
  
 
 
 
 

 

Practices to support action plan implementation 
To change the way an organisation thinks about its work often requires attention to 
change management. Here we’re talking about gender mainstreaming, or the 
process of incorporating gender perspectives into policies, strategies, programs, 
project activities, administrative functions, and institutional culture – essentially 
thinking about gender across all of your work all the time. Gender mainstreaming is 
often applied to change management within an organisation, but concepts can be 
applied to any group looking to shift their practices, approaches and behaviours.  
 
To be successful in this often requires attention to five key elements:  
 
1) clear visions of success for this process with measurable indicators;  
 
2) high-level, consistent, visible support from senior leadership;  
 
3) investment in technical and financial resources to support gender mainstreaming; 
 
4) accountability at all levels of the organisation or group for the action plan; and  
 
5) an intentional approach deeply rooted in organisational culture and competencies 
– the approach reflects who you already are as an organisation and/or who would 
you like to be.  
 
We ask you to consider what indicators or metrics would inform you whether you are 
on the right track to achieve your gender lens investing goals, and where there’s 
need, what actions you might take to set you on the right track or stay the course. 
 
 
 
 
 
 
   



  
 
 
 
 

 
1. Clear vision of success for this process with measurable indicators 

a. What goal(s) are you aiming to achieve through attention to gender?  

b. What process indicators might you use to tell you're making process? 

c. What outcome indicators might you use to demonstrate you’ve 
achieved your goal(s)? 

 

2. High-level, consistent, visible support from those with significant 
influence and decision-making power 

a. Do you need to work with your senior leadership in order to create 
buy-in for your goals? How might you present your plans in such a way 
that they would be more likely to see this work as a priority?  

b. What sorts of internal support (verbal or commitments) that you wish to 
seek that would support your efforts?  

c. What are some examples of external support that might be helpful to 
signal to others the commitments you are making or the changes that 
have been made?  

d. Mostly within the organisation 

e. What will keep this moving within the organisation? 

f. How do we ensure senior leadership buy-in? 

 

3. Technical, financial and time investments in the process 

a. Has there been funding set aside to help support the achievement of 
your goals, including support to change management? 

b. Has staff time been allocated such that people are able to work 
towards these efforts, including building internal capacity?  

c. Who might have the expertise to support capacity building internally, 
and the path to achieving your goal(s)?  

d. Bringing in the capability and skills to make this happen 

 



  
 
 
 
 

 
4. Group accountabilities and incentives 

a. Has a focal person been identified to ensure the team is kept 
motivated and accountable?  

b. What internal expertise might be utilized and celebrated at this time?  

c. What will keep people involved and meaningfully engaged?  What 
might incentive or motivate people to prioritize these considerations in 
their work?  

d. How do we keep people accountable? What processes might we 
follow?  

e. What are the key measures?  

f. What will keep people involved and meaningfully engaged?   

 

5. An intentional approach that deeply rooted in organisation culture 
and competencies – the approach reflects who you already are as 
an organisation. 

a. How might you root this work in what you are already good at, proud 
of, and/or identify with in how and why you work? Rooted in what we 
are good at / proud of / identify as how is this work connected to your 
vision and mission? Your own best practices in employee 
engagement?  

b. Can also relate to what kind of an organisation you want to grow into - 
how might this work help you get there?  

 
 
 
 
 
 
 
 
 
 
 



  
 
 
 
 

 
 

Questions to help guide your review of your current 
organisational practices 
 

1. How would you describe your organisational culture? 

2. Do you think the organisational culture as it currently supports your gender 
lens investing strategy? 

3. Do you think the organisational culture needs to change at all to support your 
gender lens investing work? How might this be initiated? 

4. Do you have senior leadership buy-in for your gender lens investing work? 
What does this buy-in look like within the organisation? Outside it? 

5. Who is your focal point for your gender lens investing work? Who is ultimately 
driving it forward? Are there other advocates within the organisation? 

6. Who are the influencers within your organisation? Outside it? How might they 
be brought into the fold if not already? 

7. How might team members be held accountable or incentivized for gender 
lens investing? What would most speak to them individually and collectively? 

8. Who is on the investment committee? Have they been consulted or briefed 
on the strategy? How might they help or hinder the process? How might the 
IC composition be a factor in advancing this work? 

9. Do you have internal KPIs for your gender lens investing work? What might 
be important to keep in mind as you move forward? As a trusted process, 
how might KPIs be used to influence those internal or external to the 
organisation? Other such processes?  

10.What resources (money, time, expertise, etc.) are or could be made available 
to lead the process of learning and change? 

11.Have you engaged or considered engaging gender experts in the markets 
and value chains of interest? What about gender mainstreaming experts? 

12.Which policies/structures identified in your action plan might you work on 
first? What might be easier starts? Sustain momentum? 

13.Are there any policies or structures which may be inhibiting your gender lens 
investing strategy/work? What are some mitigation strategies? 

14.What are other key factors which have influenced the changes? Which has 
had the most influence within your organisation? 


