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THE PROGRAM AIMS TO:

What does the program aim to achieve? 

Strengthen the talent pipeline with women
ready for senior leadership roles

Provide women with the confidence and
strategies to step forward for the senior roles

Improve business results by leveraging the full
capability available from a diverse work force 

Reduce ‘quota appointments’ for women who
are not ready or supported to succeed

Assist women to embed new behaviours that
advance professional visibility and potential



What's the
impact of more
women in senior
leadership? 

Most companies don't
need these statistics to
know that more women in
senior roles is not only the
right thing to do, but makes
good business sense. The
question is, how do we
make this happen more
strategically and more
quickly?

Companies with a larger number
of senior women produce better
financial performance .1
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Bring in the dosh 

11,434 adults surveyed by Gallup
showed a 6% higher engagement rate
of employees who were led by a
female .

Women rate higher in overall
leadership effectiveness, than
their male counterparts, with the
greatest gap evident at the
highest executive levels  .

Enhanced culture 
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Lift the pack 
Boards with more women are more
ethical;   companies with more
women on executive committees
bring in more revenue  ; and
balancing a team of men with women
lifts the collective IQ  .
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+6 % 

Improve 
engagement 



What's going on
for female talent? 

Getting ahead at work is as much about being seen as a
leader as it is about actually leading. Doing a great job,
playing by the rules, and working hard is not enough to get
ahead. 

Women are rarely rewarded for being humble achievers.
Women can be deemed the greatest leaders in the world by
the people they lead but these are not the people who are
promoting them and sponsoring them. 

A good leadership reputation needs to be as visible from
above as it is palpable from below. Without the ability to
manage up, speak up and have a visible leadership brand
across the organisation, women jeopardise their opportunity
to play a bigger game.



Many companies are working hard to address the gender imbalance.
They are focusing on diversity and inclusion. They are introducing

flexible workplace opportunities and ensuring pay transparency; but this
alone is not enough.  

 
There are many reasons that women are under-represented in the

senior ranks – company culture, flexible work practices, family/career
responsibilities, limited opportunity, glass ceilings, and much more. This
program is not an attempt to address all of these issues; but rather, this
program aims to give women the confidence and tools to step forward

sooner, to contribute their value more confidently, and to deliver the
value that comes from visible contribution, beyond any mandated

targets or quotas. 
 
.

Where are all the
women? 



What's wrong
with our
pipelines? 

Building a pipeline of talent does not
occur as a result of increasing targets,
quotas or mandates alone. This action
is only one side of the coin. Sometimes
companies put the call out for more
female candidates and they are met
with silence. Women need to be
encouraged and supported with the
right tools and mindsets to step
forward into these opportunities, more
often and more proactively.

Empty pipeline 

Research shows that women will wait
until they feel 100% qualified for a role
before applying, whereas men will
apply when they feel 60% ready.  There
are talented women waiting ‘to be
ready’ for their next role, without
realising they already have what it
takes. As a result, they don't apply,
don't get promoted and eventually they
opt out of the pipeline altogether.

Leaky pipeline 
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Sometimes women feel pushed out of
the system because they don’t belong.
They have no role model of success
they can relate to in a way that inspires
them to step up. They might feel like
they have to ‘play the game’ or
compromise their family situation in
order to succeed and they’re not
prepared to do that in order to get to
the top. Without any other options, the
culture pushes them out of the
pipeline.

Rusty pipeline 



Women need to opt in to the opportunities,
and take action toward their leadership

potential. When they don’t they are at risk
of being quiet achievers, invisible,

undervalued or silent contributors. When
they opt in they become valued as capable

leaders, and they build a reputation for
credible leadership that gets results. They

go beyond great leadership ability and
consolidate a strong leadership.

The Gendered Career
Ladder  



Women need to see future leadership roles as
attractive and viable options for them; AND they
also need to take action to step into these roles
to build their leadership brand. Leadership
visibility comes from a combination of having
the confidence to step in, the credibility to
speak up and the clout to be taken seriously
and stand out. This is how women can
contribute their true potential and build
influence, engagement and impact as a result.

What does the 

program cover? 

Visible Leadership  



Understand the impact of confidence on risk taking,
self-promotion, reputation and results

The program offers the following elements:  

Explore personal and positional power and how that
impacts confidence, visibility and results

Learn the communication habits that kill leadership
credibility

Apply key behaviours to be heard, be seen and to
make an impact in meetings and presentations

Learn how to identify and uphold boundaries through
hard conversations

Develop strategies for support through sponsorship
and mentoring

Appreciate the power of networks for career mobility



Option 1  

One-day master class (min 8, max 24 participants) (1 day face to face
or 2 x ½ day virtual sessions)

Total: $1,320 inc GST, per head

Option 2  

Managers’ briefing session before the masterclass

One-day master class (min 8, max 24 participants) (1 day face to face or
2 x ½ day virtual sessions)

3 x 1.5hr group mentoring (max 8 per group), face to face or online depending on
geographic spread 

Program celebration and review session for all participants, managers and executive
sponsors 

Total: $4,350 inc GST, per head

Option 3  

Managers’ briefing session before the masterclass

One-day master class (min 8, max 24 participants) (1 day face to face or 2 x ½ day virtual
sessions)

Plus 5 1.5hr group mentoring (max 8 per group), face to face or online depending on
geographic spread 

Program celebration and review session for all participants, managers and executive sponsors 

Total: $5,690 inc GST, per head

Program Options 



Next steps
Contact our office to explore the
impact our program can have in

your business. 
0423 023 032  

ab@anneliblundell.com  

www.anneliblundell.com  



What our clients have to
say about the program 

"Anneli is one to watch! So far we have had 50 of
our high performing women at Mercedes-Benz,

from across the business, graduate from the
program and the feedback we have received has
been incredible. In the space of months, Anneli is

able to grow the confidence and/or clout of
every single participant to new heights. Anneli’s

passion for women and truly inclusive
workplaces is real and compelling. She

understands that in order to make genuine
progress in regards to gender equality, everyone

must be included in the conversation regularly.
The way she leads such open dialogues (with

men and women) on the topic is inspiring to
witness and truly, changing the game."

-Peter Grogan, HR Director, Daimler

"Anneli has been a fantastic support in IRI’s goal to
promote gender equity and women in leadership.
Through her Women at Work program, Anneli not
only engaged and inspired the women participating
in the program but also, their managers, and other
senior leaders across our business. We were
surprised by how quickly we built momentum and
started to see visible change. One of her biggest
impacts was through her group coaching sessions
with the program participants, which offered a safe
space for our female leaders to explore the gender
landscape and learn how to navigate it. Anneli’s
passion for promoting inclusive leadership has also
helped to bring everyone into the conversation. It
has helped us to create an environment where both
men and women are now collectively engaging in
building a workplace that is more equitable,
inclusive and inspiring."

-Nicole Green, Group People & Culture Director
APAC, IRI



“This program was very valuable and different from
other courses I've been on (some others have been

a bit wishy washy). Everything we covered you could
take away and apply. It’s exactly what we need in

our business at all levels.I enjoyed the pace, the day,
the set up, listening to others’ stories, and comparing

shared experiences. The formula of the program
was not overloaded, so you go away retaining a lot

info. It was also interesting to be in the room with my
peers. There are lots of other women who would

also benefit from this.”
-Senior Manager, Automotive Industry 

"Fantastic session! Delivered excellently, right
content, right pace, right interactions, authentic
examples. It demystified the male versus female
inherent differences and then provided relevant
actions and activities that I can do to be successful
in a male dominated environment."   -Jane, GM PMO 



You can connect with Anneli on: 

https://au.linkedin.com/in/anneliblundell @AnneliBlundell

www.anneliblundell.com

L&D Professional of the Year from the Australian Institute of Training and
Development and Gold Stevie Award Winner for Entrepreneur of the Year,
2021, Anneli’s passion for decoding people and performance dynamics make
her a sought after speaker, mentor and leadership expert.  

With her keynote speaking, and flagship programs on Women@Work, and
Allyship in Action, Anneli brings her gender advocacy to large groups of
leaders, creating safe spaces to explore the issues and opportunities of
inclusion and belonging in practical and profound ways. Anneli gives leaders
the tools and strategies to value all voices equally, to sponsor hidden talent,
and to develop the unlikely leaders waiting to be discovered. It’s about
knowing how to cultivate the right conditions to turn potential into
performance at every level, for everyone. 

To Anneli, workplace equality is not only about policies; it’s also about the
daily practices that support them. This is not about eradicating our human
bias, it’s about humanising our leadership habits.

Introducing Anneli Blundell
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