
everyone equally, not tolerating dis-
crimination, and seeing differences as 
opportunities rather than constraints.  
It is also about owning and delivering 
our personal responsibility.

Liam Truong, 
Director NVG

06. HOW DO WE WORK

What makes us happy and  
how we collaborate successfully 
at Scout24

6.3.

We empower colleagues.

• Listen and take a step back

• Give and receive feedback effectively  

• Value mental focus, which is critical for doing excel-
lent work. Help each other to focus by minimising 
interruptions

• Don’t be afraid to ask for (external) help 

• Increase self-organising teams (support teams in 
their efforts to identify how they can reach their 
goals)

• Use a coaching approach to encourage prob-
lem-solving and limit unnecessary escalation 

• Trust, value, and respect your colleagues as equals

• Live and show empathy 
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In the team, we experience culture by 
always being there for each other, be-
ing able to laugh together and support-
ing each other to achieve all goals.

anonymous 

Culture is like soil, giving us the nutri-
tion we need to grow our products.

Oliver Balmer,  
Project Manager

We practice clarity. 

• Be aware of complex interactions and dependencies, 
always look to minimise complexity and uncertainty 1

• Provide clarity, context and awareness

• Set clear goals and priorities 

• Ask for clarity and priorities (ask questions) 

• Take ownership and walk the talk

• Default to transparency and consistency 

• Live and apply our Leadership Principles to ourselves 

• Take a “Wikipedia-style” approach to information. Up-
date outdated information and clean up information 
“clutter” when no longer needed

We actively contribute to a positive atmosphere. 

• Embrace our differences

• Collaborate and connect with each other with empa-
thy and respect, valuing team spirit and team health

• Create positive/constructive energy for each other: 

• Smile, celebrate, have fun!

• Appreciate your team and your colleagues

• Be slow/gentle to judge each other to avoid social 
misunderstandings and channel our energy into a 
mutual focus on achieving great work together. Be 
aware of human behaviour (e.g. the fundamental 
attribution error2 )

• Cultivate the feeling of learning and growing

• Give yourself the needed attention (listen to yourself, 
if “you are ok, I am ok”) 
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• Encourage and practise active lifestyle and self-care 
(e.g. adequate sleep, exercise, compassion, learning) 

• Encourage healthy mental status (e.g. seek out coach-
ing, mentoring)

• Be self-aware and know your limits

• Try to bring your best possible self to work and em-
brace the best in others

It is worth noting that, because we work in a fast-mov-
ing industry, we can’t always predict our workload and 
circumstances. That said, we do not expect to work 
outside of the contractually agreed upon working hours. 
When there’s an emergency, we jump in and help each 
other out. Scouties go the “extra mile” when they want 
to achieve the “extra result” or when it’s necessary to 
resolve an issue. Nevertheless, emergencies and over-
time shouldn’t become the default way of working. Be-
ing mentally well-rested, physically fit and happy in our 
personal and professional lives is of the highest priority 
so that we can all do work we are proud of.

1 In information theory (physics) there is an interesting con-
cept regarding entropy. It is a measure of the complexity and 
unpredictability of information in a system. 

https://fs.blog/2018/11/entropy/ 

2 Fundamental attribution error: People tend to under-em-
phasize situational explanations for an individual’s observed 
behaviour while over-emphasizing dispositional and personal-
ity-based explanations for their behaviour. In other words, we 
often lay blame unfairly and onto other people’s personalities.

I see culture emerging as a great team 
spirit through various projects at the 
moment. And highly energised and 
positive people working hard to make 
things better.

Isabelle (Isa) Haller,  
Head of User Research

Our best work ultimately comes from
a place of trust, valuing each other, self-care, and making 
the most of the time we spend together. When we live 
and breathe these elements, we give and take what we 
each need to be successful. 
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Other things that make  
Scouties happy

6.4.

06. HOW DO WE WORK

What do Scouties value in our job environment? 
What makes us feel better in daily business?

According to the input of Scouties, these are just 
some of the aspects that raise their level of hap-
piness at work; you might like them too: 

• We like the team spirit in our organisation.

• You can connect with many interesting people from 
over 30 nationalities. 

• We like to meet in our coffee corners or lunch areas 
(many bring their own coffee and tea varieties with 
them). Join in!

• Talking about food: enjoy a meal from our great 
canteen kitchen in Flamatt (Bixtro). 

• Be part of the rituals of your team whenever pos-
sible. Or even propose new rituals. 

• You can benefit from an environment that encour-
ages experimentation.

• You can be “hands-on” and “pragmatic”. 

• We appreciate a mix of face-to-face collaboration 
and remote work. Use this flexibility within your 
team’s guard rails as it suits you best.

• We solve problems together. In time you will know 
who can and will join you to tackle a certain chal-
lenge. If not, ask around. 

• We form informal cross-vertical functional groups 
called “guilds” or “practices” where we work together 
and develop things outside of our day-to-day tasks. 
Which guild might you decide to join? 

• It’s important for us to have a team-internal zone of 
trust and comfort. It enables us to step out of it if 
needed. Use the opportunity to take that step.
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• We like to challenge ourselves and push each other 
to find even smarter solutions. That’s a good way to 
help each other improve.

• Speak your mind, let us know your opinion. Respect-
fully worded feedback is key to challenging ourselves 
and growing.

• We pride ourselves on being a digital crack. Go for it!

• We talk about the great work we did and the things 
that went really well.

• We find ways of having fun with each other - e.g. in 
sports and leisure groups that are open for you to 
participate in.

• We usually use our logos in a subtle way, mostly for 
events, and for team spirit. Some of us like to wear 
them or put them on our office stationary :-)

• We all contribute to the corporate culture. You’re 
sincerely invited to join us on this.

Looking for good vibes on the job? 
Then you might want to have a look at the suggestions 
in this chapter. They range from personal interactions 
and opportunities up to invitations to contribute. 

07. 
How we lead
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What’s our approach 
to leading and managing?

Everyone at Scout24 can be a leader. For us, leaders 
are those that live up to our Leadership Principles and 
Behaviour Criteria, newly defined in 2020. 

A Scout24 leader...

...drives Scout24 forward through understanding Scout24 
and its environment and seeks continuous growth for 
the company.

...is proactive, takes initiatives and demonstrates courage 
and resilience to make things happen.  

...actively engages with all relevant parties across the 
entire organisation to build knowledge and confidence 
in the topics they own or want to own. 

...inspires others to follow their lead through visionary 
thinking and understanding of the company strategy 
and their ability to translate it into actions.

...challenges others and accepts their own views to be 
challenged and improved. ...acts as a role model, inspires 
and motivates people to step up and follow.

...accepts and embraces diversity and strives for inclusion. 

Just like other agile companies, we distinguish be-
tween leadership and people management. We like 
to bring the right kind of work to the right people, irre-
spective of their rank or position. We believe the most 
important job of leaders and people managers is to 
create an environment for everyone to do great work, to 
thrive and be successful, which is not reserved for spe-
cial talents but anyone with the drive and commitment. 

We all can and are invited to lead at Scout24. That said, 
we depend on our people managers to play an essential 
role. They consistently build bridges between teams, 
promote mutual understanding, and support and learn 
from each other. They also intervene if the employee’s 
and company’s goals are no longer aligned. When we 
part ways with employees, we recognise the contribution 
of the employee and are fair to them. Sometimes this 
may also mean helping employees follow their passion 
and move to different Scout teams or units. 
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People managers: 

• give clear context and prioritisation, 

• lead initiatives, 

• create trust, 

• receive and give feedback, 

• create the most suitable teams, 

• provide appropriate resources, 

• and coach their teams or team members to make 
great decisions. 

Our people managers are also ultimately responsible for 
conducting our annual Performance Evaluation Meeting 
(PEM) process introduced in 2020 (formerly known as 
MAG “Mitarbeitergespräche”).

I see a good culture in my work  
colleagues and superiors.

Muhamet Alija,  
Loan Officer, FinanceScout24

You can lead at Scout24 
no matter your position, title or rank. 

08. 
How we make 
decisions
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How do we make decisions?

It is helpful to understand the Scout24 group eco-
system for broader context about our leading and 
decision making. The group ecosystem consists of a plat-
form-oriented organisation with strong shared units that 
aim to produce good value quickly and maintain strong 
functional assets and expertise that can be leveraged 
for the benefit of all the verticals. This way, the verticals 
can send each other users, leads, and if necessary, real-
locate budgets and share resources. We see ourselves 
as “Scouties First” and understand that the verticals are 
stronger together. For this, we strive for a tightly aligned 
but loosely coupled cross-functional team setup.

As we tackle complex topics, we often take on new 
missions or start new projects without clear ways 
forward. In these situations, when objectives don’t have 
clear paths or boundaries, we ideally want to discuss and 
agree upfront “who can decide what”. This clarifies the 
team’s autonomy, the authority to make decisions, com-
mitments, and roles. Because it’s impossible to pre-define 
everything, we commit to reviewing “who can decide what” 
regularly and adapt as circumstances change. 

We also aim to make fast decisions, and do not search 
for compromise but rather make informed and bold 

decisions. As such, this is not a democratic process, and 
sometimes the decision has to be made by the mission 
lead, a line manager or a steering committee. All situa-
tions are good for all of us because our goal is not „to 
be right” or „have the last word” but „to make clear, fast 
decisions and measure their success”. It’s not about “my 
idea or opinion is better” but “is it likely to be successful?”.      
We also work against things like “unanimity” and “group-
think” and expect people to agree to disagree, consent 
and move on, as if it were their own decision. 

The reality is, if we have data and real 
insights, we can let those drive our deci-
sions; if not, we must gather input and 
trust people we have in place to make 
decisions and yes, sometimes it is really 
top down (tip: the top is shareholders). 
But one thing is for certain: We can 
always have open or candid conversa-
tions about a decision and win each 
other over. We favour making fast de-
cisions in the face of uncertainty, espe-
cially when those are reversible.

Liam Truong,  
Director NVG
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As a decision-maker, it’s critical to ask for input be-
fore making decisions, and explain the reasoning and 
assumptions behind the decision making, e.g. data or 
evidence basis, customer feedback, experience, good 
feeling, a belief we’re trying to validate, etc. We aim to 
move quickly and not compromise speed, so we agree 
to revisit decisions in light of new information, always 
valuing and asking for input to contribute to robust 
decision making. 

We do not hide behind data. Rather, our approach is 
to first ask ourselves: “Am I not allowed to make the 
decision?”, “Will I damage the company?”, “Do I not have 
enough experience?”, “Is the decision permanent?” 

• Answering “No” to all questions means that you are 
probably okay to go ahead and decide.

• If an answer is “Yes”, then the approach is to assem-
ble a team with the proper background and input 
to decide together. 

Making decisions with 70% certainty is 
okay. Especially if a potential bad out-
come is easily reversible. If a bad out-
come is not reversible, take your time 
and be diligent. Be aware of the assump-
tions you’re making, and trust your gut.

Gilles Despas, CEO

Because we’re still working on getting good at this, each 
of us is encouraged to sound-check with each other and 
raise their hands if anything is unclear, not covered or 
if someone didn’t follow the decision making process. 
For example, it is okay and even encouraged to say, “I 
don’t understand the basis for this decision, can you 
please explain it to me?”. 

As a decision maker, it’s critical to be aware of how 
emotional intelligence (new manager leadership 
training) can help us make better decisions. Knowl-
edge of the causes of one’s own emotions - whether 
self-recognised or indicated by others – helps to prevent 
decision making based on emotions that have nothing 
to do with the decision.

We are all invited to participate in informed and fast 
decision making for the best collective work outcome. 
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09. HOW YOU CAN GROW WITH US

What does growth mean at Scout24? 
How can you challenge yourself and be ambitious here? 
And how can we grow together?

Growth at Scout24 means:9.1.

a) growing in my role, 

b) growing in another role, and 

c) learning to do my job better.

We value specialists, technical leaders and people man-
ager roles equally and want our employees to choose the 
path that best suits their skills, capabilities and growth 
areas. We promote people who have shown a great 
track record of performance, self-motivation, ability to 
learn, willingness to change, and who live the values and 
culture of Scout24. Because we have ambitious goals, 
we need the best people to succeed in all roles. 
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You* will grow with us if:9.2.

1. You know/learn how to own, lead, and be proactive. 

This means: You take responsibility, bring fresh per-
spectives and empower others. You are the owner 
of your job and you step up to be a leader. To seize 
growth opportunities, you should have the drive and 
willingness to make decisions and the ability to nav-
igate the organisational complexity and collaborate 
toward a common goal. The more we grow, the more 
we want to distribute ownership and accountability. 
This requires us to proactively seek and accept new 
challenges.

2. You are excited to work in an industry that shapes 
the future.

This means: The future is constantly emerging! To 
seize growth opportunities, you grow your network 
inside and outside the company. You permanently 
seek to be collaborative, look into the future, take 
risks, fail (and are okay being wrong), learn quickly, 
stay positive and try again. 

3. You care about people and encourage honesty.

This means: Feedback is a gift to give and receive 
often. Be honest about what you can improve in 
your work and performance, and encourage hon-

esty in others. By asking for feedback and seeking 
improvement, we own our own growth and are able 
to strengthen our skills, expertise and empathy. And 
that helps us improve together.

4. You stay curious and never stop developing.

This means: You actively work to get better and seek 
opportunities for growth within your team, your role, 
or new initiatives within Scout24. Since we strive for 
a learning culture that favours trying new things and 
questions the old, we encourage key competencies 
like self-guided learning and experimenting. 
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5. You embrace mobility. 

We encourage regular mobility across our verticals 
that allows you to enrich your own experience and 
those of your colleagues, who in turn may benefit from 
your unique views and skillset. We also systematically 
look at alternative opportunities for people who have 
been in the same role for more than 5 years. Manag-
ers would rather have a team member switch teams 
than have that great person leave Scout24 entirely.

6. You can live with our quirks and help us work 
on them (see chapter 10: Quirks of our company).

*Talks behind the scenes:

As mentioned in the introduction, this handbook was created 
through intensive exchanges between a wide variety of Scouties. 
We debated whether to begin statement points with “You” or 
“We”. We came to a common denominator: both, the “We” and 
the “You” are proper and important. A change is carried by a 
“We”. But the initial spark, the readiness, starts with the individ-
ual, with “You”. For the sake of simplicity we have written “You”.  

You can learn and live many aspects: 
to lead, be proactive, fast, understanding, how to inter-
act, problem-solve, encourage, provide feedback, etc.
Above all, you help to shape the company’s future 
through your own personal development.

10. 
Quirks of  
our company   
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What do we embrace and accept as part
of our quirky work culture, and what are we working to change? 

As with any company, we will always be 
perfectly imperfect; positivity will be the 
answer to many of our questions.

Gilles Despas, CEO

No company is perfect, especially one in constant trans-
formation. Some things may not be so great, and we’re 
okay with that. And there are things we are working to 
get better at. 

(a) We have five platforms that are all part of our 
common group strategy, and there are many things 
that we can learn from each other and leverage as we 
fundamentally solve the same problem: matching de-
mand and supply and helping to make better business 
transactions. 

To ensure the best speed for each business line, we 
manage each marketplace autonomously at an oper-
ational level. But the strategy for each marketplace is 
decided together at group level. The downside is that 

we may keep reinventing the wheel - even among our-
selves. This is something we look forward to balancing, 
and we do it intentionally so that we can learn from 
each other, for example, by increasing talent mobility 
across our verticals. 

(b) We are growing big quickly. This means many different 
initiatives, from new products to new processes, operating 
in multiple locations with different time zones, as well as 
introducing more roles and titles. The status of our com-
pany transformation means we accept and even enjoy the 
combination of a large company spirit and start-up spirit 
at the same time ;) We have less hierarchy than a large in-
surance group, for example, but obviously more hierarchy 
than at a start-up. We are always working to find a good 
mix of more processes and self-organisation. Ultimately, 
we work together in a platform-oriented organisation with 
strong shared units and a cross-functional team setup.  

(c) German was once our principal company lan-
guage, while German, French and Italian are our cus-
tomers’ languages and therefore our product languages. 
With 30 nationalities today and hundreds of colleagues 
who don’t speak German, English is now our official 
“common” language. But there are many inconsisten-
cies in language use in our daily documents, our designs 
and communication, and we are still transitioning. Official 
company communications are systematically in both 
German and English, and our documentation is either 
bilingual or English. Meetings are in English unless all 
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attendees agree to speak another preferred language. 
This makes us more diverse and ready for a world that 
requires all of us to master languages. We also support 
people who want to master English or German with 
foreign language courses.

(d) We are still working on attracting more diversity 
in our workplace. We value diversity in background, 
experience, thinking and approaches and are work-
ing on ways to attract and employ underrepresented 
minorities who have great skills and a passion for our 
business and innovation. 

(e) We pay at market. People join us because they like 
our ambition and like our way of working, not only for 
our pay. Remuneration is linked to the role and strongly 
linked to personal experience and performance. There-
fore, each salary is individual and different. We don’t 
believe we can compare salaries; each Scouty is more 
interested in his/her fair market value rather than how 
much their colleague earns.

(f) We are ambitious but mostly have too much on 
our plate and far too many meetings for our liking. 
We are addressing this by trying out a new Meeting 
Guideline framework (e.g. Meeting Principles). We also 
tend to tackle a lot of things simultaneously and are 
not always able to finish what we’ve started. Scout24 
is recognised as a great place to work, has received 
other awards, and is best suited for people who feel 
comfortable with a certain amount of ambiguity, dare 
to say “some chaos”. 

(g) Sometimes it’s frustrating when we don’t know 
how things work or what is the highest priority, how 
things connect and who is responsible for what. But we’ve 
found that if we ask questions to different people in differ-
ent places, we usually find the answers. If you believe the 
company or your team is not focused, you should raise 
your hand and speak out. One way of creating focus is to 
stop doing things that are not related to the company’s 
strategy or higher purpose. Ask yourself how your daily 
work relates to the strategy/missions. If you can’t answer 
that question, you should raise your hand. 

(h) We are working on gaining clarity about decision 
making. Seeking to gain more clarity, to know when 
top-down decisions have to be accepted, and where 
a feedback loop for team expressions is needed, is an 
ongoing journey for us. We’re still discovering the bound-
aries of where teams can make autonomous decisions 
and where/when they should not. As we are in constant 
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transformation, it is not always easy for us. But our goal is 
to get better at balancing quick decisions - including from 
the top sometimes - with team-empowered decisions. 

Being a privately owned company, our management 
team has a duty to make robust decisions and is ac-
countable to employees, customers and shareholders. 
Input and participation from teams and employees to 
make those decisions are absolutely necessary. Howev-
er, the overall responsibility to make tough calls lies in 
the hands of the management. Sometimes this is felt in 
our organisation as a “top-down” decision, especially if 
the intentions were not made clear enough or the topic 
being addressed is of special interest to a lot of people. 

You can help us develop this process by bringing to the 
attention of management any piece of information that 
might materially affect a decision’s outcome. Further-
more, you are absolutely entitled - even encouraged - to 
ask why a decision was made in a certain way.

(i) Because we’re constantly in flux, it’s easy to step 
on each other’s toes and make mistakes. We can take 
risks because our business reacts quickly to change, 
doesn’t have life-or-death consequences, and doesn’t 
require huge investments to experiment and innovate. 
We recognise this, so we keep our egos in check and 
don’t focus on being right, but rather on making the 
right decision. We assume that we’re all here to make 
magic happen together and are careful not to let our 

egos create bad feelings about each other. For exam-
ple, we revisit decisions in light of new information and 
aim to learn from it rather than emphasise how wrong 
someone was. Not every decision yields great results, 
but that is okay as long as it was done in service to the 
common goal. We will make mistakes, and that is also 
okay – because the only people who never make mis-
takes are those who don’t try anything new! 

(h) We do not have an “idea processing” system yet. 
Suggestions are welcome and accepted but not yet 
evaluated in a structured manner. 

(i) Our key information hub “inside” may contain  
a lot of outdated information. This adds a lot of com-
plexity so it may not be easy to navigate or to fully un-
derstand the company or how it operates in individual 
teams. We expect everyone to proactively validate the 
information and update it when necessary (Wikipedia 
style) since that is the only realistic way we can reduce 
this “information debt”.

Much of our “room for improvement” comes from 
being an ambitious company, which is a welcome 
trade-off because of the many benefits it brings. We 
help each other find the way, bring about clarity for one 
another, and cultivate a great place to work together.
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11. HOW WE NURTURE OUR CULTURE 

How do we cultivate our culture?

We maintain this handbook and hold each other ac-
countable for its contents. It helps us to remind our-
selves that culture is constantly evolving. 

In addition, a council was organised from the original 
workstream, which will continue to foster the topic of 
culture in the future. This council is also the contact point 
for all questions regarding our culture. Your input and 
constructive criticism (with specific examples please!) are 
very welcome. If you would like to share your thoughts, 
please contact culture@scout24.ch.

We are aware that culture 
is always in motion and that we all contribute to culture 
with our actions. 



Thank you for reading.

We are aware of the beautiful aspects of our culture, 
we will cultivate them and keep them alive. In addition, 
we can all pick up the pain points and bring them to 
decisions and actions.

THE JOURNEY CONTINUES.


