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Problem and solution 

Mission and objectives 

The organization helps women earn more and advance further while helping employers, 
communities, and systems create the conditions for that advancement to last. Its guiding belief is 
that women achieve sustained economic mobility through personal empowerment, equitable civic 
infrastructure, flexible and inclusive workplaces, and coordinated community networks. That belief 
shapes everything the organization builds. 

The Integrated Advancement Model turns that belief into practice. It operates as a connected 
flywheel that begins with community research, including design sprints and women’s lived 
experience. Those experiences are translated into insights, data, and gap analysis, which then 
shape employer-facing conversations, diagnostics, and consulting. Employer engagement creates 
revenue and partnership opportunities that help sustain the work and feed back into the Career 
Mobility Programme, where women receive coaching, peer support, career navigation, and 
advancement support. As women advance in their careers, earnings, confidence, and mobility, the 
organization captures outcomes data, case studies, and metrics that strengthen the model and its 
case for investment. Grant funding reinforces the cycle by providing the resources needed to 
deepen community research, expand delivery, and build momentum. The organization does not 
treat a woman’s stalled career as something for her alone to fix; it supports women directly while 
using their lived experience and outcome data to influence the workplace practices that cause 
women to stall, leave, or go unrecognized. 

The organization is currently focused on five priorities: strengthening and documenting the Career 
Mobility Programme; building an evidence base through baseline and endline data, participant 
stories, and employer feedback; growing employer engagement through diagnostics, workshops, 
and sponsored cohort seats; building an earned-revenue model that can subsidize access for 
underserved women; and preparing the organization to operate without the founder at the center 
of every function. 

The organization grew from the founder’s workforce strategy, women’s advancement, and 
employer-engagement practice and later evolved into its current nonprofit form as the Integrated 
Advancement Model and Career Mobility Programme became clearer, more structured, and ready 
for broader implementation. It is now at a strong post-pilot, pre-scale stage: the work is grounded 
in years of practice, but the current model is still early enough to be refined, measured, 
strengthened, and scaled with the right support. The organization is fiscally sponsored by a regional 
nonprofit partner, enabling tax-deductible donations and grant eligibility while it builds governance, 
financial systems, an evidence base, and operating capacity. Its plan is to transition from fiscal 
sponsorship and become an independent 501(c)(3) nonprofit within the next one to two years. 

 



Anonymized Grant Application Writing Sample 
 

Client details anonymized 

Social problem addressed 

Most women who stall out in their careers aren’t short on talent, ambition, or work ethic. They’re 
working inside systems that were never built around the actual shape of their lives. Working 
mothers, caregivers, mid-career women, Black women, and women from underserved 
communities deal with career interruptions, thin access to influential networks, the motherhood 
penalty, pay gaps, missing mentorship, and workplace expectations that assume no one at home 
needs them too. 

The cost shows up everywhere. For the woman herself, it can mean losing confidence, under-
negotiating, or quietly stepping back from a leadership track she was ready for. For her family, it 
means slower income growth and less room to build wealth over time. For the employer, it means 
losing people they spent years developing, usually right when that person was becoming most 
valuable—which is its own kind of expensive mistake, repeated constantly. 

Most existing solutions misdiagnose this. A lot of programs focus on making women more 
confident, more polished, more ready—as if the gap were personal. Meanwhile the employer keeps 
operating with the same caregiving-blind policies, the same promotion patterns, the same informal 
networks women were never invited into. Other programs go the opposite direction and work on 
workplace culture in the abstract, without ever giving an individual woman a concrete next step to 
take. 

We address the gap between individual career support and workplace systems change. Women 
need more than encouragement; they need career mobility pathways, trusted peer networks, 
practical coaching, employer access, measurable outcomes, and workplaces that understand how 
to retain, value, and advance them. 

Solution and programme model 

The solution starts with listening. Before building programmes, tools, or employer services, the 
organization pays attention to what women are saying about work, leadership, confidence, 
caregiving, visibility, pay, and the moments when they feel stuck. That listening happens through 
community research, design sprints, coaching conversations, and direct engagement with women, 
and it shapes what is built next. For example, recent community design sprints highlighted the need 
for more practical support around leadership conversations and performance reviews. That 
feedback led directly to the creation of a new Leadership Review Toolkit. This is how the model is 
intended to work: women’s lived experience does not sit in a report; it becomes something useful. 

The direct-support component is the Career Mobility Programme, a group coaching experience that 
helps women clarify where they are going and how to communicate their value. It includes career 
mapping, wage negotiation, executive narrative development, confidence-building, and 
professional network-building. The organization has delivered two leadership cohorts through this 
approach, with another cohort in development. One participant received interview and executive-
narrative support, became clearer about her story and value, secured the role she wanted, and 
doubled her salary. This is the kind of change the organization seeks: not simply women completing 
a programme, but women entering decisive professional moments with more clarity, confidence, 
and power. 
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The employer-facing component grows from the same belief: women should not have to carry the 
full burden of fixing what is broken around them. The organization has conducted one-on-one 
interviews with senior executives, researched workforce trends, published employer insight 
papers, and expanded its consulting work into culture assessments and talent-pipeline support. 
The purpose is not to offer employers a generic workshop. It is to help them see where women are 
stalling, what patterns are emerging inside their workplaces, and what leadership can actually 
change. 

The third component is community insight, the learning engine behind the whole model. The 
organization does not treat women as passive participants or research subjects. It brings women 
into the design process so their experiences, barriers, ideas, and ambitions shape the solutions 
being built. Tools such as a community insights infographic and a planned virtual workforce 
symposium are part of this approach. They help reveal patterns, strengthen coaching content, and 
bring more grounded evidence into employer conversations. 

Together, these pieces are not three separate programmes. They are a loop. Women share what 
they are experiencing; those insights shape coaching, tools, and employer conversations; 
employer revenue and grant funding open access for more women; and women’s outcomes create 
the stories, data, and learning that strengthen the model again. The toolkit developed from recent 
design sprints is one early example of this loop in action. The next step is to prove that the 
organization can run this loop repeatedly, with stronger evidence, more women reached, and a 
model ready to scale. 

Impact 

Tangible results and impact measurement 

The clearest evidence at this stage is specific rather than aggregate. The organization has delivered 
two leadership cohorts through the Career Mobility Programme, with another cohort in 
development. One graduate used the programme’s interview and executive-narrative coaching to 
secure the role she wanted and double her salary—a concrete example of the economic mobility 
the model is designed to produce. On the employer side, the organization has conducted executive 
interviews, published employer insight papers, and delivered culture assessments and talent-
pipeline consulting. On the community side, design sprints with women directly produced a 
Leadership Review Toolkit, while a community insights infographic was co-designed with the 
women it represents. 

Beyond the programme model, the organization benefits from the founder’s growing public 
credibility and field presence. The founder has delivered talks on national platforms, reached 
thousands of learners through online courses, and been featured in national and regional media. 
The work has also connected with philanthropic, health, and corporate partners. Across reported 
activities, the organization has served hundreds of women and engaged thousands of community 
members across dozens of local ZIP codes. 

In recent years, the organization has gained clearer traction as a nonprofit growth model. It has 
refined the Integrated Advancement Model, built out the Career Mobility Programme, strengthened 
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employer-facing services, and started putting in place the measurement systems needed to move 
from promising practice to evidence-backed scale. 

The next phase of impact measurement will be built directly into the Career Mobility Programme 
and employer engagement. For women in the programme, the organization will collect baseline and 
endline data on career clarity, confidence, leadership readiness, wage-negotiation confidence, 
access to mentors, strength of professional networks, workplace-navigation skills, and 
advancement actions taken. It will also track completion rates, participant satisfaction, promotions 
pursued or secured, salary conversations initiated, interviews or new roles pursued, business or 
leadership goals clarified, and qualitative stories of change. 

On the employer side, we will track the number of employers engaged, diagnostics completed, 
workshops delivered, employer-sponsored cohort seats secured, recommendations adopted, and 
shifts in employer understanding of women's retention and advancement barriers. Over time, we 
aim to build an outcomes dashboard combining participant data, employer engagement data, 
revenue data, and case studies so that impact, learning, and scale-readiness can be measured 
consistently. 

 

How the approach improves on existing e;orts 

We improve on existing e[orts by refusing to treat women's career advancement as either an 
individual coaching problem or a workplace culture problem alone. Many programs focus on 
resumes, confidence, mentoring, or leadership skills for women. These supports are valuable, but 
they can leave the burden of change on women while workplace systems remain unchanged. Other 
e[orts focus on employer DEI, culture, or leadership training, but they may not be grounded in the 
lived experience of women or connected to direct pathways that help women move forward. 

We bridge these approaches. We support women directly while also using what women share to 
help employers understand the systems that a[ect retention, advancement, pay, caregiving, 
visibility, leadership access, and belonging. This creates a practical feedback loop between 
women's lived experience and workplace change. 

The Integrated Advancement Model also strengthens long-term sustainability because it does not 
rely on grants alone. Philanthropic and community funding can keep the Career Mobility Programme 
accessible to underserved women who may not be able to pay for coaching or leadership 
development. At the same time, the organization can generate mission-aligned earned revenue 
through employer partnerships, speaking engagements, workforce diagnostics, workshops, 
consulting, and employer-sponsored cohort seats. That revenue can be reinvested into the 
nonprofit mission, helping serve more women, strengthen the evidence base, and reduce 
overdependence on grant funding over time. This creates a more durable nonprofit model—one that 
stays grounded in community needs while building the financial capacity required to scale. 

We also leverage existing systems rather than building a parallel system. We work with employers, 
workforce partners, community organizations, civic leaders, and women's networks to strengthen 
the environments women already move through. This systems-thinking approach is especially 
important because women's economic mobility is shaped not only by their individual skills, but also 
by access to relationships, fair workplace practices, supportive policies, social capital, and 
opportunities to be seen and sponsored. 
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Underserved population and early benefits 

We support women who are often underserved by traditional career advancement systems, 
including working mothers, caregivers, mid-career women, Black women, women navigating career 
interruptions, women with limited access to influential networks, and women who are talented and 
experienced but under-recognized in their workplaces. Many of these women are not disconnected 
from work; rather, they are navigating workplaces and economic systems that do not fully support 
their realities, leadership potential, caregiving responsibilities, or long-term mobility. 

Women gain a clearer sense of their value, a stronger professional narrative, and practical help in 
the moments that determine whether they advance—the interview, the negotiation, or the 
promotion conversation. One participant is the clearest example so far. Through group coaching 
and personalized interview and executive-narrative support, she clarified her professional story, 
secured the role she wanted, and doubled her salary. She later described the support as thoughtful, 
strategic, and empowering, particularly in helping her articulate the impact of her experience. 

That individual result matters, but the reach behind it is also significant: two leadership cohorts 
completed, another in development, and years of speaking and thought leadership that 
demonstrate the problem resonates well beyond one programme or one city. 

What is still missing is systematic proof that this participant’s result is typical rather than 
exceptional. The organization is now establishing baseline and endline data collection for the 
Career Mobility Programme so that changes in confidence, clarity, professional networks, and 
advancement actions can be documented across every cohort, not only through individual stories. 
That is the next critical step, and the application is transparent that it is in progress rather than 
complete. 

Distinctive approach 

Our approach is unique because it combines three elements that are often separated: direct 
support for women, employer systems change, and community-generated workforce insight. We 
are not only a coaching program, a DEI consultancy, or a thought-leadership platform. We are 
building an integrated workforce transformation model designed to help women advance while 
helping workplaces evolve. 

The Integrated Advancement Model is the clearest expression of this approach. It starts with 
women’s lived experience and community research, turns that into practical insight, uses the 
insight in both employer diagnostics and Career Mobility Programme coaching, and feeds 
outcomes and stories back into the model to improve delivery and strengthen the case for 
investment. This creates a di[erent engine from programmes that run only on grants or sell services 
without addressing the workplace conditions those services are meant to change. 

The work is also proximate to the problem in a direct way. The founder had full-time work, advanced 
qualifications, and a strong professional network, yet still experienced a period of economic 
instability that demonstrated how social and civic systems can fail even women who appear, on 
paper, to have every advantage. That experience led the founder to name the specific career barriers 
women face and build them into an organizational model rather than treat them as a personal 
talking point. Women trust the space because it is grounded in lived experience; employers engage 
because the approach is practical and informed by data rather than a generic framework. 
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Compared with traditional women's leadership programs, we place greater emphasis on economic 
mobility, employer accountability, and measurable career action. Compared with traditional 
employer consulting, we are more grounded in community voice and women's real experiences. 
Compared with advocacy-only approaches, we o[er a practical intervention that can be delivered, 
measured, refined, and scaled through cohorts, employer partnerships, trained facilitators, and 
earned revenue. 

Scale 

Scaling strategy 

This is currently a founder-led model based in a Midwestern U.S. city. Scaling means turning it into 
something documented and repeatable enough to reach women through direct cohorts, employer 
partnerships, community partners, and trained facilitators—not requiring the founder to lead every 
engagement. The five-year goal is to reach thousands of women through a combination of direct 
participation, employer-sponsored delivery, and partner-based replication. 

Year one focuses on evidence and codification: strengthening the Career Mobility Programme, 
collecting baseline and endline data, documenting participant stories, refining the curriculum, and 
building an outcomes dashboard. It also requires turning the employer diagnostic and service menu 
into something repeatable, so community-funded and employer-funded delivery can run 
consistently rather than depending on the founder to build each engagement from scratch. 

The second phase will focus on building delivery infrastructure. We will develop facilitator guides, 
participant materials, employer engagement templates, partner referral systems, data collection 
tools, and a stronger operating model. We will also begin expanding employer-sponsored cohort 
seats and using speaking engagements as a pipeline for employer partnerships. 

The third phase will deepen local and statewide expansion while preparing for independence from 
fiscal sponsorship. During this phase, the organization will strengthen governance, financial 
management, board development, fundraising systems, and earned-revenue operations so it can 
transition toward standalone nonprofit status within one to two years. 

The fourth and fifth phases will focus on regional replication and scale. The organization will train 
facilitators, partner with employers and workforce organizations, expand virtual and hybrid cohorts, 
package the Integrated Advancement Model for replication, and use annual workforce insight 
products to strengthen visibility and field learning. By Year 5, the aim is to operate as a scalable 
model combining direct services, employer engagement, partner delivery, and a sustainable 
revenue engine. 

Year Scale focus Draft milestones 
Year 1 Evidence and model 

strengthening 
Run Career Mobility Programme 
cohorts; collect baseline/endline 
data; gather stories; refine 
curriculum; create an outcomes 
dashboard; confirm the 
employer service package. 

Year 2 Delivery infrastructure Develop facilitator guides, 
participant tools, employer 
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Year Scale focus Draft milestones 
diagnostic templates, data 
systems, referral pathways, and 
repeatable cohort delivery 
model. 

Year 3 Local and statewide expansion 
and spin-out readiness 

Expand local and statewide 
cohorts; grow employer-
sponsored seats; strengthen 
governance, finance, board, and 
fundraising systems for an 
independent nonprofit pathway. 

Year 4 Regional replication Train facilitators/partners; deliver 
through employers and 
workforce/community partners; 
expand hybrid and virtual 
cohorts; publish learning 
products. 

Year 5 Multi-channel scale Reach thousands of women 
through direct cohorts, 
employer-sponsored 
programmes, partner delivery, 
digital tools, and measurable 
workforce engagement. 

 

 

Earned income and sustainability 

The organization is building a self-sustaining nonprofit model that combines philanthropic support 
with mission-aligned earned income. Long-term sustainability will not depend on grants alone. 
Grants will strengthen internal systems, build the evidence base, support outreach, document 
outcomes, and keep the Career Mobility Programme accessible to underserved women. Earned 
income will come primarily from employers, speaking engagements, workshops, coaching, and 
employer-sponsored cohort participation. 

The first earned-income stream is speaking and workshops. Revenue can be generated through 
keynotes, half-day workshops, and custom sessions on women’s advancement, workforce equity, 
retention, caregiving, leadership, and the future of work. These engagements are not only revenue-
generating; they also introduce employers, civic partners, and community leaders to the Integrated 
Advancement Model and create pathways into deeper employer partnerships. 

The second stream is employer partnerships and consulting. Our employer-facing services include 
workforce diagnostics, culture and engagement assessments, leadership and retention 
programming, inclusive workplace support, and talent-pipeline development. Employers pay for 
these services because they are already facing real challenges around retention, advancement, 
leadership pipelines, caregiving, employee engagement, and workplace culture. This creates a 
strong sustainability pathway: employers who benefit from our insight and consulting help generate 
revenue that can be reinvested into the nonprofit's broader mission. 
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The third stream is employer-sponsored cohort participation. The Career Mobility Programme can 
be delivered as grant-supported community cohorts for underserved women while also being 
o[ered to employers as sponsored seats for women employees. This allows the same core model 
to expand access for women who may not be able to pay and generate earned revenue from 
organizations investing in women’s advancement, confidence, retention, and leadership readiness. 

The fourth stream is individual coaching and executive narrative support. We can also generate 
revenue through paid coaching sessions for women pursuing promotions, career transitions, board 
opportunities, leadership visibility, salary negotiation, or executive presence support. These paid 
services help sustain the organization while also strengthening the direct-service side of the model. 

Over time, we may also develop additional nonprofit earned-income streams such as paid 
convenings, digital resources, facilitator training, curriculum packages, or partner-based delivery 
models. All earned income will be reinvested into the organization's mission, helping us serve more 
women, strengthen employer engagement, improve data collection, and build the internal capacity 
needed for scale. 

This earned-income strategy is mission-aligned because sustainability and impact reinforce each 
other. Employer revenue helps support broader community access. Coaching and cohort revenue 
strengthens direct services for women. Speaking and workshops create visibility and new 
partnerships. Grant funding provides the early-stage support needed to build systems, evidence, 
and outreach capacity. Together, these revenue streams allow us to grow as a nonprofit that is both 
community-rooted and financially durable. 


