This world in which we live, and where we operate, is evolving at an ever-increasing pace. And now, more than ever before, as we hope to emerge soon from our COVID halt, the pressure is on to rebuild, reboot, and regain what has been lost over this last year and reposition ourselves as THE sustainable river cruise company. This volatile, uncertain, complex, and ambiguous era presents us with some challenges– even more so as we simultaneously implement our newly launched Sustainability strategy. Ultimately, these challenges fall onto the shoulders of us, as the team leading the organization forward on its sustainability journey. Yet with every challenge, comes the potential for learning and growth, so let's address these leadership challenges one by one, examine how best we may adapt ourselves to these times, and turn these challenges into opportunities.
Lets start with employee engagement: a challenge that is not unique to our organization, but rather one that is faced worldwide, and increasingly so in turbulent times  (Markos, Sridevi 2010)
With the implementation of a sustainability strategy, behavioral change, from all of us across our organization, is required, as emphasized by (Eccles, Perkins et al. 2012) . And in order to successfully transition, as shown by Galpin and Whittington 2012, employee engagement is an absolute necessity for our strategy implementation (Galpin, Whittington 2012). 
And here comes our opportunity: As explained by Zhou, Luo et. Al 2018 (Zhou, Luo et al. 2018) CSR has not only a direct and positive relationship with organizational pride, but rather an exponential effect on job satisfaction and commitment, which may lead to developed employee engagement and ultimately long term financial gains for the organization. 
The key behind increasing our employee engagement? An outcome of recent research conducted by Gallup  (Gallup 2021),  is that employees need purpose and meaning within their work – this is the “what” that is driving employee engagement. Importantly, they also want relationships, in particular with a leader that can coach and develop them further. And here we have it: the designated “who” that can drive employee engagement. It is revealed in these same studies that according to employees, 70% of the variance in team engagement is due solely to the leader.
According to the Sustainable Leadership Pyramid from Avery and Bergsteiner, 2011,  (Avery, Bergsteiner 2011) we may face a few barriers, as well as opportunities, within our organization when it comes to tackling this particular leadership challenge.
1.) CEO and top-team leadership: First question we need to ask ourselves: Are we, as the leadership circle, infact all on the same wavelength when it comes to our sustainable commitment level? Unity across our Leadership team is vital, and the example set across our organization starts right here, with us.

2.) Trust: As emphasized by  (Rich, Lepine et al. 2010), if there is low trust from the employees in the ability to display true authenticity, they will disengage from the organization. When it comes to building trust, relationships are crucial here, and as proposed by  (Gentry, Eckert et al. 2014), as leaders we should further develop our relationship-building skills, and we might want to consider the following points:

· That each leader takes an active role in mentoring, coaching and personal development of our employees 
· By ensuring that we have all equipment, facilities and support in place to enable them to implement whatever we are asking of them
· Manage team effectiveness by making sure our purpose has been communicated without ambiguity, and that we have strong support structures in place

3.) Innovation and long-term perspective: We have been hit very hard by Covid, and understandably we prioritize our immediate recovery in the short term. However, we need to consider that every decision made and every action taken now will impact our long term success, and we need to be prepared to invest in our employees, and their development, already from our restart, and to encourage and celebrate creative and revolutionary ideas and approaches brought forward across all levels. Again, as per  (Gentry, Eckert et al. 2014) we can develop our own skills to enact change by :

· Setting an example as the leader, and encouraging a mindset that welcomes change as an opportunity
· By embracing emotional reactions to change – we need to understand that rational explanations are just not enough to trigger buy in – we need to engage our people by showing passion and authenticity and expressing emotions. 


4.) Developing people: As was perfectly expressed by Crews 2010, “The organizations that excel in the future will be those that understand how to engage every member of the organization, gain their buy-in to new initiatives, and build capacity for learning at all levels of the organization”  (Crews 2010) We have a learning culture built already, so lets maximize this and incorporate sustainability as a learning topic across every level.

5.) Responsibility for environment: As shared by Polman and Bhattacharya 2016 (Polman, Bhattacharya 2016) 76% of Unilever employees feel that their role at work allows for them to individually contribute towards the company’s overall sustainability impact. This is due to a company-wide sustainability training initiative that is translated into their daily tasks – and it is no coincidence that 80% of their employees classify themselves as actively engaged – in a current era where most organizations reflect a 20% employee engagement level. Every single team member has an important role to play, and you as their leader can ensure this responsibility translates into the workplace itself, our working procedures and involves each of our employees.

So lets consider this as our call to action, and accept this opportunity to evolve, to lead, motivate and inspire an engaged workforce who will achieve great things together.
Until our next Sustainability Leadership Challenge, thanks for listening
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