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Network to
Stay and Grow

 FEATURE

You have a busy day ahead of you. You have several meetings sched-
uled, you have work which you need to complete, and you have one 
or two personal errands to run. By the time you put artificial sweet-

ener and lactose-free soy milk in your coffee, you are already behind. As your 
workday ends, you take a moment to reflect. You moved so quickly between 
meetings, you barely had time to say hello to colleagues you passed in the hall. 
You rode the elevator with the new Vice President of Sales. “Hi, Bill,” she says. 
(Your name is Bob.) “Hi, Mandy,” you reply. (Her name is Mary.) You made 
progress on the work you needed to complete, yet your progress came with a 
cost—other than the meetings you attended and a few moments to grab lunch 
at the local deli, you never left your desk. You realize if there was a calendar 
for workers who represent a “heads-down” mentality, you would be Ms./Mr. 
November. The day feels like so many others.

Why You 
Need to 
Network 
Internally 
and Five 
Practical 
Ways to
Do It
By Ed Evarts

Time passes, and one day your boss 
calls you into his/her offi  ce to tell you 
that although you have been a good 
employee, your position has been 
eliminated, eff ective in one month. 
Your boss tells you that during this 
time period, while you are transi-
tioning your work to others, you can 
work with Human Resources to locate 
another position within the company.

At home that evening, once the 
news has sunk in, you realize the 
colleagues you pass in the hall, the 
coworkers with whom you attend 
meetings, and the executives with 
whom you occasionally ride the eleva-
tor, see you, but don’t know you. As 
you begin to look around for your 
next opportunity with your employer 
and encounter individuals who know 
little about your contributions and 
capabilities, it becomes apparent to 
you that you should have picked your 
head up a lot earlier.

THE CHANGING
WORLD OF WORK

Regardless of your age or the ten-
ure of your career, the world of work is 
changing at an exponential rate. Head-
spinning advances in technology, end-
less bottom-line fi nancial pressures, 
growing networks of global economies, 
and changing workplace demographics 
are signifi cantly impacting our experi-
ences in the workplace. 

Employers are acting as though 
employees are contractors. Th e clas-
sic career path is transforming from a 
linear track leading from supervisor 
to vice president into a series of job 
assignments – roles that exist within 
an organization to achieve a defi ned 
objective and end once the objective 
is achieved. We move from role to role 
and from company to company with 
greater comfort, ease, and fl uidity than 
any previous period in modern man-
agement history.
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Employers are looking to their 
employees to do more with less, and 
do more—faster. With new technology 
being integrated into organizations and 
co-workers being exited from organiza-
tions (and their jobs not fi lled), workdays 
have become something you survive 
instead of experience. Workers are busy 
and multitasking reigns.

Employers are expecting their 
employees to transition more quickly. 
Th ere was a time when companies were 
proud of their stability and consistency. 
Acquisitions were infrequent, cowork-
ers with whom you attended new hire 
orientation twenty years earlier still 
were around to join you for lunch, and 
a hard day’s work provided job security. 
Today, strategies, initiatives, fl oor plans, 
and organization structures are like the 
“secretary” in the 1990s sitcom Murphy 
Brown—every day when you come in, a 

new secretary is waiting for you. As if a 
lot of transition was not enough, organi-
zations also need to change quickly and 
nimbly. Th e competitive global market-
place shows little mercy for organiza-
tions that are slow to raise the bar for 
their customers and their employees.

Employers are reducing costs by 
creating virtual work experiences. 
Companies repeatedly look to tech-
nology to reduce costs and increase 
effi  ciencies. Webinars and teleclasses 
are replacing classroom training. 
Telepresence meetings and conference 
calls preclude the need to meet in per-
son. Th e need to be virtual is so omni-
present a coworker sitting in the cubicle 
next to you is more likely to send you 
and email asking if the report you are 
working on is ready, rather than take 
a few seconds to walk over and ask in 
person. Opportunities for colleagues to 

see each other and interact in person are 
slowly diminishing.

With the behavior of many com-
panies refl ecting the “do more, with 
less, and faster” virtual culture, the 
“busy day” scenario described earlier 
is increasing in frequency. Employees 
have little to no time to build broad 
awareness of the unique combina-
tion of competencies, skills, and value 
they bring to their organization. Th ese 
“heads-down” contributors barely have 
time to drink their coff ee, let alone 
proactively build their visibility with 
decision makers who may provide a 
new opportunity when the employee 
is faced with a demotion or job loss. 
When experiencing a change which 
impacts their career, employees are 
alone and vulnerable.

VALUE + VISIBILITY (V2)
As employees navigate the chang-

ing world of work, new paradigms 
are needed to reduce demotion or job 
loss exposure. While most employee/
employer relationships are at-will, indi-
viduals can take steps to minimize the 
likelihood and impact of an unexpected 
job-ending announcement. To increase 
the likelihood of a new opportunity 
with your current employer, the V2 for-
mula, Value + Visibility, is a good place 
to start.

What is value? In the world of work, 
value is generally viewed through the 
lens of business performance. Employees 
who help the organization reduce cost, 
increase revenue, improve margins, and 
execute are generally considered to be 
valuable. Being valuable, however, is 
diff erent than being a good performer. 
Th e unemployment landscape is lit-
tered with outstanding “heads-down” 
performers who believed good perfor-
mance equaled value. Faced with choos-
ing between two otherwise equal “above 
expectations” employees, an employer 
is likely to be swayed by the contribu-
tor who consistently reduces expenses, 
generates revenue, improves margins, 
and executes. Employers who believe 
they are receiving a good return on their 
investment (ROI) from employing you 
will feel a sense of value.

What is visibility? To achieve the 
goal of being visible, two foundational 
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provide their organization and take 
action increasing their visibility at work. 
An individual with perceived high value 
and high visibility is more likely to be 
successful than an employee with per-
ceived low value and low visibility.

Networking elicits a variety of emo-
tional responses from many individuals. 
Many are uncomfortable networking, as 
they feel they are selling themselves to 
a disinterested buyer. Others feel that 
networking is an ambiguous activity 
– for these individuals, what network-
ing is and how to network successfully 
is unclear. At work, many professionals 
believe they do not have time or oppor-
tunity to network. Adopt a new founda-
tion upon which to look at networking, 
using the following defi nition: “activi-
ties designed to build value and visibil-
ity within my organization.”

FIVE PRACTICAL WAYS TO 
NETWORK TO STAY AND GROW

Networking within your organiza-
tion is a purposeful activity. Networking 
at work takes time and requires plan-
ning. Consider the following as ways to 
build value and viwsibility and reduce 
the likelihood of unemployment. 

1. Assess your value in your organi-
zation with your boss. Schedule a con-
versation with your boss, ask for his/her 
feedback on your performance, and 

Value + Visibility (V2) Matrix
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activities exist– the intangible being 
“known” and tangible being “seen”: 

Being known is your reputation.
Individuals successful in this area are 
known for the business value which 
they provide the organization, even to 
colleagues who have yet to meet them. 
Th e old adage, “your reputation pre-
cedes you,” continues to exist due to 
individuals who are very successful in 
managing their reputation and provid-
ing recurring business value to their 
organization.

Being seen is your presence. 
Individuals successful in this area 
seize opportunities to provide busi-
ness value by “picking up their heads,” 
getting out of their offi  ce, partici-
pating in high profi le projects, and 
building relationships. Th ey identify 
opportunities to be seen in diff erent 
ways (i.e., subject matter expert, team 
member, cross-functional contribu-
tor). Th ese individuals have modifi ed 
the phrase “MBWA—manage by walk-
ing around” into “NBWA—network by 
walking around.”

Focusing only on your reputation or 
on being present within your organiza-
tion is not suffi  cient. You need to ensure 
that the targets of your eff orts are key 
decision makers in your organization. 
You also need a balance between value 
and visibility, as illustrated by the Value 
+ Visibility Matrix on this page.

NETWORK INTERNALLY TO BUILD 
YOUR VALUE AND VISIBILITY

Th e changing world of work has cre-
ated a new workplace paradigm which 
requires individuals to illustrate busi-
ness value and visibility as a strategy 
to increase the likelihood of continued 
employment. One of the key ways to 
identify and secure your next internal 
opportunity is networking. When we 
typically think of networking, we think 
of times when we are transitioning from 
one organization to another. Less fre-
quently do we think of the value of net-
working when looking to increase the 
likelihood of staying with our current 
employer. 

Individuals looking to successfully 
traverse the new landscape of work will 
be defi ned as those individuals who take 
personal responsibility of the value they 

discuss the business value you bring to 
the organization. While some employ-
ees may not have a direct impact on 
revenue and margin, most employees 
can impact expenses to a degree and 
almost all employees are  expected to 
execute. Ask your boss for his/her ideas 
on how to create more business value. 
Shift ing a conversation with your boss 
from performance to value is likely to 
be compellingly different and helpful.

2. Build a network of internal advo-
cates. Take out a blank sheet of paper 
and write down the names of fi ve deci-
sion makers in your organization with 
whom you want to build your visibility. 
Schedule about forty-fi ve minutes of 
their time over the coming months, and 
meet face-to-face with each of them.
• Be transparent about your desire 

to build your visibility and value 
within the organization.

• State that you are looking to under-
stand more about their role and their 
function’s role in the organization.

• Ask them how they see the future of 
the company unfolding.

•  Share with them your background 
with the organization and your 
professional interests as part of that 
unfolding future. 

Ensure that you include your boss in 
your plans. Following your business-

•  Low Value + Low Visibility
— You are at a high risk level
when a headcount reduction 
occurs. You might survive 
if you keep your head down 
even lower!

•  Low Value + High Visibility
— You are at a very high risk 
level, as you are providing 
little value; the reputation 
which precedes you is not a 
reputation that others covet. 
How have you survived this 
far?

•  High Value + Low Visibility — You are at a moderate risk level, as the value you are 
providing is there – only no one knows it. Build your reputation and be more visible, 
so as to improve your chances of surviving a headcount reduction.

•  High Value + High Visibility — You are at a low risk level, as you are providing value 
and you are visible. You have a great reputation and are well known among key deci-
sion makers in your organization. While no one can guarantee you employment, you 
are reducing the likelihood of ending out on the street.
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value conversation with your boss, 
let him/her know that you would like 
to take action on building value and 
visibility by meeting decision makers 
across the organization. Be explicit 
that your goal is not to find another 
job nor should these conversations be 
considered as a job interview. Your 
goal is to ensure that you are work-
ing now on the future. 

3. Participate in projects outside 
of your normal work zone. The con-
cept of participating in special proj-
ects is not a new one, yet they always 
seem to go to certain people. Rather 
than wait for someone to come to 
you, speak with your boss about par-
ticipating in projects outside of your 
normal work zone, rather than a 
project within your functional area. 
After all, if you are going to partici-
pate in a project, it might as well be 
one that stretches you and maximizes 
your visibility. You may be thinking 
to yourself, “Who’s got the time?” 
This is where the changing world of 
work comes into play. As part of your 
ongoing professional development, 
work with your boss to make this 
effort part of your work week instead 
of an addition to your work week. 
Use the following simple process to 
start this conversation:
 •  Step 1: START with the details/

facts about what you want to do.
•  Step 2: MOVE to the big picture 

of the benefits to you and the 
organization.

•  Step 3: TALK about the logi-
cal reasons to participate in the 
project.

•  Step 4: SPEAK from the heart as 
to why this is important to you.  

4. Help an internal advocate exe-
cute. Your networking conversations 
with internal advocates will likely cre-
ate a number of opportunities for you. 
Listen for ways in which you can help an 
internal advocate solve a problem, make 
progress on a project, reduce expenses, 
generate revenue, improve margins, or 
execute. Your help doesn’t have to be a 
huge undertaking for you. Even small 
ideas, suggestions, and support can be 
significant contributions in the eyes 
of your colleagues.

5.  Start a networking circle. 
Learning more about your organi-
zation and building your value and 
visibility is not something you have 
to experience alone. There are other 
individuals in your organization who 
share the same self-improvement goal 
as you do. Speak with your boss and 
start creating a list of cross-functional 
colleagues. Look for ways to connect 
with these individuals, using internal 
social media technology. Meet during 
lunch one a month to hear from deci-
sion makers across the company. Ask 
about their successes and challenges, 
and look for ways that you and your 
networking circle can provide value to 
this individual.

You have a busy day ahead of you. 
You are meeting with your boss to talk 

CASE STUDY: VALUE AND VISIBILITY IN ACTION
“The day after I heard that my third position with my company was being 

eliminated, I received a ten-year service award catalog in the mail,” ref lects 
Paul Pellicio, a financial executive at a global business-to-business service 
company. “I wasn’t sure if receiving the catalog in the mail was an effort by 
some cosmic force to add insult to injury or a good sign!” The next few days 
would show Paul that receiving the catalog was indeed a good sign.

Paul was soon offered a new role at his organization. This move should 
not have surprised Paul, as he always had soft landings internally. Why? 
Paul had spent his career building his business value and visibility at his 
organization.

A decade earlier, Paul had started at the company as a Financial Services 
Manager. He worked hard to create visibility and built a reputation as a 
hard-working team player. “I did what I was asked and did it well,” attests 
Paul. Thirteen months into this role, his company merged with one of its 
largest competitors and Paul’s position was eliminated. However, due to the 
reputation Paul was able to build during his brief tenure, he was offered a 
promotion to a new role.

While in this new role as Assistant Controller, and due to the perception 
of the business value Paul provided, he was asked to lead the organization in 
two significant financial initiatives. Recognizing the opportunity to raise 
his visibility in the company, Paul smartly accepted. However, after success-
fully completing these two initiatives, once again Paul was informed that 
a company reorganization would result in the elimination of his position. 
But once again, Paul’s inherent value and visibility within the company 
resulted in a new opportunity as a Director of Corporate Accounting.

The importance of Paul’s value and visibility to the company continues 
to be rewarded and appreciated. Most recently, internal advocates he had 
built over the years helped Paul land his current role as an Internal Audit 
Manager.

 “My history of adding business value to key projects facing the organi-
zation, my reputation, and the visibility I created by being f lexible to new 
opportunities as they arose, have allowed me to thrive,” observes Paul. “I 
have enjoyed working at this company; and, as I look back on my career, I 
can see the benefits of my efforts to network, stay, and grow.”

about how you can increase the business 
value which you provide your organiza-
tion. Your networking circle is meeting 
at lunchtime with Mary, the new Vice 
President of Sales and the group is com-
mitted to look for ways to help Mary suc-
cessfully transition into the organization. 
You have a quick meeting this aft ernoon 
with an internal advocate who wants to 
get your thoughts on something. By the 
time you put artifi cial sweetener and lac-
tose-free soy milk in your coff ee, you are 
already ahead.  ■

Ed Evarts is the practice leader at 
Evarts Coaching, an organization 
focused on coaching mid- to senior-
level executives, and their teams in 
corporate environments. He can be 
reached at ed@evartscoaching.com.




