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Gender diversity at all levels of the workforce is one of the keys to 
growth and profitability for every business, large or small. Yet despite 
many high-profile campaigns tackling female inclusion and the gender 
pay gap, as well as a growing body of work establishing the profitability 
case for gender diversity, women remain under-represented in 
leadership. 

Women make up 49% of the global workforce1, and yet 33% 
of businesses around the world still have no females in senior 
management positions.2 The situation in the United Kingdom lags 
further behind, with its highest recorded proportion of businesses 
with no women in senior management at 36%. Despite the 
recommendations laid out by Lord Davies to increase representation 
of women on FTSE 100 boards, the percentage of senior roles held by 
women in those organisations has declined in 2015 to just 21%.

As experts in gender diversity, everywoman recognises that there is 
no silver bullet to fixing these highly complex issues. However, the 
results of our study demonstrate that there are two key factors which, 
when implemented successfully, can lay a path for gender parity and, 
ultimately, a more engaged workforce driving greater profitability. 

To understand the key challenges and drivers for women as they 
progress through their careers, everywoman has undertaken a study of 
its members and drawn on research of other leading organisations. 

In this white paper, everywoman will present a two-pronged approach 
to enable organisations to design and embed effective gender diversity 
strategies. These methods are already producing results to attract, 
retain and advance women to make a positive impact on overall 
business performance.

1. EXECUTIVE
SUMMARY 
BACKGROUND

We spoke to 554 users of the everywomanNetwork to measure the 
impact that having access to role models and a wealth of learning 
and development resources has had on their career progression. 
The members surveyed represent a diverse cross-section of ranks/
levels (from graduate through to director positions) in multiple 
industry sectors. everywoman also conducted a focus group of senior 
executives and HR and Diversity & Inclusion leaders. This paper is 
supported by the contributions of leading research and publications, as 
well as our own research findings.

ABOUT THE 
STUDY 
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The publication of our 2012 Focus On The Pipeline report highlighted an 
urgent need for greater access to role models for women progressing 
through their careers. The female managers interviewed view senior 
female leaders as the single most powerful means to their own 
progression, yet still only just over half (51%) had visibility of female 
role models in the kinds of positions they aspired to fill.4 This paper will 
examine how exposing women to female role models can drastically 
improve their chances of success. Our study finds that this access has 
been a major source of inspiration for 74% of women, who agree that 
role models have inspired them to develop their careers. Furthermore, 
those who regularly access role models are 42% more likely to achieve 
promotions.

Mentors and workplace sponsors also play a huge role in enabling 
women to progress to senior ranks, but role models must first be in 
place in order to encourage women into positions where access to 
mentors and sponsors is opened up.

UNCOVERING, 
ELEVATING AND 
CELEBRATING 
FEMALE ROLE 
MODELS AT 
EVERY LEVEL

4RETAINING AND ADVANCING WOMEN IN BUSINESS

Logic dictates that if you invest in your employees’ learning and 
development, you will reap the rewards of a more highly skilled and 
engaged workforce. The reality, however, is that employers are not 
providing the right quality or level of training to satisfy employees’ 
huge appetite for learning. In the absence of enough formal training 
offered by employers (the average weekly time spent on this per 
employee was 37 minutes), workers are taking charge of their own 
learning, spending up to 3.3 hours each week sourcing and digesting 
online articles, blogs, videos and webinars with a view to developing 
career skills.5

SOURCING 
THE RIGHT 
TOOLS AND 
PROGRAMMES 
TO DEVELOP 
FEMALE TALENT

4RETAINING AND ADVANCING WOMEN IN BUSINESS

Women are the largest 
untapped reservoir of 
talent in the world.

Hillary Clinton3
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OUR FINDINGS*

* Based on survey of regular users of the everywomanNetwork (2016)

81%
of women say that access to 

learning and development enabled 
them to develop their careers, and 

55% are more focused on career 
development as a result

74%
felt inspired through having access 

to role models

The women we surveyed who use 
their membership of a learning and 
development tool which also gives 

them access to role models, are 
42% more likely to be promoted

75%
expect to continue growing 
their careers at their existing 

organisations

81% of women taking part in our recent study say that access to the 
right development resources has provided them with the opportunity 
to develop their careers and, as a result, are 42% more likely to be 
promoted. Furthermore, 75% expect to further progress at their 
existing organisations. 

Even with access to sufficient training, the ‘wait to be asked’ 
phenomenon can still prevail. There is a trend towards women 
expecting the employer to initiate promotional opportunities, 
stretch assignments or projects offering enhanced visibility. In male-
dominated workplaces where women can be perceived negatively for 
appearing aggressive or ambitious, more than half of women already in 
senior positions feel that they impeded their own growth through their 
personal reluctance to not push on.6
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Far from ‘spoon feeding’ women the resources they need to develop, 
giving them access to training puts them in the driving seat and makes 
them accountable for their own career trajectories. When women 
feel empowered to forge ahead, the talent pipeline is strengthened; 
businesses retain talent and establish a more engaged workforce.

These pillars, implemented successfully in any enterprise, can impact 
the bottom line. Human Resources professionals do not have unlimited 
budgets to spend on addressing the issues surrounding low female 
inclusion and engagement. The business case needs to be robust 
and show a tangible return on investment based on higher staff 
engagement and reduced turnover costs, while also highlighting the 
very real cost of doing nothing. 

By developing female staff, more and more junior and middle 
managers will progress through an organisation’s talent pipeline to 
senior management and leadership positions where they, in turn, 
will become role models for those coming up behind them. An 
investment in your female staff now doesn’t just decrease turnover 
and its resulting costs; it also boosts profitability and creates stronger 
operational performance for the future.

You can’t be what you can’t see.

Marian Wright Edelman, Founder and President of the Children’s Defense Fund7

WHAT DOES THE VIEW LOOK LIKE FOR YOUR RISING TALENT?

of female middle managers would 
like to see more female role 
models in senior positions.8

of women given access to learning 
and development through their 

organisations say that they expect 
to progress their careers at their 

existing organisations.9

47% 75%
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THE MODEL AT A GLANCE

UNCOVER ROLE 
MODELS

INVEST IN 
FEMALE TALENT

LOWER 
TURNOVER

GREATER 
PROFITS

STRONGER
RETENTION AND 

ENGAGEMENT
LEVELS

+ += =

In order for the model to be as effective as possible, the following key factors must be in place:

A LEADERSHIP TEAM THAT IS ON BOARD WITH GENDER DIVERSITY
A CEO who is visibly committed to achieving gender parity by investing in female talent can be a ‘make 
or break’ factor. The key messages from leadership should focus on gender parity as critical for strong 
governance, effective decision-making, satisfied customers, innovation and profitability, rather than 
simply a ‘nice to have’ or ‘the right thing to do’.

INITIATIVES TO DRIVE MENTORING AND SPONSORSHIP ACROSS THE 
BUSINESS 
Pairing women at all levels with more senior figures who can offer regular guidance as they progress 
can have a hugely positive impact on career paths. Both mentoring, whereby line managers hold open 
conversations about their employees’ goals and ambitions, and sponsorship, whereby senior executives 
sponsor a talented female in lower ranks, are equally important in fostering a culture in which 
development of women becomes the norm. 

A SOLID BUSINESS CASE
This model for uncovering role models and developing talent must demonstrate a clear return on the 
business’s investment. This is a critical factor for getting buy-in across the board and measuring on-
going success.
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2. A SNAPSHOT OF THE 
GENDER DIVERSITY 
LANDSCAPE

Many of the issues concerning low female inclusion and development 
in business are well documented. However, a solid business case 
for investment in female staff will need to distil the most relevant 
information and present it in context of the business, sector or region 
within which it operates. The following key facts are provided as 
a snapshot that may be useful for facilitating knowledge transfer 
between executive teams, but everywoman recommends that HR and 
D&I professionals undertake their own contextual research.

MEN

WOMEN

Entry level Manager Director
Vice

president
Senior vice 
president C-suite

% of  women in 
the pipeline 45% 37% 32% 27% 23% 17%

THE GENDER PROGRESSION GAP13

KEY FACTS
◊ Despite many high-profile campaigns to raise awareness of high 

female dropout rates and the lack of women’s advancement to 
leadership, 33% of businesses around the world still have no women 
in senior management positions.10

◊ Although the proportion of senior roles held by women in 2016 
increased globally, it still sits at just 24% globally (up from 22% in 
2015).11

◊ In the UK, just 21% of senior roles are held by women and 36% of 
businesses have no senior women.12

8RETAINING AND ADVANCING WOMEN IN BUSINESS
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We know that businesses 
with diverse workforces 
can outperform their 
more homogenous peers 
and are better positioned 
to adapt to a rapidly 
changing global business 
environment.

Francesca Lagerberg, Global Leader for Tax 
Services, Grant Thornton
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KEY FACTS
◊ More than six in ten (61%) of female workers say there are few 

opportunities to step into a more senior position at their current 
organisation, and believe this to be the single biggest barrier to 
advancing beyond middle management.14

◊ If progress on closing the gender pay gap continues at current 
rates, parity will be reached by 2069 – 99 years after the 
introduction of the Equal Pay Act.15

◊ In 2016, only 10% of FTSE 100 executive (‘C-Suite’) directors are 
female. In FTSE 250, whilst just 15 companies have no women on 
their boards, only 5.6% of executive directorships are female-held.16

◊ More than half (57%) of UK businesses report shortages of female 
senior managers.17

◊ A growing body of research finds that empowering women in 
the workplace is not simply ‘the right thing to do’ – it’s the smart 
thing for every business. Gender-balanced teams produce better 
outcomes and create greater prosperity.

◊ A lack of senior female figures is widely regarded as one of the 
causes of low female inclusion in business, creating a vicious circle 
whereby an absence of suitable role models reinforces the lack of 
progression of younger women who would become role models to 
the next generations.18

◊ There is a ‘waiting to be asked’ trend at play, whereby women shy 
away from stepping up and pushing themselves forward. This can 
also be attributed to a lack of available role models, and negative 
perceptions surrounding ambitious women.
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3. A MODEL FOR
SUCCESS

The impact of a lack of female role models in business starts well 
before women reach middle or even junior management. In a study 
by the Carnegie UK Trust, examples of enterprising figures named by 
16-21-year-olds were exclusively male, with the most popular choices 
being Lord Sugar, Steve Jobs, Sir Richard Branson, Bill Gates and 
Donald Trump.19

While many of the senior women surveyed in previous research by 
everywoman have received excellent mentoring and sponsorship from 
male colleagues, the absence of women to look up to is keenly felt.

UNCOVERING 
AND ELEVATING 
ROLE MODELS

Many women – even those who have been successful at reaching 
leadership positions – felt that they have been held back from reaching 
their potential due to a lack of sponsorship. More than half of those 
interviewed in a study by McKinsey, said that their growth would 
have been accelerated by the availability of sponsors – they would 
have raised their hands and pushed themselves forward sooner. 
Furthermore, far more women than men predicted that their next 
organisational move would likely be into a supportive role.20

Once women have reached leadership levels, they often lack the 
support structures to enable them to prosper and remain. Female 
leaders are much more likely than men to feel there is an absence of 
resources – mentors being one of them – to help them flourish over the 
long term.21

Working in comms meant there were plenty of other 
women, but it became obvious that in other areas 
of TfL – those that relied on STEM skills, as well as 
in more senior roles – there just weren’t enough 
female role models. The light bulb moment came 
when I was pregnant with my second child. After 
two pregnancies and maternity leaves in quick 
succession, I didn’t feel I was operating at my best, 
and being in a leadership position was tough.

Jo Field, Head of Campaigns, Communications and Engagement, Transport for London
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Our Focus On The Pipeline report highlighted that women recognise 
the importance of role models in enabling them to develop. This 
was deemed the single most powerful means to encouraging career 
progression. Despite this, only 51% of female managers stated that they 
have visibility of women performing the types of roles they aspire to 
fill.22  Plugging this gap is instrumental, not just in driving gender parity, 
but in increasing retention rates and lowering related turnover costs.

In a recent study, researchers found that the increased presence of 
local female leaders in India helped to raise the career aspirations and 
educational performance of women, and effectively erase the gender 
gap at the same time.23

When women have access to role models, they feel more inspired 
(74%) and more focused on career development (55%). Our study also 
uncovered that these women are, as a result, much less of a ‘flight 
risk’: 75% of them expect that progression will happen in their existing 
organisations.24

One of the biggest challenges for women in 
Mauritius is the inequality that still exists in the 
workplace. At Arup, I am lucky to have very 
supportive mentors who ensure I have the same 
resources and facilities as my male colleagues.

everywomanNetwork member, Nawsheen Duffaydar, Electrical Engineer, Arup SIGMA

Feel more
inspired

Focus more on
their own paths

Feel more
able to achieve 

promotions

See a future with 
their present

employer

INVESTING IN YOUR FEMALE TALENT’S LEARNING AND 
DEVELOPMENT LEADS THEM TO...
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◊ Men are more likely to be mentored by a senior executive than their 
female counterparts (78% versus 69%).25

◊ Women want to look up and see themselves reflected in those 
occupying senior positions: 47% would like to see more female role 
models.26

◊ Women with sponsors are 52% more likely to progress up the 
pipeline.27

◊ Men are 46% more likely than women to have a sponsor.28

Women are given examples by which to navigate their own careers 
when they have visibility of others achieving their dreams. They 
therefore have the confidence to reach out to mentors and become 
more noticeable to potential sponsors. Each of these factors is more 
likely to see them reach leadership ranks, which in turn makes them 
role models for those coming up behind them. This ‘multiplier effect’ 
can go a long way towards achieving gender parity in the business 
world. When organisations work to uncover and elevate their existing 
role models, they are future-proofing their retention rates and 
increasing the chances of reaching gender parity across the board.

I certainly think my path would have been 
significantly smoother by having some role models 
to look up and to learn from.

Rosaleen Blair, CEO and Founder, Alexander Mann Solutions

I had to be convinced there was a need for a 
Women’s Network Forum in Barclays. I avoided it, 
but when my line manager built attendance into my 
diversity and inclusivity goals, I went to a breakfast. 
Two years later, I was appointed Chairperson. The 
Network is a place to meet, discuss and, ultimately, 
encourage confidence in one another. Coming to 
this realisation was also a good reminder to always 
listen, never judge.

everywomanNetwork member, Enid Katorobo, Head of Change, Barclays Africa

12RETAINING AND ADVANCING WOMEN IN BUSINESS

KEY FACTS
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◊ Utilise your internal staff women’s network to offer support and 
guidance around finding a mentor and offering mentorship.

◊ Foster a culture whereby managers and employees discuss career 
plans openly and regularly.

◊ Encourage executives to sponsor emerging female leaders.

◊ Encourage emerging female leaders to sponsor junior managers.

◊ Look for ways to create more visibility around your rising and top 
talent – entry into awards programmes is one way of doing this.

◊ Utilise the staff intranet to tell the career stories of your female role 
models at all levels.

KEY ACTIONS 
TO ELEVATE 
ROLE MODELS 
IN YOUR 
ORGANISATION

In a major study of women in the US economy, McKinsey reports: “Of 
all the forces that hold women back, however, none are as powerful as 
entrenched beliefs… women still face the pernicious force of mindsets 
that limit opportunity. Managers — male and female — continue to take 
viable female candidates out of the running, often on the assumption 
that women can’t handle certain jobs and also discharge family 
obligations. We found that many women, too, hold limiting beliefs that 
stand in their own way.”29

Our previous research has shown that there is a perception that 
women’s lack of career progression to leadership ranks is down to 
their own low confidence. ‘Waiting to be asked’ rather than raising 
their hands for growth opportunities is indeed a situation that almost 
a quarter (24%) of female managers have found themselves in.30 ‘This is 
supported by McKinsey’s findings where more than half of successful 
women felt they held themselves back and did not even consider going 
for promotions.31

At odds with this reluctance to forge ahead is an enormous appetite 
among women for education as a means to grow their careers. More 
than six in ten (61%) of employees would happily spend multiple hours 
each week on learning and development if they thought they would 
receive some kind of professional credit. But in the absence of enough 
formal training offered by employers (the average time spent on this 
per employee was just 37 minutes per week), many employees are 
instead taking charge of their own development – spending up to 3.3 
hours per week sourcing and digesting online articles, blogs, videos 
and webinars.32

DEVELOPING 
YOUR FEMALE 
TALENT

13RETAINING AND ADVANCING WOMEN IN BUSINESS
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◊ 74% of female middle managers would like to move to more 
senior leadership role within their organisation, 56% in the next 2 
years. However, HR leaders underestimate this level of aspiration, 
predicting the number at only 35%.

◊ Only 1 in 4 (25%) of female middle managers realistically expect to 
be in a more senior role in their current company within the next 
two years. Another 17% expect to be at another company.33 

◊ When women’s appetite for learning is not met by their current 
employers, they are more likely to look to their organisation’s 
competitors for employment. In fact, inadequate training is the 
second biggest reason cited by job leavers – ahead of work-life 
balance, dissatisfaction with salary levels, and meaningful work.

◊ Only 38% of Learning & Development professionals think they are 
able to meet the learning needs of tomorrow’s workers.34

THE TOP 5 REASONS WOMEN IN THEIR 30s LEAVE COMPANIES35 

KEY FACTS

“I found a job elsewhere
that pays more”

“There are not enough opportunities for learning 
and development for me here”

“The work here is not as interesting
and meaningful as I would like”

“There is not a fair balance between how hard 
I work and the compensation I receive”

“We are starting a family. I would like to
spend more time with them”

65%

62%

56%

56%

54%

14RETAINING AND ADVANCING WOMEN IN BUSINESS
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Attracting, retaining and furthering your top female talent requires a strong business case:

CRACKING THE CODE: A QUICK GUIDE FOR HR 
PROFESSIONALS

◊ Training and development should be seen as a key way to retain the 
talented females in your organisation. These ambitious, eager-to-
learn individuals are more likely to stay if their education needs are 
met.

◊ Training days once or twice a year are simply not enough. Regular, 
incremental offerings provide a greater degree of learning ‘fitness’. 

◊ Training is most effective when tailored to individual learning 
preferences – classroom style teaching sessions do not work for 
everyone. 

◊ Offering training should not be seen as ‘spoon feeding’ women the 
tools they need to progress. Rather, training can transfer the power 
to progress from the decision-makers within the organisation to 
the individual themselves. 

KEY ACTIONS 
TO DEVELOP 
FEMALE TALENT 
IN YOUR 
ORGANISATION

STEP TWO
Use our calculation (see page 19) to personalise the turnover 
and productivity costs of losing your female talent. As well 
as uncovering the finances, seek to understand the issues 
facing the women in your organisation through open and 
honest dialogue, so that you can build more meaningful 
retention strategies.

STEP ONE
Arm yourself with the facts about gender disparity and its 
costs to your business and clearly demonstrate these to your 
organisation’s leadership board.

STEP THREE
Find innovative ways to uncover role models at all levels of 
your organisation in order to strengthen the talent pipeline 
for the future. Seek to normalise formal and informal 
mentorship and sponsorship at every rung with a view to 
uncovering and harnessing emerging talent.

STEP FIVE
Keep the conversation going at all levels – encourage men to 
engage and become facilitators of change wherever possible. 
Foster a culture that recognises the issues surrounding low 
female inclusion and seeks to continually address this.

STEP FOUR
Invest in tailored learning and development programmes 
for your existing female talent.
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The goal at the heart of any business is to grow and become more 
profitable. When building a robust business case for investment in 
gender parity, it is essential to show that balanced and productive 
teams create a more sustainable future for an organisation’s entire 
workforce, with a direct and positive impact on the bottom line.

In today’s globally competitive marketplace, organisations cannot 
afford to underutilise any segment of the talent pool. Today’s 
businesses must accept that gender diversity is vital for strong 
governance and effective decision-making. It helps eliminate 
unconscious biases by reducing the risk of the ‘group-think’ that can all 
too easily creep into homogenous leadership teams.

The more diverse an organisation, the better in touch it is with a 
diverse customer base. Technology companies (where a lack of gender 
balance can be highly evident) may find themselves out of touch 
with a customer base among which women make more than 80% of 
consumer purchase decisions.36 And yet, in a survey of 1,000 female 
STEM employees in the UK, 51% said that they have considered leaving 
their job for a completely different career, believing that there are 
barriers to the career progression and professional development of 
women in the sector.37

4. THE COST OF
DOING NOTHING

The most important point of all is that the industry 
needs you. I’ve had teams working for me that are 
heavily male, others heavily female, and others – 
like the one I have now – that are mixed. I’ve seen 
the difference diversity makes to the breadth of 
thoughts and ideas; it’s in that mix that you get the 
best results.

Katrina Roberts, Vice President of Consumer and Commercial Lending Technology, 
American Express
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THE BUSINESS CASE FOR IMPROVING THE GENDER BALANCE38

◊ Listed companies with male-only boards in the UK (FTSE 350), US 
(S&P 500) and India (CNX 200) are foregoing potential profits of 
$655bn, while in the UK and US alone, moving to mixed boards on 
the FTSE 350 and the S&P 500 could boost GDP by around 3%.39

◊ In French multinational firm Sodexo, data from 50,000 managers 
across 90 entities worldwide showed that teams with a male-
female ratio between 40% and 60% produce more sustained and 
predictable results than those of unbalanced teams.40

◊ Companies across all sectors with the most women on their boards 
of directors significantly and consistently outperform those with no 
female representation – by 41% in terms of return on equity and by 
56% in terms of operating results.41

◊ Closing the gender gap could raise US GDP by 9% – that’s over a 
trillion dollars and add an additional £23 billion to the UK treasury 
alone.42

Selecting from the whole 
talent pool

Competing for talent on the 
global stage

Being more responsive to 
customers and stakeholders

Modernising of British 
business and reputation

Benefitting from diverse 
perspectives

Improving all round 
performance

We have seen how truly diverse and inclusive teams 
— which include a balance of men and women as well 
as people with many other differences — stimulate 
innovation and generate new ways of problem-solving, 
all of which lead to better decision-making and results.

Uschi Schreiber, Global Vice Chair – Markets and Chair of Global Accounts Committee, EY43

17RETAINING AND ADVANCING WOMEN IN BUSINESS

KEY FACTS
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In previous research, everywoman uncovered that only 11% of female 
middle managers, describe themselves as ‘extremely satisfied’ in their 
current role. Low satisfaction rates add up to high turnover: 43% of 
women would ideally like to leave their current employer, 24% to join 
another company (in many cases a competitor).44

In addition to the inevitable knock-on effect on gender balance, this 
impacts competitive positioning, and has a direct effect on the bottom 
line.

MEASURING THE 
HIDDEN COST 
OF FEMALE 
TURNOVER

18RETAINING AND ADVANCING WOMEN IN BUSINESS

KEY FACTS
◊ The Society for Human Resource Management estimates that 

an employer will spend the equivalent of six to nine months of 
an employee’s salary in order to find and train their replacement. 
For example, an employee salaried at £45,000 could cost the 
organisation £33,750 to find and train a replacement. Other reports 
estimate the costs to be even higher.45

◊ A TriNet study finds that the cost of each professional staff member 
leaving is equal to that person’s salary; or half the salary for non-
professionals. If you have 10 professionals each earning £45,000 
a year, that’s £450,000 in turnover costs. With those estimates in 
mind, make your financial case for investing this sum in initiatives 
designed to reduce turnover.46

◊ Hiring and training costs aside, organisations need to be mindful 
of the additional costs of disruptions to business continuity. The 
time it takes a new employee to reach optimum productivity is, on 
average, 28 weeks.47
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CALCULATING 
YOUR COSTS

◊ More equality       Higher GDP

◊ More equality       More productivity

◊ Better gender balance on boards       Better share price 
and financial performance

◊ More gender-balanced leadership       Better all-around 
performance50

19RETAINING AND ADVANCING WOMEN IN BUSINESS

Despite accounting for only 24% of senior management, female 
managers who leave a business can have a significant impact on 
turnover. The cost of turnover for female managers can be up to 64% of 
all turnover – equating to up to £780,000 for companies with 300-400 
managers.

To calculate the cost of losing your female talent, multiply the number 
of managers in your organisation by your organisation’s annual 
voluntary turnover rate. Multiply this number by 63% to account for 
higher female turnover rates (1.6 times higher for women).48 Multiply 
your final figure by the average annual salary of a manager in your 
organisation times by 200% (the total costs associated with turnover 
estimated by the SHrM Foundation).49

For example, if you had 385 managers in your organisation with an 
average voluntary turnover rate of 5%, this would equal losing 19 
managers per year. Since the turnover for women is 1.6 times higher, 
the split would be 12 female and 7 male managers. With an average 
annual salary of £32,718 per manager, the total costs associated with 
each manager would be up to £65,436 (200%). Therefore, in this 
instance, the annual cost of female talent turnover to your business 
would be £785,232.

THE VALUE OF 
WOMEN IN 
BUSINESS
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When we became a corporate partner with everywoman and decided to pilot 
the effectiveness of the everywomanNetwork, our foremost aim was to increase 
engagement levels among our female middle managers who were less engaged than 
their male counterparts. Our investment in this group of 400 women in the past 12 
months has started to show some real results – not least in our most recent company 
engagement survey, where the levels of engagement of our everywoman cohort has 
increased from 61% to 67% - now higher than their male counterparts. Giving them this 
opportunity to access role models and a variety of learning and development material is 
working.

Sharon Murray, Head of Culture and Inclusion, Virgin Media

5. APPLYING THE MODEL
In response to the findings of our 2012 Focus On The Pipeline report, 
everywoman launched the everywomanNetwork – our digital learning 
and development platform. The everywomanNetwork is a digital 
platform that enables organisations to uncover, engage and retain 
female talent, develop their talent pipeline and improve profitability. 
Since then the community has grown to 20,000+ members in 100+ 
countries, all of whom have access to numerous role models, as well 
as practical advice and lessons to help them develop their toolboxes of 
career skills.

On the basis of further insight from everywomanNetwork members 
who work remotely, travel frequently, find it difficult or impossible 
to fit learning time into their working day or struggle with challenges 
like organisational firewalls, everywoman has expanded the 
everywomanNetwork product to include an app for smartphones and 
tablets. This tool allows women to access all our materials at a time 
and place that suits them, outside the confines of an at-desk or online 
scenario. It puts power at the fingertips of women taking responsibility 
for their own career growth.

Nearly three quarters (74%) of regular users take inspiration from this 
material, using it to forge ahead in their own careers. Furthermore, 
they are 42% more likely to be promoted.

As our understanding of women in business evolves, so too has our 
learning and development vision. Our aim is to educate and inspire 
women through content that is relevant to their needs, has an effective 
application, is convenient for them to access, and inspirational to both 
their daily lives and their longer-term vision.

In today’s world, workplace learning doesn’t just happen in educational 
institutions or at annual seminars. Learning happens at work, in the 
home, on the commute, at events and in workshops. A learner may be 
seeking training for personal needs, professional needs or for a dose of 
career inspiration.

AN 
EVERYWOMAN
CASE STUDY
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The aim of all professional learning is to offer a development opportunity. Learning only becomes 
development when behaviour changes, when relatable content can be accessed easily and practically 
applied and reinforced. 

everywoman also encourages men to engage and become facilitators of change, fostering a culture 
that recognises the issues surrounding low female inclusion and seeks to continually address this. 
Furthermore, a growing number of men are joining the everywomanNetwork where they benefit from 
the insights provided by role models in business, join our regular webinars, and find inspiration for 
themselves, their teams and those they manage and mentor.

THE EVERYWOMAN LEARNING AND DEVELOPMENT VISION
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Achieving gender balance is a key ambition for T-Systems. We want more women to 
come on board, and to reach senior levels and have long-term careers with us. From 
talking to women in early grades, we know that going for promotions is a lot to do with 
confidence and having the right support networks in place.
 
Our partnership with everywoman is key to this goal of helping our women develop the 
skills to reach their potential. Through the everywomanNetwork digital platform, we 
can access powerful and inspirational women who’ve been on that journey already and 
can offer practical guidance and a wealth of knowledge on crucial topics like crafting an 
elevator pitch and how to brand yourself. The early signs are that this content is already 
making an impact – we’re seeing women put the advice and learning to practical use 
whilst making themselves more visible to senior managers and members of the board. 
They’re more engaged in meetings and pushing themselves out there. Furthermore, the 
everywomanNetwork and all that it offers has become an on-going conversation within 
the business. 
 
We’re also looking to the everywomanNetwork to help us get our internal mentoring 
programme off the ground. With a shortage of female role models in the company, initial 
take up on mentoring was less than expected. But what we’ve noticed is that women 
will return from the everywoman seminars and webinars talking very passionately about 
the inspirational women they’ve met and heard, and that this really inspires them to get 
more involved in our programme, both as mentors and mentees.
 
We’ve just had our best company survey results and our employee engagement has 
improved immensely on previous surveys. We see the everywomanNetwork as a key way 
to drive up our female inclusion and are introducing it to new recruits, taking the time 
to talk to newcomers about this resource and how it can help them grow their careers. 
We want them to have every opportunity to succeed with us, and the everywoman 
community offers that.

Claire Parker, HR Business Partner, T-Systems

Learning that is effective, relevant,
convenient and inspirational...

Can be accessed at home, at work, on the
commute, at events and in workshops...

Can inspire and meet both professional
and personal needs...

Changes behaviour, and can be practically applied
and reinforced in the workplace.
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6. CONCLUSION
Research shows unequivocally that when women have access to role 
models and learning opportunities, they develop faster and further 
along the talent pipeline. When this happens, women are more 
satisfied in their roles, more likely to forge ahead, and more likely to 
remain with their current employer. This has multiple benefits to the 
employer, not least that greater gender parity is proven to increase 
innovation and profitability. 

Furthermore, the employer sidesteps the considerable operational 
and financial costs of replacing outgoing employees. As this paper 
has demonstrated, it is possible to show a return on investment for 
committing to engaging, retaining and advancing female employees.

We call upon business leaders, HR professionals, L&D specialists and 
D&I champions to build solid business cases for gender diversity within 
their organisations. 
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