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Closing the gender gap in the UK could add an estimated £250 billion ($334 billion) to the country's GDP by 2025
S

Why SHe2 is different

SHe2 Leadership provide long term strategies for companies to build and retain
strong and diverse leadership teams from the top down whilst ensuring their
ambitious women achieve meaningful influence at a senior level without personal

compromise. We accomplish this through providing a range of innovative
programmes & initiatives including:

Sharing stories so others can see fragments of themselves
Building ladders to allow others to climb
In the future there will be no female leaders only leaders

Building the capacity for everyone to thrive




Our Mission

To empower organisations with
customised strategies and initiatives that
drive lasting impact for ALL individuals;
fostering a collaborative environment
where men and women work together to
redefine leadership and unlock the
economic benetfits for all stakeholders.

Authentic-Sustainable-Practical



Providing your company with the tools and support to unlock leadership opportunities for everyone.

e Inspires change through feelings and emotions blended with mindset and behaviour

e Develops programmes with a blend of science, research, academic insights and anecdotal evidence

e Places emphasis on the power of connections and storytelling both internally and externally

e Offers a credible and diverse external network all dedicated to contributing to equitable opportunities for all
e Involves and includes men in as important changemakers and active collaborators

e Tailors to ensure everything we do works effectively to address each client’s aims and challenges

e Uses a blend of qualitative and quantitative data to benchmark and ensure ongoing effectiveness

e Challenges companies to look at their wider environment of culture and belonging as a connected approach
e Offers long term initiatives to ensure sustainable change and practical support for each participant

e Integrates action based social impact for ourselves and our clients, working together

e Works in partnership and collaboration with carefully curated industry leaders to create a real multiplier effect



o Having scrambled up the corporate ladder in the male-dominated Financial
NlCOla Grant Services recruitment sector of the 1990s, [ spent the following 20 years co-
founding and expanding businesses in the property, construction, and food
manufacturing sectors. Amidst this dynamic career, my most cherished and
privileged role has been as a mother to my five wonderful daughters.

Founder of SHe2 Leadership

[ launched SHe2 Leadership, motivated by three key factors:

1. My personal journey of navigating the often conflicting terrains of parental
@ responsibilities, professional ambition, and personal fulfilment.
| 2. My aspiration for my daughters and their generation to step into a

professional world where Diversity, Equity, and Inclusion (DE&I) are mission-
0 critical business objectives, not just nice-to-haves. A world where there are
simply, Leaders.
3. My sense of purpose in assisting women at all life stages to excel in their work,
achieve their ambitions, enjoy themselves, and find happiness.

\

"m - : | firmly believe that eliminating obstacles to female advancement to C-suite

- M positions and fostering their own companies is entirely achievable in the next
decade. The key to this lies in prioritising Human Leadership and involving genuine,
/ motivated and active male collaborators to create equitable cultures that benefit
everyone.
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Increasing female representation on boards by just 10% could add £3.15 billion


https://www.linkedin.com/in/nicolagrantfemaleleaders/
https://twitter.com/NG_SHE2
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INTRODUCTION

Roughly 92% of major
corporations are still run
by men. In the UK just 10 of
our biggest 100 companies
are run by women.

Ann Cairns

Experienced C suite Executive and Chair

Ann Cairns started life as a research scientist and was the first woman to work
offshore with British Gas. She moved into investment banking in her 30's and rose

ning leadership
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up the ranks in Citibank. After 15 years at Citi, she enjoyed a number of senior roles
at other financial institutions before finishing her career as Executive Vice Chair at

Mastercard. Ann believes that women should rise to the top of the corporate world in
equal numbers to men, has chaired both the 30% Club and the Financial Alliance for
Women. She is a strong advocate for women in STEM.

What comes to mind when we hear the
term “Wonder Women™? For me, it's the
comic book hero with the splendidly 70s
look. I later discovered more about the
creator and his thoughts on women, which
were a very mixed bag. But in this book,
you will find some real wonder women.
Great role models for all of us. Women
deserve to take their rightful place beside
men in the world economy. If they did it
would increase the world's GDP by trillions
of dollars so, while admiring these leading
women, let’s push for a fairer society that
delivers equal opportunities for everyone.

The obstacles for women that [ was pain-
fully aware of decades ago still exist. |
married in 1976, at a time when the UK
Department for Employment stated, “if so-
ciety is to make the fullest use of its human
resources and at the same time to provide
equal opportunities for women for work
and training, the key factor for many wom-
en must be the expansion of childcare.”

WONDER WOMEN

How clear and obvious it all seems. But
childcare is still too expensive for the vast
majority of working mothers and fathers,
Today's parents really need a new social
contract. One where government, business
and wider society change to reflect their
needs. Minouche Shafik, Dean of London
School of Economics, talks about this in
her recent book What We Owe Each Other
- A New Social Contract.

Despite these obstacles, | am an optimist.

I grew up in 1960s Britain, a time of huge
awakening, opportunity and creativity. I
attended a girls' grammar school and stud-
ied maths at university. [ had my daughter
in my late thirties, by which time I had 15
years of work behind me and could afford
a nanny. I have had a fulfilling working life,
particularly the past 11 years in Mastercard.
It's a global company committed to the
inclusion of women, with a target to bring
in another 25 million women-led SMEs into
the financial system by 2025.

In this post-pandemic world, there
should be so much more potential for
women - particularly given the wide-
spread adoption of hybrid working. This
is the golden opportunity to truly drive
inclusion and create the much-needed
work /life balance that carers require.

[ use the word carers because it really
makes sense for employers to recognise
men and women share this responsibili-
ty. We didn't see this during Covid when
women were burning out and resigning
because of juggling work with the de-
mands of kids at home and /or caring for
ageing parents. But the important thing
is, we can now adapt hybrid work, to
change the status quo.

In the corporate world, more than 1200
global CEOs and board Chairs have
committed to having at least 30% women
on their boards and in their C suites by
pledging their support to the 30% Club.
While the global business-led campaign
has an ultimate goal of parity, 30% is the
tipping point at which minority voices
become heard, sparking an acceleration
to gender balance. In the UK, we have hit
40% women on the boards for our FTSE

100 companies. This is up from 12% when
the campaign launched in 2010 and rep-
resents a great result, achieved without
quotas. It has been driven by commit-
ment at the top. It's a great example of
men supporting women for the benefit

of everyone.

Of course, there are challenges related to
hybrid working too. Some cultures still
place emphasis on presenteeism and risk
home-based employees (often women)
being passed over for promotion or pay
rises more than office-based peers. |
believe by persistently trying out new
models, we can create more equality,
encouraging everyone to achieve. Profes-
sor Lynda Gratton in her new book, The
Future of Work, states that the workplace
is where friendships happen, which is
why hybrid and not completely virtual
work will be so important for women. I
think it's especially important for young
women who are establishing themselves
in the working world and focusing on
building up their network. It's not just
what you know but who you know that
makes a difference - you need both to be
highly successful in the business world. »
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Christian
Fdelmann

Managing Partner for Europe at Oliver Wyman

Jm’.‘

Christian Edelmann is the Managing Partner for Europe at Oliver Wyman. Prior to his
current role, Christian co-led EMEA Financial Services, and the global Corporate &
Institutional Banking (CIB) practice. He has also acted as the Global Head of Oliver

Wyman's Wealth & Asset Management (WAM) practice, as well as running Oliver
Wyman's business in Asia-Pacific. Christian has worked across Europe, Asia, North
America and the Middle East, advising a broad range of sell- and buy-side clients in

the areas of strategy and risk management.

When 1 first started my career more than two
decades ago, very few women were aware of - or
interested in - a career in consulting. And why
would they be? It was a workplace designed by
men for men. Success was built around alpha male
characteristics.

At the time, it was mostly seen as a shame that
more women weren't part of the team. We didn't
really understand that it was a problem, and a
problem of our own making, We were ignorant of
the difference between equality and equity and
thought the right thing to do was treat everyone
the same.

What is painfully obvious to me now wasn't back
then. [ remember very clearly the moment I be-
came aware of the scale of gender inequity in the
workplace. It was 2012. [ had just taken on my first
major leadership role, running Oliver Wyman's
business in the Asia Pacific region.

Then I heard the stories. At first, they seemed
small; perhaps a one-off. But they weren't. They

WONDER WOMEN

were daily microaggressions that added up to a
culture of biases that alienated women. Women
were being asked why they weren't married yet.
Events and networking typically included lots of
alcohol. Clients assuming any women in the room
were the most junior, and no one on our side cor-
recting them.

These experiences came to light through a series
of reverse mentoring exercises. Junior women
were invited to tell senior team members - still
mostly men - about what they had encountered.
It was an incredibly brave thing to do and required
a huge amount of trust that what they said would
be heard, not used against them and (most impor-
tantly) believed.

As the regional leader, this became my problem to
address. To begin with, I relied heavily on mem-
bers of our women's network, a group [ would
later join as executive sponsor. Then I learned

it wasn't for those being marginalised to create
change, but those with power and influence - men
like myself.

We were ignorant of the difference
between equality and equity and
thought the right thing to do was
treat everyone the same.

This was a difficult, complex and nuanced chal-
lenge. Men were sometimes reluctant to engage in
discussions because it made them uncomfortable
and fearful of saying the wrong thing. They needed
reassuring that if they were smart enough to learn
the inner workings of financial services regulations
and analyse a terabyte of client data, they could
learn about inclusive language and behaviours.

Fast forward to 2023. I'm back in London and
co-leading our business in Europe, now a father
to two wonderful young boys. I've seen and been
a part of tremendous advances across the firm
towards gender equity. We have rock-solid poli-
cies in place for each market in which we operate,
tailored to meet local needs and local legislations.
We offer people from all marginalised groups the
opportunity to be mentored and sponsored. For
parents, we run a program called ‘Boost’ that sup-
ports them before, during, and after their parental
leave. New fathers are encouraged to take paren-
tal leave, something [ very much enjoyed after the
birth of each of my sons.

These policies are fantastic. However, they are
only the foundation of a diverse and inclusive
workplace. Personal interactions really make the
difference, day in, day out, Everyone is aware of
the expectations to speak up if women are casu-
ally belittled in client discussions and in meetings

all participants get a fair share of speaking time.

Leaders are required to lead by example - and
now I'm pleased to say the makeup of our leaders
is much more diverse. In the workplace, we spon-
sor women through difficult career stages. In our
personal lives, men are starting to recognise the
mental and physical burden women take on when
running our homes and are stepping up to take

on a fair share of responsibility and chores. This
last part has been a real eye-opener for me. [ am
regularly amazed to see what my wife, who works
full-time in the Finance industry, gets done before
I even think about it, from ordering the kids' fa-
vourite yoghurt to booking a restaurant to having
an appropriate costume ready for World Book Day.

I know that many men hope that gender equity is
now “sorted” and we can declare victory and move
on. But we still have room to improve on these mi-
croaggressions. And I look back to what I thought

I knew ten or twenty years ago and wonder what
my blind spot is today.

This year's graduate recruits were born after |
started working at Oliver Wyman. They are joining
a company where most of the Partners are still
white men - a skew that will probably continue
until I retire and the diverse colleagues we at-
tracted at the bottom of the career pyramid and
sponsored throughout their career reach the top.

Therefore, I'm calling on men like me to work hard
to understand Gen Z and in particular the wom-
en and people from other marginalised groups.
Research shows that Gen Z women expect re-
spect and recognition, equal pay, better work /life
balance, more advancement opportunities, and
personal fulfilment.

I have no doubt that Gen Z will push harder than
any generation before for true inclusion and
equity not only between genders but also other
char

acteristics, such as race and sexual orienta-
tion. [ see it as my responsibility to support them
on their career adventure - and I encourage other
middle-aged men to embrace this journey too. @
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Redefining leadership
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in the world of work

Q'The Wonder Woman book is‘a fantastic

way to showcase and represent
women'’s achievements,

despite the constraints they often face in
their personal and professional lives. We
should all speak up, support, make
room and cheerlead women in our
organisations to support real change
and move beyond the conversation.

This book is a powerful example of how
you can get to where you want to be,
not despite your differences but
because of them. We must all
remember that progress is impossible
without change. Silence is not benign; it
is malignant.

Darren Johnson
Global Chief Operating Officer
Impax Asset Management




The I-SCALE
Leadership Programme

Stepping into the role as a leader

Inspiring ambitious women in the world of work, through sharing authentic stories that remind us that no
one has yet to find the holy grail of sustainable life balance.

Visibility for those women whose stories we share in their own voice. Reflecting on their journey to date,
providing a powerful reinforcement of their individual achievements.

Inclusion of men as active collaborators through combining their reflections of the women who have
influenced their own leadership journey alongside why they are committed to gender equity.

Belonging for both contributors and readers through meaningful connections gained from access to a
network of purpose driven women and men who are actively championing change. Access to a genuinely
friendly, engaging and diverse network beyond their seniority, sector, job function or geographic location.

Purpose through our outreach initiative to encourage bright and ambitious young women from
disadvantaged backgrounds to think bigger and broader. Providing them with the crucial role models and
supportive champions as they take the first steps towards discovering their full potential.

Women comprised 37% of all self-employed workers at the end of 2022, up from 27% in 2007



The I-SCALE
Leadership Programme

Developing Managers into Leaders with a focus on
Inclusion, Inspiration and Impact

A powertful, curated programme centred on:

N K WONDER
Storytelling and Sharing =

Connection and Contribution \/\/OM - I\
Authenticity and Achievement

Learning and Leadership
Elevation and Empathy

Redefining leadership in the world of work

The various subscription tiers provide:

 Your Employee: A great start on their leadership journey.

 Your Company: A connected approach to your overall
culture and environment.

Gender-balanced teams exhibit higher collective intelligence and are more effective in problem-solving and innovation




The I-SCALE
| eadership Programme

The Benefits

Internally Simple and impactful way to show ongoing support for women who are ready to make the difficult
cross over from managers to leaders. This programme equips them with the tools, insights, and connections
to develop skills and confidence to influence, motivate and inspire.

Externally Empowering organisations to attract and retain top talent by embracing purpose-driven ESG
practices, fostering a positive impact on society and creating an environment where employees are inspired
to contribute their skills towards building a better future.

Social Impact Supporting our work to help bright, ambitious young women reach their potential and to think
bigger and broader. Too often they are lacking in the support and role models to help them make these
crucial decisions that could provide the momentum to change the trajectory of their lived experience and
create a new story for themselves. We achieve this by connecting our Wonder Women network with existing
social mobility outreach projects that connect with talented students at schools across the UK.

Gender-diverse companies are 21% more likely to experience above-average profitability



The I-SCALE
Leadership Programme

For every employee nominated for programme, an incredible value-add subscription package, including:
e Annual editions of Wonder Women book series
o Tailored Leadership webinars from our core Human Leadership Programme
 Wellbeing webinars across a selection of mental and physical health topics
e Masterclasses focused on confidence and personal presentation
e Member interactive virtual events with speakers and authors from WW book and wider network
e In person events for annual book launch and engagement with our Wonder Women network

All designed and curated to focus on personal leadership growth

Companies with diverse executive teams are 25% more likely to have above-average profitability



At the core of the programme are the stories we continue to share

What started out as an idea for a “handbook” as part of our welcome
pack for SHe2 Leadership has grown in scope and impact well
beyond our initial intent or imagination. The power of sharing
authentic workplace stories of relatable women and men doing
remarkable work has struck a chord.

Stories for our times in our post-pandemic world where having
impact, being authentic and finding the holy grail of life quality and
balance, all take a leading role in our working lives.

39.6% of F ) directors



Wonder Women
Book Stories

First, to provide a source of inspiration for our future leaders and highlight amongst other
things that not everyone has their life plans nailed at eighteen; that not everyone besides them
has the perfect, shiny career; that it is never too late to make a change, start again or mix it up;
and that finding your passion can strike at any time.

Second, for those leaders contributing, we wanted to give them permission to consider what
they have accomplished and reflect on the impact they have already made; to be their own
spokesperson in sharing their story and learnings in their own voice, thus acting as relatable
role models to help impact the trajectory of others

Third, we were clear on the importance of hearing the male perspective of the why and how
these senior leaders believed in gender equity and reflect on and acknowledge those women
who have played and play a critical role in their own leadership success.




Intiating Impact Creating Momentum Leadership Accelerate
(min 20 members) (min 40 members) (min 40 members)

I-SCALE Leadership Programmes Length Format

Welcome Pack - including current and previous copy of Wonder Women books.
Back catalogue of book series for senior leadership team

Selected members from company to contribute at Social Impact schools visit
Human Leadership workshop interactive excerpt from our core programme
Health and Wellbeing workshops with an evidence based and holistic approach 60-90 mins
Masterclass in Confidence, Gravitas & Presentations 60-90 mins
Annual Wonder Women Edition Launch
Curated Impact Speakers from our book series and wider WW network 60-90 mins Blended (London)
Meet the Author Leadership & Life Book Club 60-90 mins

Culture & Environment Audit

Male Active Collaborators Workshop

Facilitated Town Hall / Ask Me Anything with ExCo Leadership Team

Dependant on tailored

Programme delivery on a 6-8 weekly basis with additional content and resources through regular newsletter. selection



I-SCALE
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Funmi Lawal
Founder & CEO

Clip-Knix

Thank you for the book which
[ received today. It is full of
inspirational people. [ only got
to half and I am exhausted by
the awe inside it.

Nicola Grant
Founder of SHe2 Leadership

S e

Lady Val Corbett
Founder

Lady Val Corbett's
Professional Network

Every young girl who reads
Wonder Women will surely
make them realise what
females can accomplish and
who knows, may inspire them
to rule companies and even
countries!

Tara Cemlyn-Jones
CE

25x%25

I was absolutely thrilled to get
my copy of Wonder Woman -
it looks amazing!! And so many
incredible and diverse women.
Such a brilliant concept.
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Denise
Wilson OBE

The stories in this book challenge what success
looks like in today's world. They are as inspiring
as they are diverse. They reveal the real journeys
of women, from those with high-profile careers
who have won great accolades and challenged
historically male-dominated sectors, to those
who left corporate careers to become entrepre-
neurs - either because the corporate world did
not work for them or because they simply had a
compelling passion and determination to make
a difference elsewhere. They include those who
*bumbled along” and found their courage and
real vocation later in life, making a difference in
companies we have never heard of, and excelling
in a role we did not know even existed.

Few stories are all shiny and straightforward.
Most tell of mistakes and failure along the way
some taking time out to reflect, others gathering
the courage to re-build and start again whatever
their stage in life. They are as inspirational and
unique as the women who tell them.

Not many of us know what we want to do when
we “grow-up” but oddly most of us think we
should, and others certainly expect that of us.
Leaving school at the age of 18, my only ambi-
tion was to speak Spanish and to work and live
in the sun! | managed that for a few years, but
could not have imagined the happy, fulfilling,
30-year-long career in the insurance sector and
then the Oil & Gas industry that played out, nor
how my huge admiration for working women
would ultimately be channelled.

There is no silver bullet but, undoubtedly, if
stories such as these had been published then
they would have inspired me to search on much
bigger and wider horizons, all the way through
my career, The many tips, insights and sheer
ambition that shine through in these stories will
hopefully help others along on a faster route,
That in itself is great progress.

Looking back over the last decade or two we can
see clearly that a significant improvement has
been made in the representation of women in
business in most developing countries around
the world. We know there is much more to do to
halt the systematic undervaluing and underuti-
lisation of women in the workplace. From our
recent efforts in the UK to increase the number
of women at the top table and in leadership
positions, we also know that the barriers facing
women {and anyone who presents different-

ly in the workplace and in life} are significant.
These often add layers of complexity and slow
progression on what ready a tough road to
travel. Understanding the obstacles and path-
ways of others who have gone before will help
us circumnavigate these betfer. It will also allow
us to draw courage from one another to lighten
the load for younger women who follow in our
footsteps

Wonder Women sesmsananse g senas T P e Aassessssasnalssanansanannuna Gessssss s EEEE BB E R B sane PP

| hope this book will also encourage many of you
to find your voice in what is an important con
versation and - right now - unfinished business.

| am often asked what is the one thing that has
driven most progress for gender equality in the
workplace, and of course there is no one thing.
Gathering the data, setting realistic targets and
treating gender equality with the same weight as
any other business issue all fuel progress. Yet if
were to choose just one, it would be the unstint
ing drive and visible voice of the senior leader.

However, each and every one of us has a voice
and a role to play in promoting equal opportu:
nity and inclusion in the workplace. The contri-
bution of men as allies both at work and in the
home, is crucial to gender equality and benefits
everyone. We all have the power to effect change
and we all walk taller for using it.

There is no shortage of women ready and waiting
to step up in their chosen field. The supply of ca-
pable, experienced women in British businesses
is full to overflowing. To those reading the stories
in this book, we cheer you on for all you will do
and become, and to those authors and the many
strong and talented women who have gone be-
fore us, this book is a celebration of all that has
been achieved. @




Inclusion must be
viewed as a growth
opportunity, not as
a threat.

Darren
Johnson

Executive Director and Global Chief Operating
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Officer at Impax Asset Management

W

Darren Johnson is Executive Director and Global Chief Operating Officer at Impax
Asset Management (where he has worked since 2007) and sits on the Executive
Committee. He is a Director of Impax's Management Company in Ireland and also
sits on the UCITS Fund Board. Darren also sits on the board of a number of charities
and organisations, including St Mungo's, the largest homeless charity in the UK and
the investment advisory board of Comic Relief. He is also a prominent advocate of
diversity issues across the financial services industry.

Diversity is about difference; in this context,
we discuss differences between people. Di-
versity in practice should happen easily as the
world is a diverse place.

Let me share a little about my life with you. I
was born and raised in London. As a result, |
was exposed to diversity, inclusion, and - un-
fortunately - ignorance at a young age. | was

raised, along with my sister, by just my mother.

My parents divorced when [ was very young.

Being raised by a single mother and from a
humble social and economic background in a
major city of the world, in what is often de-
scribed as the proverbial ‘melting pot) was
undoubtedly a challenge for my family. As a
Londoner, one of the aspects that I remember
most about growing up is its diversity. Howev-
er, London and many other areas of the United
Kingdom are divided along ethnic and socio-
economic lines. Growing up, | learned that it is
easy to be diverse without being inclusive and
yet diversity is nothing without inclusion.

WONDER WOMEN

Real inclusion, however, is problematic. As we
know, it can be easier in homogenous groups
to agree than in non-homogenous groups.
Sometimes it is difficult for individuals to be
challenged by others with different perspec-
tives, often informed by their own lived expe-
riences, which are closely tied to their identity.

Many of my female friends and fellow profes-
sionals refer to hitting glass ceilings and not
being included at senior levels of their organ-
isations or being passed over for promotion.
am always disappointed to hear this statement,
as many organisations have yet to embrace
inclusion fully. Does an organisation go the
extra mile to get to know and understand its
people? Does it have policies or practices that

are inclusive?

I am concerned when other professionals say
they are not confident in their ability to discuss
issues and give feedback to colleagues who may
differ in gender, race, disability, sexual orienta-
tion and so on. To successfully lead an organ-
isation, leaders must understand their col-
leagues. There is always an implication in what
clever people choose not to know. Not knowing
how to talk to your colleagues is a choice!

When you try to connect with someone new,
you look for commonalities. What school you
went to, your favourite shows on TV, your chil-
dren etc. Perhaps the next time you interact
with someone new who looks different from
you, instead of looking for commonalities, you
could look for differences, look for and talk
about what makes them unique and different
to you? Encourage them to tell their stories.
You don't learn anything new from under-
standing what you already have in common
with someone.

Doing this helps normalise differences and
helps you better understand your colleagues
and teams. As a leader, you can utilise their
potential to maximise their ability to deliver for
your organisation. Don't expect by default peo-
ple to be the same as you; everyone is different.

The more differences that exist, the more dif-
ficult it can be to bring people together. It may
sometimes be uncomfortable, but our ability
to manage discomfort and lean into it is key to

success. Inclusion must be viewed as a growth
opportunity, not as a threat. When we have a
sometimes-uncomfortable conversation, we
can address relationship issues and thrive.

Having watched my single mother carve out a
successful career whilst raising two children, it
was likely | would always be a feminist. A world
where women are more self-actualised will be
a better world for everyone. It is important to
have more women in authority positions and
more men involved in (for example) childcare,
to enhance decision-making and foster a more

equitable society.

Talent is everywhere, but opportunity is not.

In creating an inclusive culture, we can all help
to create those opportunities.

The Wonder Woman book is a fantastic way

to showcase and represent women's achieve-
ments, despite the constraints they often face
in their personal and professional lives, We
should all speak up, support, make room and
cheerlead women in our organisations to sup-
port real change and move beyond the con-
versation. This book is a powerful example of
how you can get to where you want to be, not
despite your differences but because of them.
We must all remember that progress is impos-
sible without change. Silence is not benign; it
is malignant. @
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Be the CEO your

oarents always
wanted you fo
marry

Former Chairwoman and CEO
IBM
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Human Leadership
Programme

Moving towards senior leadership

Our tailored suite of Human Leadership programmes has been
developed with a unique combination of science, research, academic
insights and anecdotal evidence which places thinking, feeling and
behaviour at the core.

The outcome prioritises sustainable high performance whilst
optimising each individual's wellbeing, personal and organisational
success.

Powerful - Practical - Impactful - Sustainable

The gender pay gap in the UK was 15.5% in 2020, highlighting the need for increased focus on gender equality %



Key Aim |
of our innovative approach

Focuses on optimising how men and women relate to
each other in the workplace to create an

environment of connecting and belonging, resulting in
sustainable high performance.

Enables people to really optimise their wellbeing and
performance by understanding their human side
and the impact it has on their lives and work.




Human Leadership
Programme

More women leaders than ever are taking deliberate breaks to pause, reset,
or transition to new roles. Their non-negotiable demand is for a company
that supports and nurtures their ambitions for immediate impact. Thus, it's
crucial for organisations to cultivate an authentic, sustainable culture of
diversity where every employee feels they truly belong and can make a
difference.

Driving change through leadership is a business necessity. Data shows that
diverse organisations attract and retain employees who are adaptable,
flexible, curious, motivated, ambitious, and content. This contributes to a

company that is noticeably more creative, innovative, resilient, and
ultimately, more profitable.



The Solution

We oftfer a variety of sustainable strategies to support the women in your
organisation, from early management to senior leaders. Importantly, we
encourage men to become engaged allies for support and amplification.
Our impactful and cohesive, output-focused programmes are modelled
from evidence-based research that aligns good mental health with
human connection and practical tools and strategies.

The @illicorme

We turn data into action, embedding DEI into the organisation's core.
Beyond ESG compliance, we foster an environment where high-
performing teams thrive and reflect stakeholder needs. Our focus is on
human leadership, balancing career goals with wellbeing.

add an estimated £250 billion ($334 billion) to the country's GDP by 2025

Closing the gender gag



Content
Overview

Session 1: Who and where you are now, what has influenced this
and how will your career evolve in the future.

Session 2: Evolving as a leader with a broader repertoire to
achieve your ambitions and have the impact your desire.

Session 3: Developing your ecosystem of beneficial relationships
and partnerships.

Session 4: Working strategically and contributing at higher levels.
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Session 5: Leading high performing teams and creating a
dynamic, inclusive and inspiring culture.

Session 6: Resiliance and the capacity to move forward in the face

of challenges and have the impact you desire. e \

This content can be shaped and tailored to company requirements, following review and feedback where relevant.

According to recent studies, companies with more gender diversity in their leadership teams have shown to outperform their competitors by up to15% —— %



Detailed
Content Overview

Mindset & Behaviour Mood & Emotions

Your purpose, passions and strengths Personal Ecosystem engagement and release
Removing internal barriers to your success Personal Ecosystem and Mood

Developing mutually beneficial partnerships Mood: impact on self and as a leader

Aqility and plasticity in how you think and behave Emotional Ecosystem Engagement

Your personal leadership style and inspiring followership Emotion: Impact on you. Health & performance
Galvanising ‘Collective intelligence’ Emotions: impact as a leader and on others
Understanding behaviour change Mood & Emotion Restoration and Resolution strategies

Above is a sample of topics covered which we tailor to address the needs and objectives of each client



Why SHe2 Human Leadership approach is innovative?

A programme grounded in evidence-based research from leaders across many different organisational settings anad
taken from many universities globally. We have sourced hundreds of insights from organisations and universities globally.

This includes the long-term research of Professor Chris Beedie, cognition and neuroscience, Honorary professor, University

of Kent, affiliate professor, cognitive and evolutionary anthropology, Oxford University, applied to organisational
environments for high performing team:s.
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approaches to

enable people to

bring the best of

themselves for both

their well-being
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We focus on enabling participants to come away with personal strategies as well as be energised about the impact they
can make to psychology, psychology as a body of knowledge and science, the society.

Women receive less than 3% of venture capital funding for their startups and experience a 26% pay gap compared to men in the UK's financial sector
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Leadership
Programme Prices

Full Leadership programme of 10 modules (2 hours)and group coaching
(90 mins) sessions delivered over one year

£62,500 for cohorts of 10-20 max.

Equivalent monthly investment per person
10 participants £520
16 particpiants £325
« 20 participants £260

Examples of shorter programmes provided on request

Irrespective of length each programme is tailored for the client and there

will be a one off design fee based on number of days work to create

As of 2022, 21 women were in the position of chief executive officers (CEOs) at FTSE 100 and FTSE 250 companies %



Human Leadership Delivery Partners

CaCo )

Conder & Company

The expertise that has gone Condor use effective proprietary

into building the CHX models and bring evidence-based

programme content is second research as well as the experiences

to none. of working with hundreds of
women gaining insights and

[t starts with a uniquely strategies that are pragmatic and

strong foundation of cutting work in the real world.

edge science, curated and

delivered by frontline, world- The approach leverages the human

leading academic researchers dimension of emotions, mindsets

in the fields of Cognition & and behaviours which go deeper

Neuroscience, Psychology, into really understanding the

cognitive anthropology and qualities that enable women to be

evolutionary biology. successful and happy.
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For those final steps to ExCo and C-Suite influence

Peer-Focused Cohorts & Structured Conversations

We have carefully curated groups of senior female leaders from diverse
industries and functions. These peer-focused cohorts offer unique, unbiased
viewpoints, fostering a rich exchange of ideas. The structure of our program is
guided by experienced coaches, facilitating open discussions where participants
can share insights, ideas, and solutions candidly.

Bespoke Learning & Authentic Connection

Building on Human Leadership topics, we introduce participant-chosen
modules for a unique experience. We provide a safe space for open discussions
and encourage self-exploration, fostering stronger leadership identities.

Further information and details on enquiry

As of 2023, 1.7 million women in the UK are self-employed, making up over a third of the self-employed population.



Connections and visibility for everyone to be heard,
confribute and belong

Creating a Safe Space

We act as a cross-company connector, fostering a psychologically safe
environment where everyone can contribute and challenge norms. An initial
audit identifies the unique needs and starting point of each company.

Actionable Change

We offer advice and implementation of a variety of possible long-term initiatives
such as storytelling, ask me anything, an in-house Network and annual DEI event,
promoting open discussions and company actions. Each initiative designed to
deepen employee connections in every direction across the company

Further information and details on enquiry

As of 2023, 20.6% of SMEs in the UK are led by women. Up by 0.9% over the last 3 years



£150b. £180b.

87%




Gender Index
The data for 2023

In the UK, female-led
companies are reshaping
industries, driving
innovation, and inspiring
future leaders with their
commitment to excellence
and inclusive leadership.

Health, Wellbeing, and
Social Care holds the
largest share of female-led
businesses in the UK,
showcasing the significant
presence and impact of
women in this sector.

An increasing number of
newer businesses are
female led, with this figure
representing the % of
businesses started within
the last 2 years.



https://www.thegenderindex.co.uk/

Women make Apple stronger. b
That's not just a belief; it's a fact!

Tim Cook
CEO
Apple

For further information

please visit she2leadership.com S H e2

or email hello@she2leadership.com EMPOWERING 1/OIEN LEADERS
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