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Exponential change has been taken to 

the next level by Covid-19 and “remote 

everything”, moving individuals to focus 

on short-term personal interests

Evolving complexity 
contributes to 
disengagement 
towards collective 
endeavors

Focus on short-term 
personal interests 

(my health, family, job…)

A New Context

Inattention / apathy towards 
long-term collective endeavors 

(our team/company’s plans. 
E.g. “The Great Resignation”)

Globalization

Digitalization

Environmental
& social turmoil

Covid-19

Remote work, 
“remote everything”

Growing 
complexity for 

individuals

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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There is a proven relationship 

between engagement, 

employee performance and 

strategy execution

Disengagement 
is at the heart of 
failing strategy 
executions

Strategy and Disengagement

Engagement…

Only 20% of employees 
declare being engaged

In companies having 
formal  Engagement 
Programs, 50% of the 
employees declare being 
engaged

In companies with best 
practices in engagement, 
75% of employees 
declare being engaged

…drives employee 
performance…

Companies with best 
practices in engagement:

• Are 14% more productive

• Are 18% more effective 
in sales

• Generate 10% more 
customer loyalty

…towards successful 
strategy execution…

Companies with best 
practices in engagement, 
are 23% more profitable

Source: “The Relationship Between Engagement at Work and Organizational Outcomes” (Gallup)

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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“Classic” pain 
points introduce 
disengagement 
factors

Organizations must take action to 

overcome these pain points 

Frequent Aggravating Factors

Unattractive employee 
value proposition

Silo culture

Unclear operational 
model – low employee 

empowerment

Uninspiring leadership 
from managers

Lack of clarity about 
where do we go 

(vision & strategy)

Erratic remote 
work policies

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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High engagement creates the 

desire to contribute to successful 

strategy execution

Focusing on 
conversations is 
proven to boost 
engagement – has 
a potent impact

How To Engage Employees

Powerful 

conversations…

Open & safe 

environment 

created for the frank 

exchange of ideas 

among all 

employees about 

where we are and 

where do we want 

to go

…led by internal 

“influencers”… 

Multicategory 

community of line 

managers, with solid 

results track record, 

“people” skills & 

potential to take on 

additional 

leadership 

responsibilities

…to stimulate 

protagonism…

Call to everyone to 

transform obstacles 

into solutions, with 

meaningful 

contributions 

(to own the change 

process)

…and collective 

commitment

Contagion of 

positive energy and 

collaboration 

attitude among 

colleagues 

(role modeling)

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Execution through a structured 

process organized in phases 

ensures getting results 

Involve everyone
in the process, 
after initial set-up 
with executives and 
“influencers”

The Deployment
Get alignment at

executive level

Agree on why, with 

what and how of 

change (narrative)

Agree on leadership 

principles and attitudes 

required to engage 

the organization

Engage & prepare 

“influencers”

Start co-creation with 

“influencers”, in an initial 

engagement journey

Train “influencers” 

to lead and role model 

desired behaviors

Involve the 

organization

Conduct powerful 

conversations 

at scale

Identify initiatives 

to solve common 

engagement-related 

pain points

Step 1 Step 2 Step 3

Address common 

pain points

Launch initiatives with 

teams focused on 

solving pain points

Apply new ways of 

working and ensure 

role modeling take 

place across the org.

Step 4

Systemic Program Management

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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As a first step, top management 

co-creates a powerful, shared 

purpose-centric change narrative 

that will later translate into 

coherent communication to 

engage the organization

Agree on why, 
what and 
how of change 
(narrative)

Step 1 – (1/2)
Get Alignment At Executive Level

WHY

Transcendent purpose that 

mobilizes people

Space for each individual to 

connect the company’s 

vision to personal drivers

WHAT

Vision and strategy to move 

company forward

Implications on operating 

model, organizational 

structure and talent

HOW

Mindset and behaviors 

required in the organi-

zation to embrace change

Top management’s 

leadership principles to 

engage the organization

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Top management team’s role 

modeling is the cornerstone that 

will irradiate desired attitudes and 

behaviors to the organization

Agree on leadership 
principles & attitudes 
required to engage 
the organization

Accountability
and execution

Sense-making
and direction

Empowerment

Lead from
within

Embrace a growth mindset 
and lead with purpose
• Be conscious of own drivers
• Have the courage to transform personally
• Assume full responsibility

Read the present 
to shape the future
• Create shared context 
• Hold the vision
• Anticipate patters and connections     
• Navigate complexity

Connect with people 
to thrive and perform 
collectively
• Foster safety 
• Engage and co-create
• Unfold potential 

Enable results through 
shared commitment
• Prioritize and focus
• Hold the tension
• Rapidly adapt
• Ensure execution 

discipline

Step 1 – (2/2)
Get Alignment At Executive Level

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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“Influencers” become members of 

transversal community of change 

agents that generates a viral multiplier 

effect on employee engagement

Start co-creation 
with “influencers”, 
in an initial 
engagement journey

Step 2 – (1/2)
Engage & Prepare “influencers” Multifunctional...

...community...

...of reputed line managers...

...with solid results track record,...

“people” skills...

...and potential to take on additional
leadership responsibilities

Individuals empowered beyond hierarchy…

…creating win-win relations among them…

…promoting transversal collaboration…

…focused on having real business impact…

…while role modelling desired behaviors…

…based on their own motivation to 
become the future leaders of the company

Characteristics of “influencers” Benefits for the organization

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Initial training can be followed 

by on-the-job support and by 

community reconnection 

sessions, in which “influencers” 

exchange learnings from their 

day-to-day experiences

Train ‘influencers’ to 
lead and role model 
desired behaviors

Facilitate 

powerful conversations

Context setting (for psychological safety)

Formulation of powerful questions

Facilitation of protagonist attitudes

Management of challenging perspectives

Handling of action follow-up

Empathy / role modelling

The right set of skills to stimulate employee 
engagement towards strategy execution

Lead high-performing 

(agile) team dynamics

Customer and value focus

Empowerment of team members

Short work cycles

Transversal collaboration

Frequent feedback

MVP / “Fail fast”

“Influencer” role

Step 2 – (1/2)
Engage & Prepare “influencers”

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Conversations promote protagonism, 

actions and commitments, 

based on continuous self-reflection 

and exchange of ideas with colleagues 

in an open and frank environment

Conduct powerful 
conversations at scale

Step 3 – (1/2)
Involve The Organization

Dynamics

• Communication, in plenary, of key company 
messages about why, what and how

• Conversations in small groups among 
employees, facilitated by “influencers”

• Collection of ideas / feedback, in plenary

Open and frank environment

• Focus on psychological safety, so that 
everyone feels they can speak up and 
listen…

• …and special attention on powerful 
feedback,as a self and collective 
improvement tool

Conversations at scale

• 50-70 employees per session to generate 
cohesion while listening to key company 
messages…

• …subdivided in small groups of 6-9 
employees to generate the intimacy 
required for the exchange of rich ideas

Content in conversations

• What’s my/our context?

• Where do I/we want to go? Why? 
(protagonism)

• What can I/we do? (actions)

• How? (commitments)

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Initiatives, identified after having listened to 

the organization, are key collective efforts to 

solve common pain points, complementary 

to individuals’ commitments about own 

opportunity areas 

Identify initiatives 
to solve common 
engagement-related 
pain points

Feedback forms 
from conversations’ 

participants

Reports from 
“influencers” on 
conversations

Direct observation of 
conversations by top 

management

Individuals’ commitments

Step 3 – (2/2)
Involve The Organization

Analysis and 
insights

Initiatives to 
solve common 

pain points

Roadmap and 
implementation

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Tangible results and role modeling from 

teams of ‘influencers’ progressively 

develop the new behaviors of desired 

culture across the organization

Launch initiatives 
with teams focused 
on solving pain 
points

Focused on 
clarification of 
company position…

Examples:
• Global and local 

strategy
• New operational 

model

…or on definition of 
new measures

Examples:
• Adjustments in 

performance 
management

• New remote work 
policies

Business-centric…

Examples:
• Business objectives 

review
• New shared-services 

structure

…and people-centric 
initiatives

Examples:
• Training value 

proposition revamp
• New career 

progression model

Addressed by teams 
composed by 
‘influencers’

• Empowered teams 
of ‘influencers’…

• …usually take a 
global 
CEO-type 
perspective…

• …to address common 
pain points related to 
transversal issues

Executed following 
agile principles

• Fostering adoption 
of new ways of 
working…

• ..through agile 
coaching…

• …focused on team 
effectiveness, value 
orientation, flexibility, 
pragmatism, 
empowerment and 
continuous 
improvement

Initiatives to solve common pain points

Step 4 
Address Common Pain Points 

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Improving engagement is a 

continuous non-linear process, 

which requires a significant amount 

of energy and time  

Systemic program 
management

Steps 1 - 4 Communication

Messages and events, aligned with 
other elements of the engagement 
process, designed to keep up morale

Insights & decision making

Periodic meetings with top 

management to review progress, 

capture lessons learned and decide 

about future engagement efforts

Measurement

Continuous evaluation of the 
evolution in engagement and its 
impact on business results

Coaching and shadowing

Coaching and participation of coaches 

in selected meetings to help key 

individuals to identify and sustain 

changes in mindset and behaviors

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Success of this 
type of programs 
translates into 
effective execution 
of strategy

Results

Shared vision 
and priorities

Timely execution 
of plans

Cohesion and
role modelling

Acceleration of
business results

Sense of ownership 
and belonging

Motivation
and well-being

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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A multi-energy company required 

engagement and support from all 

employees in the organization to 

ensure the success in execution of 

a challenging new value-versus-

growth strategy

Successful execution
of value-versus-growth 
strategy

Client Case
Situation

3,000 employees

Located in 20 countries

Energy transition context: 
industry tipping point 

New value-versus-growth 
strategic plan misunderstood 
by most employees

Low morale -> 
low performance -> 
poor focus on business 
results

Approach
(during 12 months)

3 phases of conversations and 
initiatives involving all 
employees, with focus on:

1st: Active listening and 
analysis of pain points

2nd: Initiatives to discuss 
about global company position 
on key business topics and to 
solve other engagement-
related pain points

3rd: Local adaptation of global 
solutions to pain points

(with previous preparation of a 
community of 40 “influencers”)

Results 
(after one year)

20% increase in 
employee engagement

50% positive deviation 
versus planned cashflow 
objectives

New conversation-based 
leadership style

New ways of working 
implemented -> agile 
execution of business 
initiatives

https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
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Meaningful Transformation. Together.
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WALK is a global consultancy focused on producing meaningful business transformation through leadership development and cultural change. Combining a team of strategy consultants, organizational psychologists, and leadership facilitators,

WALK works with large organizations to ensure effective execution of their business initiatives. We do so by aligning people with strategy and empowering them to embrace a new leadership paradigm for the digital age. WALK’s solutions include 

leadership development programs, alignment of executive teams, organizational engagement at scale, design and deployment of a digital culture, and implementation of new ways of working.

For more information contact info@walkleadership.com

https://www.walkleadership.com/
https://www.linkedin.com/company/walkleadership/
https://www.facebook.com/WalkLeadership/
https://twitter.com/WALKleadership
mailto:info@walkleadership.com

