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GENDER EQUALITY REFERS TO THE 
EQUAL RIGHTS, RESPONSIBILITIES 
AND OPPORTUNITIES OF WOMEN 

AND MEN, GIRLS AND BOYS, 
IRRESPECTIVE OF BEING BORN 

male or female. IT IS NOT JUST 
A WOMEN’S ISSUE; IT MUST ALSO 
INVOLVE AND fully engage men. 
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Achieving gender equality and diversity inclusion is 
central to the protection of human rights, the func-
tioning of democracy, and respect for the rule of law, 
in addition to the achievement of economic growth 
and sustainability.
 
For the past 20 years, Hivos has implemented gen-
der mainstreaming strategies, and worked towards 
respect for and recognition of the rights and needs of 
lesbian, gay, bisexual, transgender and intersex people 
(LGBTI+)1, indigenous populations and other margin-
alised groups, contributing towards a world where all 
citizens, both men and women, have equal access to 
resources and opportunities for development. 

With some policies and initiatives successfully in place 
there is still work to be done to consolidate our ap-
proaches around gender equality and diversity inclu-
sion. The decision to develop a new strategy reflects a 
number of other considerations.  The previous gender 
mainstreaming strategy of 2006 is outdated and the 
last gender, women and development assessment 
was conducted in 2001. These policy documents re-
quire updating to reflect new global trends, the cur-
rent Hivos way of working and thematic priorities. 
Ultimately, this strategy builds on the knowledge, pro-
cesses, tools and past achievements and raises the bar 
by focusing on how Hivos can move beyond gender 
mainstreaming to an approach that sets targets, iden-
tifies outcomes and action points (operational and 
programmatic) towards gender equality and diversity 
inclusion, as well as recommends ways in which to 
monitor results.

Foreword 

1 �We use the 
acronym LGBTI+ 
to refer to lesbian, 
gay, bisexual, 
transgender and 
intersex persons. 
The PLUS (+) in 
the acronym is to 
ensure inclusivity 
of all gender and 
sexually diverse 
identities, and to 
guarantee that 
nobody is left out.

P06

Gender Equality and Diversity Inclusion Strategy

Notable is our conviction that gender mainstreaming 
and diversity inclusion should not be used or viewed 
as a way to replace for example women-specific pol-
icies (affirmative action) or programming, as reflected 
by our stand-alone women’s empowerment, sexual 
rights and diversity programmes. For Hivos, diversity, 
inclusion and equality are inherent values. It is there-
fore our responsibility to ensure that gender equality 
strategies go beyond paying attention to power rela-
tions and imbalances between men and women to 
include other marginalised social groups (diversity) to 
include women and young people, sexual and gender 
diverse communities (LGBTI+), people with disabilities 
or ethnic minorities amongst others.
Hence, this Gender Equality and Diversity Inclusion 
(GEDI) Strategy is based on our belief that gender 
equality is a prerequisite to achieving more just, fair, 
dignified and prosperous societies. It emphasises 
gender as both a cross-cutting theme in Hivos work 
and the focus of distinct programming, research and 
advocacy. The development of this explicit strategy 
therefore serves as a precondition to ensuring that 
Hivos continues to support the implementation of 
programmes that consistently address gender ine-
qualities, acknowledge diversity, and contribute to 
building a body of staff that represents the societies 
we serve. To fully integrate gender into our work, this 
new GEDI Strategy is aligned with the Hivos Strate-
gic Plan 2016-2020. It aims to ensure that our work 
makes an effective contribution to diversity inclusion 
and a clear commitment to women’s empowerment, 
as informed by international human rights standards 
and global commitments to gender equality.

Consequently, the strategy reaffirms Hivos 
commitment towards a dual track approach 
that incorporates a stand-alone women’s 
empowerment programme and a main-
streaming track that integrates gender 
and diversity inclusion into Hivos’s policy 
areas and practice as a cross-cutting issue. 
A financial target for allocating resourc-
es to gender equality, diversity inclusion 
and women’s empowerment will be set 
at program level while striving to main-
tain the 15% target of our organisational 
resources committed to the advancement 
of gender equality. Internally resources will 
go towards building our institutional capac-
ity that is ready-to challenge and reinforce 
organisational culture and institutional prac-
tices that have a significant impact towards 
the advancement of gender equality, safer 
and inclusive workplaces. 

It is envisaged that the implementation of this strat-
egy will begin in May 2018 with the majority of ac-
tion items completed by April 2020. Many of the 
actions and recommendations will be ongoing, 
and will evolve via programme development and 
continuous quality improvement processes. Whilst 
this strategy relates to Hivos’s procedures and or-
ganisational setup, it also provides relevant strategic 
building blocks related to the integration and imple-
mentation of gender 
and diversity inclusion 
strategies that are rele-
vant to Hivos partners, 
other stakeholders and 
we look forward to its 
implementation. 

https://www.hivos.org/assets/2019/02/External-Strategic-Plan-2016-2020.pdf
https://www.hivos.org/assets/2019/02/External-Strategic-Plan-2016-2020.pdf


GENDER EQUALITY
Refers to the equal rights, responsibilities and 
opportunities of women and men, girls and boys, 
irrespective of being born male or female. Gender 
equality recognises the diversity of different groups 
of women and men. It is not just a women’s issue; 
it must also involve and fully engage men.

SEX VS GENDER
Sex is assigned at birth and refers to the biological 
and physiological characteristics existing in a 
continuum, with male and female on either end. 
Gender is a social construct. It varies from society 
to society and can change over time and vary 
across different contexts.  
	
GENDER IDENTITY
A person’s deeply felt internal sense of self and 
identity. The ways in which a person perceives 
their gender may or may not correspond to the 
person’s sex. 

DIVERSITY 
In broad terms, diversity refers to the equal rights 
and opportunities of all people regardless of 
gender, ethnicity, sexual orientation, religion, 
culture, caste, income/wealth, age, and 
employment situation.

GENDER DIVERSITY
The term ‘gender diversity’ refers to the extent to 
which a person’s gender identity, role, or 
expression differs from the cultural norms 
prescribed for people of a particular sex.

INCLUSION 
The term inclusion is used to describe the active, 
intentional, and ongoing engagement with 
diversity as described above- in people we serve, 
in programmes, at workplace and in communities 
with work with or where we work. Ultimately 
diversity inclusion also helps us make positive 
contributions to social inclusion and workforce 
participation. 

INTERSECTIONALITY
Gender shapes power inequalities based on other 
divisions, such as class and ethnicity, and vice versa 
as well as the interconnected nature of social 
categorisations such as race, gender identity, 
sexual orientation, religion, ability, and social class, 
which overlap to create interdependent systems of 
discrimination or disadvantage.2

GENDER MAINSTREAMING
Mainstreaming a gender perspective is the process 
of assessing the implications for women and men 
of any planned action, including legislation, 
policies or programmes, in any area and at all 
levels. The ultimate goal of gender mainstreaming 
is to achieve gender equality. 

GENDER TRANSFORMATIVE 
APPROACHES
Gender transformative approaches are 
programmes and interventions that create 
opportunities for individuals to actively challenge 
gender norms (and stereotypes), promote 
positions of social and political influence for 
women and LGBTI+ in communities, and address 
power inequities between persons of different 
genders and identities. 

SOGIE
Refers to Sexual Orientation, Gender Identity and 
Expression. This term is inclusive of everybody, as it 
acknowledges that all human beings have a sexual 
orientation and gender identity. Gender identity is 
one’s own internal sense of one’s gender, gender 
expression is how an individual expresses their 
sense of self, and sexual orientation refers to 
romantic and/or sexual attraction to men, women, 
both, or neither. 

LGBTI+3 
The acronym LGBTI+ refers to Lesbian, Gay, 
Bisexual, Transgender and Intersex persons. We 
include the plus to be inclusive of all gender 
identities and expressions, and sexual orientations.

BOX 1  KEY TERMINOLOGY

3  �LGBTI+ persons 
refers to Lesbian, Gay, 
Bisexual, Transgender/
Transsexual, and 
Intersex, and the + 
encompasses all other 
sexual orientations 
and gender 
expressions.

2 �K. Crenshaw, 
“Demarginalizing the 
Intersection of Race 
and Sex: A Black 
Feminist Critique of 
Antidiscrimination 
Doctrine, Feminist 
Theory and Antiracist 
Politics”, University of 
Chicago Legal Forum, 
1, 1989, pp.139–167.
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Trends and development 
GENDER INEQUALITY AND  
SHRINKING CIVIC SPACE

To date, the world has witnessed a number of pos-
itive developments whilst striving towards gender 
equality and diversity inclusion henceforth this mo-
mentum has to continue. More girls are enrolling in 
school; more women are assuming leadership po-
sitions; an increasing number of countries are rec-
ognising same sex relations, gender-based violence, 
especially violence against women and girls is on 
the public policy agenda, and the 2030 Agenda for 
Sustainable Development has reaffirmed the crucial 
importance of gender equality. These areas of pro-
gress show that gender inequalities can be reduced 
through public action. Sexual and reproductive 
health rights are on the international agenda, and 
there is growing attention to end violence based on 
Sexual Orientation, Gender Identity and Expression 
(SOGIE). 

However, civic space for free expression is shrink-
ing and deep-rooted social, political, and economic 
inequalities persist, hence women and gender di-
verse communities remain in a disadvantaged po-
sition globally. In recent years, over a hundred gov-
ernments have introduced restrictive laws limiting 
the operations of civil society organisations (CSOs). 
Many activists, human rights defenders and their 
organisations face an increasingly repressive and 
securitised environment that questions their legiti-
macy and further threatens their security. While legal 
progress has been made in regard to the rights of 
LGBTI+ persons, homosexual acts are still punisha-
ble by law in 73 countries around the world and in 

some countries they carry the risk of a death sen-
tence. It is also important to note that while legisla-
tive advances may lead to formal change, this does 
not immediately equate to behavioural change and 
social acceptance. LGBTI+ people, ethnic minori-
ties, and women are increasingly subjected to hate 
speech and violence, limiting their ability to live lives 
of freedom and dignity. Such threats to their safety 
and security can result in high levels of exclusion and 
poverty.

Deeply rooted inequalities 
in the social, political and 

economic sphere keep  
women and girls in  

disadvantaged positions 
around the world. 

 
Women’s Representation in Politics and 
Public Administration: Politics remains a 
man’s world. Despite constituting more than half 
of the world’s population, women are systemati-
cally underrepresented on all levels of political life 
due to the formal and informal barriers that ham-
per their participation. These obstacles range from 
discriminatory laws to disapproving cultural norms, 

all of which result in an environment that disables 
women’s leadership efforts. In 2017, just 22% of all 
national parliamentarians and 18% of government 
ministers are women. Furthermore, political insti-
tutions rarely recognise and respond to the basic 
interests and needs of women, especially those of 
poor and marginalised women. This discrimination 
in political decision-making processes is exacer-
bated by the global rise of conservatism. Extremist 
and conservative narratives are further defining the 
dominant and narrow public policies, societal norms 
and values, thus decreasing the civic space availa-
ble for already marginalised voices to freely express 
themselves. Nationalist and populist movements 
fulminating against external influences or outsiders 
have been gaining ground in recent years. Both au-
thoritarian and democratically elected leaders make 
use of these sentiments to strengthen their rule, 
jeopardising civic rights and the rule of law. This is 
of particular concern to women, migrants, LGBTI+ 
activists, and NGOs. 

Gender-Based Violence: An estimated 35% 
of women globally have experienced either phys-
ical and/or sexual intimate partner violence or 
sexual violence by a non-partner or at a place of 
work at some point in their lives4. More countries 
are instituting legal frameworks to address violence 
against women, with at least 140 countries having 
passed laws on domestic violence or sexual har-
assment. However, there is a lack of enforcement 
of such laws, which is mainly due to social, cul-
tural and patriarchal norms that condone violence 
against women. In many states enforcement is also 
restricted by lack of political will, lack of financial re-

4 �World Health 
Organization, 
Department of 
Reproductive Health 
and Research, London 
School of Hygiene 
and Tropical Medicine, 
South African Medical 
Research Council 
(2013). Global and 
regional estimates 
of violence against 
women: prevalence 
and health effects 
of intimate partner 
violence and non-
partner sexual violence, 
p.2. For individual 
country information, 
see The World’s 
Women 2015, Trends 
and Statistics, Chapter 
6, Violence against 
Women, United 
Nations Department 
of Economic and 
Social Affairs, 2015 and 
UN Women Global 
Database on Violence 
against Women.
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IDENTIFICATION AND 
PRIORITISATION 

OF ASSUMPTIONS  
ARE NOT NEUTRAL; 

 OUR CONTEXT  
AND HISTORY ARE 
gender-biased. 

and growth opportunities, particularly in those coun-
tries with policies and laws that discriminate or even 
criminalise LGBTI+ persons. Within this group, trans-
gender individuals face most difficulties. At the same 
time there is increasing evidence that diversity and 
inclusion on the work floor supports good company 
results. 

The economic prospects for youth, and young 
women in particular, in many developing countries 
are extremely poor, and they experience high un-
employment rates. These are often worsened by a 
mismatch between the skills young people can of-
fer and those required by employers, a lack of busi-
ness and regulatory environment that supports for 
example women’s micro-, small and medium-sized 
businesses, and a lack of sustained leadership skills 
development and other aspects that are important 
to their wellbeing. 

Addressing systemic constraints
to economic empowerment of women and diverse 
communities, requires 
a focus on trans-formative policies and actions that 
governments, the private sector, and civil society can 
take to advance sustainable development for all. 

Therefore, advancing economic justice through de-
cent work, diversity inclusion and employment op-
portunities for women, LGBTI+ and young people 
represents a crucial development pathway that offers 
important socio-economic benefits to them and the 
economy at large.

sources, and weak and ineffective law enforcement 
agencies. This is even more relevant for transgender 
people, who are often unprotected by laws and 
even if protected, face disproportionate violence, 
often rooted in discriminatory societal norms about 
their gender identity and expression.  In addition to 
gender-specific threats and violence, female and 
LGBTI+ human rights defenders continue to face 
the same risks as other defenders. Severe restric-
tions on internet freedom are increasing, and online 
gender-based violence, like offline violence of the 
same nature, is committed with impunity. There is 
therefore a clear urgency for civil society to mobilise 
society and governments for action against these 
practices.

Women’s Economic Empowerment: Wom-
en work; they perform the vast majority of unpaid 
household and care work which largely remains un-
recognised and unvalued. The informal work sector 
also places substantial constraints on women’s seek-
ing paid work; globally, only one in two women take 
part in employment for profit. When they have a paid 
position, women are more likely to be engaged in 
part-time, low-paid jobs characterised by little social 
protection, poor working conditions, and sometimes 
physical or sexual exploitation. Even in countries 
where policies are increasingly supportive of female 
employment, women on average earn less than their 
male counterparts performing the same job. Secur-
ing fair treatment, living wages and safe working en-
vironments for women is key to improving women’s 
economic autonomy. LGBTI+ persons also face less 
opportunities to obtain decent work, with equal pay 

CONFLICT-RELATED THREATS 

While there is increased recognition of conflict’s gen-
dered dimensions, this is often still limited to the vic-
timisation of women and the opportunities that con-
flict presents to influence gender roles and norms are 
overlooked. Women remain crucial actors in local 
peacebuilding efforts, yet in formal peace negotia-
tions their voices are often unrepresented. It is esti-
mated that 66 million people around the world are 
seeking refuge, two-thirds of whom are internally dis-
placed. Poverty and lack of economic opportunities 
impact all refugees, but refugee and migrant women 
face further marginalisation and violence due to their 
traditional gender norms and roles. The disintegra-
tion of public services and an increase in econom-
ic instability leads many to marry off their daughters 
at a young age, increasing the likelihood of young 
girls experiencing gender-based violence and health 
problems. Female-headed households are more 
prevalent during times of conflict, yet they have few-
er income opportunities to provide for their families. 
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SUSTAINABLE AND INCLUSIVE USE 
OF THE PLANET’S RESOURCES

Men and women experience the effects of climate 
change differently. This is as a result of their social 
status, gendered inequalities, poverty level, access 
to and control over resources as well as where they 
live. Women are more vulnerable to the negative ef-
fects of climate change. This is particularly true for 
women in global South who perform a vast majority 
of farm work, cooking and other household tasks . 
These same women are mainly dependent  on nat-
ural resources for income, fuel, and food-generating 
opportunities.  
 
In recent years the political winds have shifted slight-
ly towards addressing this problem, with the advent 
of a number of new global agreements and commit-
ments promoting gender equality and women’s em-
powerment. The United Nations General Assembly 
even declared the decade 2014‑2024 as the Decade 
of Sustainable Energy for All, underscoring the impor-
tance of energy issues for sustainable development, 
including a strong focus on gender equality and the 
elaboration of the post-2015 development agen-
da. The 2016 Paris Agreement on Climate Change 
also formally recognises the intersection of climate 
change and gender equality with the empowerment 
of women and realisation of their rights, in addition 
to mandating gender-responsive adaptation actions 
and capacity-building activities. 
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WOMEN’S 
PARTICIPATION 

IN THE 
energy sector 

REMAINS LOW AND 
THEY FACE MORE 

IMPEDIMENTS 
TO BUILDING 

BUSINESSES THAN 
MEN DO.

Access to Renewable Energy: In the energy 
sector there is a high level of acceptance of ‘gender 
and energy’ as a fundamental prerequisite for pov-
erty reduction and sustainable human development, 
highlighting how energy can be a critical enabler 
of development and can play a transformative role 
in men’s and women’s lives (see our programme  
ENERGIA). As markets and public programmes have 
started to embrace decentralised energy technolo-
gies such as solar lanterns, home systems and im-
proved cookstoves, there is some optimism that pro-
gress will be faster at providing energy to last-mile 
customers and that women will be afforded greater 
opportunities in the energy supply market because 
these technological evolutions are reducing physi-
cal, capital, and technological barriers. 

However, the implementation know-how needed 
to effect a global, on-the-ground realisation of gen-
der-equitable energy supply and consumption is 
still a distant dream, and energy access projects and 
programmes continue to deal with gender issues 
on a piecemeal basis. Women’s participation in the 
energy sector remains low and they face more im-
pediments to building businesses than men do. Ex-
isting evidence catalogues the significant and diverse 
barriers restricting women’s business ownership, in-
clude lack of financing, regulatory restrictions, isola-
tion from business networks and intermediaries, lack 
of access to market data and information, discrimi-
natory cultural and gender norms, lower levels of 

education and business experience, limited female 
role models and mentors, and the competing de-
mands of household and family responsibilities 
without access to child care. Specialised support is 
therefore needed to bridge gender gaps in business 
leadership. Initiatives driven by the potential of fe-
male sustainable energy entrepreneurs serve as an 
important testing ground for the factors that best 
support them.

Access to Sustainable Food: Control over 
valuable assets, such as land and property, is an im-
portant source of power in communities and within 
households. When women have more control over 
land, it not only empowers them to make decisions 
on land use, but it allows them greater bargaining 
power and economic opportunities including ac-
cess to capital, credit, markets and leadership oppor-
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SECTION 1A
Why a Gender Equality and 
Diversity Inclusion Strategy?

BUILDING ON OUR SUCCESSES

Hivos acknowledges poverty and inequality as glob-
al problems that manifest differently between chil-
dren and adults, men and women, gay and straight, 
healthy and disabled-coupled with different inter-
sectionalities such as ethnicity, race, age and class, 
amongst others. We work towards the construction 
of a future with more open and green societies by 
addressing entrenched discriminatory practices, 
aiming for positive change, inclusion and account-
ability. Together with partners and specifically tar-
geting those at increased risk of marginalisation and 
exclusion, we aim for the achievement and access to 
social accountability measures, freedom of expres-
sion, improving women’s voice and working condi-
tions, achieving food security and clean energy.

Now, more than ever, there’s a strong call-to-action to press forward progress made towards gen-
der equality and disrupting all systems that allow sexual violence to flourish.  Moving us in the pos-
itive direction is our new Gender Equality and Diversity Inclusion Strategy. With this strategy we 
build on our success and available policies to ensure that the ‘most marginalised and discriminated 
citizens’ are empowered to express their views and demand their rights for responsive and inclusive 
decision making. Hivos will continue to explicitly design strategies and interventions for specific 
marginalised and discriminated groups.

A review and update of Hivos Integrity Policy will be 
conducted to further expound on its code of con-
duct and procedures towards internal complaints 
regarding inappropriate behaviour and use of whistle 
bowlers in order to protect staff and partners from 
misconduct.  It is expected that this will foster an 
organisational culture committed to preventing all 
forms of exploitation, abuse of power, ensuring sup-
port and protection to those who do speak out and 
further reinforcing an innovative niche towards the 
recognition and taking measures to address sexual 
orientation, gender identity and expression (SOGIE) 
concerns. 

In the past Hivos has relied on its Gender Mainstream-
ing Strategy, Women Unlimited: Policy Document 
Gender, Women and Development (2006); Gender 
Mainstreaming Policy Briefs (2010, 2011) and Hivos 
Social Responsibility Policy (2016). The gender main-
streaming strategy of 2006 focused on committing 
15% of the co-financing budget to women’s organ-
isations, combined with mainstreaming gender into 
different programmatic activities.  A major success 
achieved by this policy was the enormous support 
that Hivos provided to both international and grass-
roots organisations, and to movements that advance 
women’s rights and LGBTI+ emancipation. However 
for example, while Hivos did manage to strengthen 
the women’s rights movement, most gender main-
streaming interventions did not address gender in-
equalities per se but instead focused on affirmative 
action for women or simply on integrating women’s 
perspectives into programming. This can be seen in 
our earlier policy of allocating funds to programmes 
with beneficiaries who were 80% women, or em-
powering female artists or farmers, as examples of 
gendered programmes. Simply put, the presence of 
more women does not automatically mean greater 
equality. 

Gender Equality and Diversity Inclusion Strategy



Institutional Framework for 
The Gender Equality and Diversity Strategy 2018 

Hivos
Strategic 

Plan 2020

Hivos
Integrity 

Policy 2016

Hivos
Corporate 

Social Responsibility 
Policy 2012

Hivos
Policy Brief 
 in Gender 

Mainstreaming
2010/11

Hivos
Gender and Theories 

of Change 
2014/15

Hivos Women’s 
Empowerment 

Programme

Main processess: 
- Gender 

Mainstreaming 
- Resource Allocation 

- Strategic 
Opportunities  

Hivos Gender, 
Women and 

Development 
GW&D policy 1996
GW&D assessment 

2000/2001 

Hivos 
Sexual Rights 
and Diversity 
Programme 

IT’S NOT JUST 
ABOUT HOPE 

AND IDEAS. 
IT’S ABOUT 

action. 

- Shirin Ebadi
Nobel Peace Prize  Winner
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sal consensus on the crucial importance of gen-
der equality and diversity, and its contribution to 
the achievement of the Sustainable Development 
Goals (SDGs). Gender equality and women’s em-
powerment are therefore recognised as cross-cut-
ting objectives across all SDGs, both as objectives 
and as part of the solution. As such, women and 
girls, women’s organisations, and programmes sup-
porting women’s empowerment have a critical role 
to play in all SDGs. Specifically, through our wom-
en’s empowerment programme, Hivos will focus on 
SDG 5 – “Achieve gender equality and empower 
all women and girls,” – and SDG 8 – “Promote in-
clusive and sustainable economic growth, full and 
productive employment and decent work for all.” 

At Hivos, we will direct specific attention in our in-
vestments and programming towards (but not limit-
ed to) the following elements:
• �Ensuring women’s full and effective participation 

and equal opportunities for leadership at all levels 
of decision-making in political, economic and pub-
lic life;

• �Supporting reforms and promotion of develop-
ment-oriented policies in accordance with national 
laws and international treaties that nurture eco-
nomic independence and equal rights to resources. 

Overall, all other thematic areas will take a gen-
der-responsive approach, both in their interventions 
and in the implementation of the Hivos strategic plan 
2016-2020. Highlighted below is a list of other SDGs 
with a gender related target.

This new strategy has incorporated some principles 
from past and ongoing policies and therefore should 
be used alongside other relevant organisational pol-
icies or procedures. Additionally it should be viewed 
as tool to mobilise Hivos staff, partners and donors 
around gender equality and diversity inclusion as 
stipulated in the current Hivos Strategic Plan5. It re-
quires a renewed commitment from Hivos leader-
ship and staff by further building consistent organisa-
tional capacity and culture that is consistence in our 
way of working, ensuring high-quality gender trans-
formative and inclusive programming. Ultimately, this 
strategy will serve programmes and staff members in 
determining and prioritising gender mainstreaming 
through the integration of gender equality into Hivos 
strategy plans, procedures, programme outcomes 
and partnerships as well as ensuring a culture within 
Hivos that is responsive to women’s empowerment, 
inclusion and recognition of LGBTI+ rights. As an in-
stitution, Hivos is therefore committed to provide, 
whenever relevant and possible, the necessary tools 
to plan, implement, communicate, monitor and 
evaluate the organisation’s performance towards 
gender equality and diversity inclusion. 

ALIGNMENT WITH INTERNATIONAL 
DEVELOPMENT FRAMEWORKS

Gender Equality: In recent decades, since the 
Beijing Declaration and Platform for Action, there 
has been significant progress in the field of wom-
en’s rights and gender equality. The 2030 Agenda 
for Sustainable Development reaffirmed the univer-
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AT HIVOS WE 
CREATE A DIVERSE 

AND INCLUSIVE 
WORKING 

ENVIRONMENT 
that is 

reflective OF THE 
COMMUNITIES 

WE SERVE. 
5 �https://www.hivos.
org/assets/2019/02/
External-Strategic-
Plan-2016-2020.pdf

Goal 5 calls for the elimination of all forms 
of violence against women and girls, the end 
of all forms of gender-based discrimination, 
and the elimination of harmful practices 
such as child marriage and female genital 
mutilation (FGM), recognising the value of 
unpaid care and domestic labour and en-
suring women’s full and effective participa-
tion and equal opportunities for leadership 
at all levels of decision-making in political, 
economic and public life. It also calls for en-
suring universal access to sexual and repro-
ductive health care, and reproductive rights.

Gender Equality and Diversity Inclusion Strategy
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A SAMPLE OF SPECIFIC GENDER SDG TARGETS RELEVANT TO HIVOS FOCUS AREAS 

(1.1) 	 Eradicate extreme poverty for all people everywhere
(1.2) 	� Reduce by half the proportion of people of all ages living in 

poverty
(1.3)	 Implement nationally appropriate social protection systems 
and measures for all
(1.4) 	� Ensure that all men and women have equal rights to economic 

resources and basic services, ownership, control over land and 
other forms of property, inheritance, natural resources, appro-
priate new technology and financial services, including microf-
inance

(1.5) �	 Build the resilience of the poor and reduce their exposure and 
vulnerability to  
	 climate-related extreme events and other disasters

(1.B) 	�Create policy frameworks based on pro-poor and gender-sen-
sitive development strategies, to support accelerated invest-
ment in poverty eradication actions

(2.1)	� End hunger and ensure access by all people to safe, nutritious 
and sufficient food all year round

(2.2) 	�End all forms of malnutrition, and address the nutritional needs 
of adolescent girls, pregnant and lactating women and older 
persons

(2.5) 	�Maintain the genetic diversity of seeds, cultivated plants and 
farmed and domesticated animals and their related wild spe-
cies, and promote access to and fair and equitable sharing of 
benefits arising from the utilization of genetic resources and 
associated traditional knowledge, as internationally agreed

(2.A)	� Increase investment, including through enhanced internation-
al cooperation, in rural infrastructure, agricultural research and 
extension services, technology development and plant and 
livestock gene banks in order to enhance agricultural produc-
tive capacity 

(2.C	� Adopt measures to ensure the proper functioning of food 
commodity markets and their derivatives and facilitate timely 
access to market information, including on food reserves, in 
order to help limit extreme food price volatility

(3.1) 	� Reduce the global maternal mortality ratio to less than 70 per 
100,000 live births 

(3.2) 	�End preventable deaths of newborns and children with all  
countries aiming to reduce neonatal mortality

(3.3)	� End the epidemics of AIDS, tuberculosis, malaria and neglected 
tropical diseases and combat hepatitis, water-borne diseases and 
other communicable diseases 

(3.7) 	�Ensure universal access to sexual and reproductive health-care 
services

(4.4)	� Substantially increase the number of youth and adults who  
have relevant skills, including technical and vocational skills, for 
employment, decent jobs and entrepreneurship

(4.5)	� Eliminate gender disparities in education and ensure equal ac-
cess to all levels of education and vocational training

Gender Equality and Diversity Inclusion Strategy
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End all forms of discrimination against women and girls. 
Combat sexual violence and exploitation.
Ensure universal access to sexual and reproductive health.
Address inequalities in the labour market, equal access to jobs- spe-
cifically decent work for women and the unequal division of unpaid 
care and domestic work. 
Enhance women’s leadership and participation in politics, public of-
fice and administration. 
Affording women equal rights to economic resources such as land 
and property

(8.1)� 	�Sustain per capita economic growth in accordance with national 
circumstances 

(8.3) �Promote development-oriented policies that support produc-
tive activities, decent job creation, entrepreneurship, creativity 
and innovation

(8.5) �Achieve full and productive employment and decent work for all 
women and men, including for young people and persons with 
disabilities, and equal pay for work of equal value

(8.6) �By 2020 substantially reduce the proportion of youth not in em-
ployment, education or training

(8.7) �Take immediate and effective measures to eradicate forced la-
bour, end modern slavery and human trafficking and secure the 
prohibition and elimination of the worst forms of child labour

(8.8) �Protect labour rights and promote safe and secure working envi-
ronments for all workers, including migrant workers, in particular 
women migrants, and those in precarious employment

(7.1) �	� Ensure universal access to affordable, reliable and modern  
energy services

(16.3)	� Promote the rule of law at the national and international levels 
and ensure equal access to justice for all

(16.6)�	� Develop effective, accountable and transparent institutions at 
all levels 

(16.7)	� Ensure responsive, inclusive, participatory and representative 
decision-making at all levels

(16.10) �Ensure public access to information and protect fundamental 
freedoms, in accordance with national legislation and interna-
tional agreements

(16.12) �Promote and enforce non-discriminatory laws and policies for 
sustainable development
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Diversity inclusion: More workplaces 
around the world are paying attention to gender 
equality and diversity inclusion, in addition to be-
coming aware of LGBTI+ issues, and an increasing 
number (such as Hivos) are creating and maintain-
ing an inclusive workplace culture and policies. 
Over the years, Hivos has maintained a diverse 
group of employees in terms of race, age, gender, 
ethnicity, sex, national origin, religion, gender iden-
tity, sexual orientation, (dis)ability amongst other 
characteristics. When people feel free to be who 
they are in the workplace, they are happier and 
more productive. A well-motivated and productive 
group of employees is thus essential to our strategy 
success. 

WHEN PEOPLE 
FEEL FREE TO BE 

WHO THEY ARE IN 
THE WORKPLACE, 

THEY ARE HAPPIER 
AND more 

productive. 

Gender Equality and Diversity Inclusion Strategy
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Freedom & 
Dignity
Every human being has the right 
to live in freedom and dignity. 
People should have the freedom 
to believe what they want, voice 
their opinions, challenge govern-
ments and influence the estab-
lished order. 

Self-Determination  
& Diversity
People should be able to make 
choices and decisions based 
on their own preferences and 
interests, regardless of their sexual 
orientation, their ethnicity or their 
religion. Each individual is unique, 
and individual differences lead to 
diversity. 

Equality &  
Social justice
We are not the same, but we are 
equal. We should be treated as 
such. And this should be reflect-
ed in the way our social and legal 
systems work. 

HIVOS CORE VALUES

Responsible  
Citizenship
Citizens have rights as well as 
duties. Taking care of the ones 
around us and living life without 
damaging others orour planet, 
should be a given.

Sustainable use of our 
Planet’s Resources
We only have one planet which 
offers vast riches, but they are 
not limitless and already seriously 
degraded. For current and future 
generations to be able to pros-
per, sustainable use of the earth’s 
resources is paramount. This in-
volves moving beyond just reduc-
ing our negative environmental 
impact, but even more by actively 
restoring what has been degraded 
and favouring biodiversity.

Gender Equality and Diversity Inclusion Strategy



e.	� Drawing lessons from how we currently support 
gender equality and diversity inclusion in our pro-
grammes, for example in the HIV and Human 
Rights programmes

f.	� Organising experts meetings regularly with gen-
der and diversity practitioners, academics, donors 
and implementing partners in order to learn and 
explore future partnerships

g.	� Forming a small global workgroup on gender 
equality and diversity inclusion, along with key al-
lies

h.	� Launching a digital platform and online training 
modules dedicated to gender equality and diver-
sity inclusion work of Hivos and partners

i.	� Using innovative communication channels-in-
ternal and external e.g. animation, film to get the 
message across

Overall, the successful implementation of this strat-
egy and its mainstreaming6 efforts will lead to a 
transformation within Hivos’s – (staff and as an in-
stitution) impacting on the organisational culture, 
gender responsive interventions, safer workplace, a 
diverse workforce as well as partnerships.  As previ-
ously stated, the strategy will serve programmes and 
staff members in determining and prioritising gender 
equality and diversity inclusion concerns, support 
the implementation and management of women’s 
empowerment approaches, and assist in the devel-
opment of gender responsive policies in  support  
Hivos’s vision and values. 
 

STRATEGIC OPPORTUNITIES FOR 
REALISING THE GENDER EQUALITY 
AND DIVERSITY INCLUSION 
STRATEGY

After the re-organisation process, Hivos is now in a 
better position to plan ahead with a renewed vision 
guided by the current strategic plan –innovating for 
social change 2016-2020. Mentioned below are 
some of the opportunities Hivos employees can tap 
into to influence change (internal & external)  and 
sustain our position as an organisation that is com-
mitted to gender equality and diversity inclusion. 
These opportunities were identified during the diag-
nostic assessment process. 

a.	� Making use of the new project way of working 
and Theory of Change (ToC) as key moments for 
integrating gender equality objectives and indica-
tors into programme development

b.	� Making use of the ongoing development of the 
Hivos dashboard linked to Hivos’s management 
system Osiris to ensure the early integration and 
articulation of gender-equality-related measure-
ment into the systems

c.	� Ensuring that gender equality and when nec-
essary diversity inclusion indicators are present 
across all thematic monitoring frameworks 

d.	� Including external evaluations as part of monitor-
ing our work, connected to linking and learning 
trajectories
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6 ���Gender  
�mainstreaming  
and diversity 
inclusion are 
understood to be 
both a process and 
a state with the 
organisation.
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OUR STRATEGIC APPROACH 
TOWARDS GENDER EQUALITY AND 
DIVERSITY INCLUSION 

The development of an explicit strategy towards 
gender equality and diversity serves as a precondi-
tion to ensure that Hivos continues to support the 
implementation of programmes that consistently 
address gender inequalities, acknowledge diversity, 
and reduce the vulnerability of women and girls as 
well as LGBTI+ persons and other discriminated and 
marginalised groups

Our strategic approach towards gender 
equality and diversity therefore aims to: 
1.	� Acknowledge that Hivos’s policies, strategies and 

programmes on gender equality and diversity 
affect different people differently, and that their 
gender and sexual orientation are a key factor in 
this. Women and men, as well as people who are 
gender non-binary, have different perspectives, 
needs, interests, roles and resources, and class, 
race, ethnicity and age may reinforce these dif-
ferences. Policies, strategies, programmes and 
partnerships must therefore address the differ-
ences in experiences and situations between 
and among women and men, sexual and gender 
minorities, indigenous communities, young and 
old, amongst other groups.

2.	� Ensure that Hivos’s programmes and partners 
comprehensively integrate gender equality and 
women’s empowerment into their work. In or-
der to achieve the required change and address 
structural inequalities and discrimination, there is 

a need to ensure that there are shifts in organisa-
tional culture and ways of thinking, priority-set-
ting, structures, and resource allocation, towards 
the promotion of gender equality and diversity. 
Internally, the programme development process 
offers an opportunity to take gender considera-
tions into account right from the very beginning 
of programme design, and to include adequate 
and specific human, time and financial resources 
that allow for the inclusion of gendered concerns 
and needs and that help to identify the opportu-
nities for change.

3.	� Guarantee the inclusion of lesbian, gay, bisexu-
al, transgender, intersex and queer people in all 
aspects of work. In order to achieve this, it is im-
portant to be aware that the experiences, needs 
and concerns that affect LGBTI+ persons are like-
ly to vary across the different groups. This needs 
to be acknowledged and considered in our 
programme development, planning, activities 
and interventions, monitoring and evaluation. In 
this process, we should pay specific attention to 
young people and most-at-risk populations. This 
would be a first step towards the progressive in-
clusion of people with disabilities, ethnic minori-
ties, and vulnerable migrants among others.

4.	� Institutionalise policies and practices that influ-
ence gender equality and diversity inclusion. 
Gender mainstreaming responsibility and aware-
ness about gender equality and SOGIE issues 
must be embedded within the organisation by 
investing in staff capacities and awareness; in-
vesting in staff with gender expertise, allocation 
of financial resources to support gender main-

streaming activities, instruments and monitoring. 
Commitment and accountability from leadership 
and management at strategic decision-making 
levels are critical to ensuring that gender equality 
and diversity objectives are achieved across Hi-
vos.

5.	� Provide a basis for measuring success. This strat-
egy is aimed at providing a robust basis for meas-
uring progress and success, including return on 
investments made in achieving gender equality 
and diversity objectives. Monitoring results on 
gender and diversity performance should be part 
of the regular internal monitoring procedures.

6.	� Foster knowledge sharing and networking. Build-
ing alliances and sharing ideas and good prac-
tices, internally and with other organisations, are 
critical to further learning and development. Hi-
vos is a learning organisation, where learning is 
embedded in programme development.

7.	� Mobilisation and motivation. This strategy pro-
vides a basis for communicating intent, engag-
ing stakeholders around specific objectives, and 
building long-term support towards gender 
equality and diversity within Hivos

Gender Equality and Diversity Inclusion Strategy
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Hivos approach towards Gender Equality Diversity Inclusion

Empowerment of 
women, LGBTI+  
communities, and  
other discriminated/
marginalised groups.

Recruit
A workforce that is di-
verse and accommodative 
in terms of- culture, eth-
nicity, gender, sex, class, 
race and disability. 

Integrate women & 
men’s concerns in all 
policies & projects

Challenge hetero
normativity, harmful 
gender stereotypes, 
taboos around 
sexuality, and SOGIE-
related prejudices, 
stigmas and 
criminalisation

Activities around of 
supporting movements 
of women, LGBTI+,
indigenous peoples, 
people with disabilities, 
youth, and other 
marginalised groups, 
to claim their rights, 
and contribute to 
their societies

Expand work in 
cross-cutting issues 
(e.g. women and 
climate change, 
comprehensive 
sexuality education, 
engagement on 
business and human 
rights, etc.)

Leadership and
accountability 
Gender expertise

Strengthen gender
and diversity sensitive 
measurements, 
reporting and 
communications

Include
Organisationall culture, 
teams and networks in 
which diversity of people 
are treated equally, feel 
they belong, are valued, 
and respected

Programme Development: 
Use of gender & diversity
analysis and ToC processes

Strengthen workplace policies 
and practices to: reflect and 
serve the communities we 
advocate with/for, and promote 
a safe and inclusive work 
organisational culture

Develop
Knowledge and expertise 
(gender equality, diversity, 
and inclusion) is widely 
available throughout the 
organisation. Staff is of-
fered opportunities to de-
velop skills

Engage
Diversity inclusion is
reported, promoted 
and celebrated 
through partnerships,
programmes and 
communications

Equal rights and 
opportunities for all 
people regardless  
of their gender,  
ethnicity, SOGIE,  
culture, age, class, etc. 

Improved organisation-
al performance and 
collaboration between 
– and within – teams. 

GENDER 
EQUALITY 
AND 
DIVERSITY 
INCLUSION 
OUTCOMES

STRATEGIC 
ALIGNMENT
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In order to efficiently implement the current strategy, 
a business case for gender equality and diversity in-
clusion is critical both to Hivos and any stakeholder 
support for the Strategy. This section therefore seeks 
to provide guidelines on how to further mainstream 
gender equality and raise diversity awareness at all 
levels of the organisational structure, programmes 
and partnerships. It targets processes on two levels:

1)	�Internal processes – to ensure a gender-eq-
uitable and diverse workplace with knowledge, 
capacity and conviction on gender equality and 
diversity inclusion, in relation to eliminating barri-
ers to ensure everyone is able to fully participate 
in a workplace that supports the recruitment, 
development and successes of all people; zero 
tolerance to sexual harassment and abuse – that 
clearly states Hivos obligations, investigation and 
reporting procedures and protection measures 
put in place to protect against victimisation.

 
 

2)	�External processes – to ensure that gen-
der and diversity are institutionalised and main-
streamed across partners, all thematic areas  and 
programmes, advocacy and communications, 
e.g. regarding partner criteria, campaigns, and 
programme analysis.

Actions in these two areas aim to achieve the effi-
cient integration of a gender and diversity approach 
into Hivos systems and policies, in order to break 
down silos between departments and create a com-
mon understanding of what Hivos’s gender and di-
versity approach entails in different contexts and on 
different levels. This will in turn foster a more efficient 
way of allocating resources for gender-specific ob-
jectives and SOGIE awareness and inclusion, as well 
as enriching knowledge management processes 
throughout the organisation. The business case for 
gender mainstreaming and diversity inclusion for 
both internal and external processes is described be-
low and depicted in Figures 1 and 2.
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A BUSINESS CASE 
FOR GENDER 

EQUALITY AND 
DIVERSITY INCLUSION 

IS CRITICAL both 
to Hivos and 

any stakeholder 
support FOR THE 

STRATEGY.
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Hivos Business case towards 
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BUSINESS CASE: INTERNAL

A gender-balanced and diverse workforce is an es-
sential foundation for maximising team and business 
performance. As Hivos, we strive to build a workforce 
that accurately represents the communities in which 
we live and act. We understand that an inclusive and 
equitable culture provides the basis for reaching our 
teams’ maximum potential by building on the com-
plementary strengths that our staff brings to the ta-
ble. We believe that every single member of our staff 
contributes to the overarching Hivos goals in their 
own specific way, on a daily basis. We acknowledge 
the richness in the variety and diversity of their ide-
as and perspectives, and consider each contribution 
of equal value. Additionally, by being a gender-re-
sponsive, diverse and empowering employer, Hivos 
strengthens both individual and team performance. 

 
We are driven by the conviction that in order to de-
liver the best results and solutions, we need to build 
and leverage our complementary capabilities both 
within and between our teams and across all areas 
of intervention. At the same time, it is important that 
we engage and are able to retain the best available 
talent, by encouraging and empowering our staff to 
realise their full potential.

We seek to promote diversity in thinking, in which 
assumptions and the status quo can be constructive-
ly challenged in pursuit of innovative solutions. This 
will allow us to develop deeper and more meaning-
ful relationships with partners and other stakehold-
ers, while collaborating seamlessly across bounda-
ries and thematic areas. As a result, we will increase 
Hivos’s competitive advantage and added value in 
the international development space and sustain the 
organisational standard of high performance and 
growth.
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DRIVERS

FOUNDATIONS

Sustainable performance and growth in business  
and programmes

Increased competitive advantage - as champions of 
gender equality and diversity inclusion 

Build and  
leverage 
complementary  
capabilities 
within and 
between teams

Engage,  
mobilise and 
retain
best available 
talent and  
continuously 
learn

Exploit diverse  
thinking  
to create  
best stakeholder 
and market 
solutions

Deliver 
seamlessly by  
collaborating
across barriers 
and across  
thematic areas

Business Case: Internal

Flexible and empowering workplace

Inclusive and equitable organizational culture

OUTCOMES

BENEFITS

Diverse and representive workforce



BUSINESS CASE: EXTERNAL

a.	� For most Governments and development part-
ners, gender equality remains a top priority. 
In recent decades and guided by its Strategic Plan 
2015-2020, Hivos has successfully diversified its 
financing base from the earlier core funds provid-
ed by the Dutch Government in order to explore 
new funding avenues, themes and networks. In 
this process, a clear understanding of the current 
donor landscape has been crucial to achieving a 
diversified funding base. This understanding has 
been and continues to be crucial in the implemen-
tation of an organisation-wide GEDI Strategy, as it 
provides valuable insight into determining the best 
approach to introducing gender equality and di-
versity perspectives into the different activities (in-
cluding fundraising activities) that the organisation 
undertakes. 

b.	� A recognition of a long-term framework on gen-
der equality and diversity inclusion for sustained 
results and impact

	� We believe in the need for a long-term framework 
on gender equality and diversity inclusion; gender 
mainstreaming and paying attention to gender, 
diversity and the intersectionality of issues we ad-
dress. This includes recognising the ways in which 
we can integrate gender equality and diversity per-
spectives into day-to-day operations and process-
es and how these function to strengthen Hivos’s 
approach and impact. The goal here is to establish 
structures that allow for the allocation of resources 
towards concrete and measurable gender equality 
and diversity objectives at all levels of the organisa-
tional structure.

Gender Equality and Diversity Inclusion Strategy

DRIVERS

FOUNDATIONS

Sustaining position as thought leader, fund manager  
and implementer

Understanding of global trends and developments

Increased competitive advantage and credibility

Build and
leverage
the capacity of 
staff, partners
 and stakehold-
ers in the pro-
motion of gen-
der and 
diversity 
objectives

Creating a long-
term framework
 for Hivos  
contribution 
to gender and 
diversity issues  
at the global 
and local level

Strengthening 
Hivos approach
and thematic
choices by look-
ing at day-to-
day operations 
from a renew 
perspective

Reiterating 
Hivos long-
standing  
commitment 
to gender and 
diversity issues 
as it moves onto 
the global donor 
space

Business Case: External

Hivos expertise and approach to intersectionality

Sustainable partner and beneficieries relationships 

Seeking and co-creating solutions 

Sustained partnerships and donor relations

c.	� Fulfilling Hivos commitments towards gender 
equality, diversity inclusion and women’s em-
powerment 

	� Building a business case for gender equality and 
diversity – and bringing to life the GEDI Strategy– 
is the recognition of a much-needed reiteration of 
Hivos’s commitment to gender equality and diversi-
ty inclusion in our response to an ever-challenging 
and increasingly unstable development co-opera-
tion landscape. By so doing, we stand to increase 
Hivos’s competitive advantage, credibility and add-
ed value within the international development and 
donor landscape, while sustaining our position as a 
thought leader, implementer and social innovator 
in the gender equality and diversity space.

d.	� Sustaining Hivos position as a thought leader, 
building on our existing and seeking new solu-
tions 

	� Another important pillar within this process is  
Hivos’s existing expertise and current approach to 
intersectionality which encourages Hivos, partners 
and other stakeholders to open up to new views 
and to question current practices, reflections, iden-
tities and values. This has allowed and will continue 
to allow the organisation to grow its understanding 
of the current and future operating landscape and 
how it can better provide assistance in the imple-
mentation of this strategy, further building strong 
and sustainable partner and donor relations. Such 
relations will enable us to bring Hivos’s current ap-
proaches and programmes to the forefront, not only 
to highlight best practices and major achievements, 
but also to be able to identify the areas where we 
can still grow. We are motivated by the conviction 
that it is important to build and leverage the capac-
ity of our staff, partners and stakeholders, while al-
lowing them to establish a collective responsibility 
to promote gender equality and diversity. 

OUTCOMES

BENEFITS
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The main objectives are to ensure a link with our 
strategic plan, to connect programmes and initia-
tives directly to each other by means of an overar-
ching strategy that creates synergies and economies 
of scale, and to help Hivos to mobilise staff, partners 
and stakeholders around a common strategic gender 
equality goal. Taking this premise into consideration, 
a Change Process Framework8  has been selected to 
structure the design and implementation of Hivos’s 
Gender Equality and Diversity Inclusion (GEDI) Strate-
gy. This particular model has been chosen as it offers:

1.	� A gender equality diagnostic tool that provides 
a robust framework for analysis, allowing us to 
identify where the organisation is currently posi-
tioned around gender equality and diversity inclu-
sion within our interventions and organisational 
culture;

2.	� A clear roadmap which allows for maximum 
customisation and the creation of new tools to 
advance and monitor our programme interven-
tions, organisational policies and practices;

3.	� Focus on the development, endorsement, and 
socialisation of a robust and credible business 
case for gender equality and diversity inclusion, at 
different levels of the organisational structure.

The Change Process Framework is a simple tool 
easily accessible to staff and those tasked with pro-
gramme development for use in the course of  pro-
ject cycles. Structured around four steps that typically 
guide change, these steps are summarised below in 
Figure 3. The framework is built on four main ques-
tions used to help assess Hivos’s ambition and the 
activities that need to be performed in order to start 
the process. The questions are interrelated; answer-
ing one is likely to inform others. A clear analysis of 
the changes Hivos will need to make (both internal 
and external) are provided in detail.

Gender Equality and Diversity Inclusion Strategy

This strategy provides the 
opportunity to set an  
agenda for gender 

equality and  
diversity inclusion, while 
providing clarity on what 
needs to change and what 
the organisation needs to 

work towards.

8 �Borrows greatly 
from The Workplace 
Gender Equality 
Agency toolkit 
of the Australian 
Government. The 
Change Process was 
created in such a 
way that it can easily 
be integrated into 
a specific change 
methodology 
already used by 
an organisation. 
It aims to reflect 
established core 
change management 
principles, rather 
than creating new 
procedures



Gender Equality and Diversity Inclusion Strategy

DESIGN AND  
APPROACH

What is the best way 
to get there?

TAKING STOCK

Where are we now?  
Where are we going?

STEP 01 STEP 02 STEP 03 STEP 04

IMPLEMENTATION

How can we start (or 
keep moving on)?

REVIEWS AND  
ACTIONS  
TOWARDS CHANGE
How are we doing?

Hivos Change Process Framework for the Gender Equality and 
Diversity Inclusion Strategy
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Step 01 - �Stocktaking 

INTRODUCTION

In order for gender and diversity inclusion to be suc-
cessful within an organisation, it must be nurtured 
and exposed to the right conditions over time. This 
joint effort requires the commitment of individuals 
throughout all levels and locations of the organisa-
tion, with the presence of a strong and genuine or-

The strategy development process 

Team Composition
- �Team Members were selected based on their 

expertise and position within Hivos 
- �Across the organisation- global office & region-

al hubs, across all departments/units and with 
staff in different job functions

Conducting a Contextual Gender Analysis
- �Based on document and policy analysis; survey, 

in-depth interviews and a series of feedback 
sessions with staff at the global office and re-
gional hubs 

- �To identify areas of action and forming the 
foundation for the strategy

- �Entailed a global snapshot of Hivos’ response 
to promote action around gender equality and 
diversity, and took into consideration current 
policy debates and trends

- �Diagnostic survey sent to 250 employees:  
100 staff responded

ganisational culture in which diversity concerns and 
process towards achieving gender equality are em-
bedded. Our response builds on our values and al-
ready-existing institutional frameworks and process, 
some of which are illustrated below. 

 

Strategy Write-Up 
- �Guided by the senior programme development 

manager, women’s empowerment the appoint-
ed core-team9  was in the lead reviews and con-
tributions by the rest of team members

- �Strategy review by reference group team for 
checks and balance: Executive Director and 
both Programme Directors Open & Green So-
cieties 

Final Strategy and Launch 
- �As approved by the Executive Board; endorsed 

by Management Team and Staff

Strategy Landing- Implementation 
- �Implementation roadmap and actions plans by 

various departments/units to address recom-
mendations. 

TAKING STOCK

Where are we now?  
Where are we going?

9 �Core team 
member’s strategy 
development: 
Programme 
Development 
Managers 
responsible 
for Women’s 
Empowerment and 
Sexual Rights and 
Diversity; ENERGIA 
International 
Coordinator 
and Programme 
Manager and the 
Programme Officer, 
HIV & Human Rights.
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To conduct this assessment, we gradually combined 
three different methods: (i) a general organisational 
survey; (ii) in-depth one-on-one semi-structured in-
terviews with key Hivos staff at the Global Office and 
in the hubs, and; (iii) three feedback sessions with 
selected Hivos staff. These allowed for further vali-
dation and verification of the collected information.

Organisational Survey
Conducted in March and April 2017 amongst a rep-
resentative sample of all 337 Hivos staff worldwide. 
The survey was sent out to 250 employees. Out of 
the 250 employees, 100 successfully completed the 
survey questionnaire. This represents a 40% response 
rate.  Of the 100 completed questionnaires 40% of 
were from the Global Office, and the rest from the 
hubs – 20% from East Africa, 13% from Latin America, 
10% from South East Asia, 10% from Southern Africa 
and 7% from MENA. For more information on the as-
sessment questions, please see Annex 2. Based on 
the results of the survey, eight Key Focus Areas for 
action were pre-identified. 

In-depth Interviews
Building on the conclusions of the survey, nine one-
on-one interviews were conducted with key Hivos 
staff to dig deeper and collect more information 
about the current status (and perceptions) of the or-
ganisational track record, performance, policies, and 

1.1 WHERE ARE WE NOW? 

Conducting a contextual analysis was the first step 
towards identifying areas for action and forming the 
foundation of this strategy. This analysis entailed the 
recording of a global snapshot to capture the status 
quo of Hivos’s actions to promote gender equality 
and diversity, and more specifically to:

1.	� Establish the understanding, knowledge and skills 
that Hivos staff have on gender equality and diver-
sity;

2.	� Reflect on how issues related to gender equality 
and diversity are implemented within our own or-
ganisation and ways of working with each other;

3.	� Assess whether the new way of working and strat-
egies within Hivos facilitate the implementation 
and integration of gender equality and diversity in 
our work and the organisation’s culture – ‘practise 
what we preach’.

In order to produce such an analysis, a diagnostic 
assessment was conducted at two levels: 
•	 �Internal: at the organisational level, to identify fo-

cus areas where our organisation could improve 
its performance on gender and diversity inclusion 
(mainly using current programmes and opera-
tional processes), and;

•	� External: by looking at Hivos in relation to current 
policy debates, trends and developments around 
gender and diversity.

potential improvement areas around gender and di-
versity. The selected interviewees came from differ-
ent programmes, units and hubs, in order to include 
different points of view from both the thematic and 
operational perspectives.

Feedback Sessions
Three feedback sessions were organised with senior 
Hivos staff during the final stages of strategy devel-
opment. The aim of the sessions was to further vali-
date the results of the analyses conducted so far, and 
to ensure that strategy development was on the right 
track and spoke to Hivos’s identity and core values.
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CONDUCTING 
A CONTEXTUAL 

ANALYSIS WAS 
THE FIRST STEP 

TOWARDS 
IDENTIFYING AREAS 

FOR ACTION AND 
forming the 

foundation of 
this strategy.
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Summary of key findings from the  
Gender Diagnostic Assessment Survey  

Institutional
Ò	� S�taff have a positive view of Hivos’s organisational 
	 culture and the management’s commitment to
	 Gender Equality and Diversity. 
Ò	� In relation to existing institutional frameworks 

(policy/strategic instruments), the Hivos Strategic 
Plan 2016-2020 is the one most often applied 
when referencing gender and diversity-related 
objectives and programme strategies. The other 
key reference documents that staff use regularly 
are the Hivos Integrity Policy 2016, the Hivos Cor-
porate Social Responsibility Policy 2012, and the 
Hivos Policy Brief in Gender Mainstreaming 2011.

Programmes and projects 
Ò	�Most programmes within Hivos include gender 

and diversity-related goals in their work and in 
their respective ToCs. However, there is inade-
quate planning in relation to the financial and hu-
man resources required to operationalise the said 
objectives.

Ò	�As observed, the current use of Osiris as project 
management tool does not sufficiently support 
the staff in providing adequate data analysis on 
gender and diversity inclusion, nor in generating 
project-related data. This is because few pro-
grammes have a gender and diversity indicator 
incorporated into Osiris, even when they have 
implemented or are implementing gender-relat-
ed activities into their programmes. Staff respons-
es also indicated a low understanding of how to 
use the system properly to its full capacity and 
take advantage of its many functionalities.

Ò	�The majority of the respondents (62%) are open 
to having gender equality and diversity objectives 
or outcomes included as part of their perfor-
mance assessment.

Gender: Theory and practice
Ò	� Gender and diversity concepts were mainly 

well-understood, and the role of Hivos as a key 
player and the dedication of staff working on 
these topics were acknowledged. However, the 
following concerns were highlighted:

Ò	� A lack of sufficient dedicated staff with gender ex-
pertise;

Ò	� The need to invest more on staff development 
and capacities around gender and diversity in-
clusion, specifically when addressing workplace 
issues.

External context
Ò	� Take advantage the opportunity window provid-

ed by the SDGs and vision 2030 strategy – there 
is worldwide attention on women and girls. Cap-
italise on this and build new partnerships. 

Ò	� Watch out for the backlash around gender equal-
ity and diversity and think of new ways of engag-
ing, in order to counter the backlash.
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In which office are you based?

41% GO 

20% EAST AFRICA

10%  SOUTH EAST ASIA

13% LATIN AMERICA 

9% SOUTHERN AFRICA

7% MENA  

41%

20%

10%

13%

9%

For which department/unit 
do you work?  

54% OPEN 

25% GREEN 

8% SCI 

4% HR 

4% FSC 

4% EB 

1% OTHER STAFF

7%

54%

25%

8%

4%
4%

4%

1%
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1.2 WHERE ARE WE GOING? 

The diagnostic outputs were summarised and pre-
sented as part of a balanced scorecard. The score-
card enabled the visualisation of the eight Key Focus 
Areas10 used to analyse Hivos’s performance and 
policies, in addition to serving as a building block 
of the subsequent strategy (as discussed in Chapter 
3).  Hivos’s performance was graded on a scale from 
zero to five (see below). Each level shows the degree 
of organisational commitment to gender and diver-
sity for each area:

Zero – Avoiding	  
Gender and diversity issues are not considered.
One – Compliant	
Gender and diversity efforts are compliance-driven 
only.
Two –Programmatic	  
Gender and diversity work are provided for on an ad-
hoc basis and according to need.
Three – Strategic	
Gender and diversity action plans are collected in a 
strategic framework, and are reflected and imple-
mented as such in organisational work plans.
Four – Integrated	
Gender equality and diversity are fully integrated and 
internalised in the systems and working methods.
Five – Sustainable	
Gender and diversity are both business and cultural 
norms in the unit or organisation, and their influence 
permeates all activities.

With these combined results for each area to hand, it 
was concluded that Hivos – as an organisation – cur-
rently performs well in gender equality and diversity 
at the programmatic level (2). Overall, Hivos scored 
a three (strategic level) at the time this strategy 

was under development. While this strategy aims to 
achieve level four – to integrate gender equality and 
diversity across our work – Hivos ultimately strives to 
reach level five, sustainability, in which we regularly 
review and adapt the strategy as we implement it.

Gender Equality & Diversity Inclusion Roadmap

0
1

2

3

4
5

C
O

M
M

IT
M

EN
T

ACTION

Avoiding
Gender equality  

issues are not  
even considered

Compliant
Gender equality  

effort compliance- 
driven only

Programmatic
Gender programs
 are provided for 

ad hoc needs

Strategic
Gender Equality and 
Diversity Inclusion 

Strategy  
and action

plans  
implemented

Integrated
Gender Equality  

& Diversity  
Inclusion is  

internalised in  
our systems,  
procedures  

andpractises

Sustainable
Gender Equality  

& Diversity  Inclusion 
is a cultural normin 
relationship to lead-
ership accountability 
how business is done 

and how people 
work together - 

always

10 �Accountability, 
staffing, workplace 
culture, programme 
development, 
measuring and 
reporting, strategic 
communication, 
responsive budgets 
and partnerships. This 
is elaborated further 
in Section 3, Table 1. 

A

B
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Step 02 - �Design and Approach 
This strategy builds on the progress that Hivos has 
already made in implementing its Strategic Plan 2016 
– 2020. The strategy is substantially guided by our 
humanist values, our work in the six thematic areas, 
and the organisation’s guiding principles of:
1.	 Equality as a right;
2.	 Recognition of the value of diversity;
3.	 Awareness of intersectionality;
4.	 Addressing root causes and taboo issues;
5.	 Utilising transformative gender approaches;
6.	 Meaningful participation;
7.	 Innovating for social change.

2.1 STRATEGY OBJECTIVES AND 
PURPOSE 

Our vision includes creating opportunities for  
women, disadvantaged and marginalised people, 
and communities so they can participate, benefit 
from the development and become active change 
makers.
The purpose of this strategy is to guide the process 
of ensuring that gender equality and diversity inclu-
sion perspectives are integrated in a meaningful and 
transformative way, both within our organisation and 
the work that we do. Specifically, this will be achieved 
by guiding Hivos staff in adopting the principles and 
practice of gender equality and diversity inclusion 
by encouraging an internal process transformation 
and fostering an inclusive organisational culture that 
exemplifies Hivos’s commitment to gender equality 

and diversity. Additionally, the development of a new 
strategy is intended to provide guidance on how to 
operationalise our organisation’s commitments to-
wards gender equality and diversity inclusion, in line 
with the Hivos Strategic Plan 2016-2020 – 
Innovating for Social Change.
The strategy towards gender equality and diversity 
inclusion provides a basis for communicating our 
intent and vision, engaging with stakeholders, and 
building long-term societal support towards gender 
equality and diversity inclusion – not only within Hi-
vos’s global office and regional hubs, but also with 
partners and donors.

2.2 STREAMLINING IN OPEN AND 
GREEN SOCIETY PROGRAMMES  

While it is true that Hivos has focused on supporting 
both gender equality and diversity inclusion efforts 
for many years, until now these two themes have 
been treated as separate thematic areas. This strat-
egy seeks to bring the two areas together, as Hivos 
recognises the role that taking a holistic approach 
to gender equality and diversity in policies and pro-
grammes can play in developing and further posi-
tioning our expertise in this field. Gender and diversi-
ty concerns cut across all of our work, and must be 
fully integrated in the design and implementation of 
programmes in both Open and Green. 

For Hivos, a strategy  
towards gender equality and 
diversity inclusion is based 

on our commitment to  
promote equality and  

diversity as a means to  
address social injustice.  

We recognise, how people’s 
differences help them to  

contribute to their  
respective societies, and 

realise their full potential
as individuals. 

DESIGN AND  
APPROACH

What is the best way 
to get there?
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2.3 HIVOS DUAL-TRACK APPROACH

This strategy takes a dual-track11  approach that will 
guide our work around the implementation of this 
Gender Equality and Diversity Inclusion (GEDI)Strat-
egy. First, it defines our strategic approach towards 
gender equality, diversity inclusion and women’s 
empowerment as a priority within Hivos policy, pro-
gramme development and partnerships. Second, the 
strategy highlights those opportunities for change 
that are necessary in order to more effectively inte-
grating gender equality and diversity inclusion into 
all our work and our thematic focus. At programme 
development, level the strategy recommends incor-
porating performance measures, for example in-
corporating clear objectives that effectively address 
gender equality and diversity issues in project imple-
mentation:
1.	� A strategic thematic focus on women’s empow-

erment as a stand-alone track;
2.�	� Institutional and organisation wide strategies – to 

integrate (or mainstream) gender equality and di-
versity inclusion considerations into the planning, 
design, implementation and measurement of our 
work and organisational culture;

Hivos will maintain a dual track mainstreaming ap-
proach towards gender equality and diversity in-
clusion processes through: A stand-alone women’s 
empowerment programme and a mainstreaming 
track which integrates gender equality and diversity 
inclusion efforts into Hivos policy areas and prac-
tice as a cross-cutting issue. In addition, the strate-
gy proposes to strengthen the complementarity of 
the two tracks. Focus on and investment in gender 
equality will take place primarily through our wom-
en’s empowerment – and to a larger extend the sex-
ual rights and diversity programmes, recognising that 
women’s empowerment is a key driver of sustaina-
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Integrating (or mainstreaming) gender equal-
ity and diversity inclusion is the process of as-
sessing the implications for women and men 
of any planned action, including legislation, 
policies or programmes, in all areas and at all 
levels. It is a strategy for making women’s as 
well as men’s concerns and experiences an 
integral dimension of the design, implemen-
tation, monitoring and evaluation of policies 
and programmes so that women and men 
benefit equally and inequality is not perpet-
uated.

ble economic growth, development and stability. We 
will practise what we preach and lead by example 
by promoting gender equality and diversity inclusion 
through our institutional and human resource pol-
icies and practices, recognising the importance of 
consistency between our institutional policy and our 
priorities, broader work and partnerships.

The implementation of this strategy requires strategic 
and targeted actions to integrate gender equality and 
diversity inclusion into Hivos’s strategy plans, pro-
cedures and institutional practices. This will ensure 
that leadership and commitment to gender equality 
are entrenched in the organisational culture. Further 
operationalisation will be carried out through the 
development of department-specific annual work 
plans or action plans containing a gender equality 
objective/outcome for each thematic focus.

This strategy therefore unites the expertise of these 
two departments, with the intention of making our 
work on gender equality and diversity inclusion more 
visible, as well as more accountable, across the or-
ganisation.

When adopting this new approach, we will focus on 
the role and function of gender equality and diversity 
inclusion in the workplace and in programme de-
sign and development in order to develop better and 
more sustainable relationships with our donors, part-
ners and stakeholders. Hivos’s expertise focuses on 
issues related to equal opportunities and treatment 
for all people in the world of work, and on eliminat-
ing all forms of discrimination based on gender, race, 
class, ethnicity, indigenous identity, and disability. We 
do this by working together with our partners (and 
other stakeholders) in continuing to build an under-
standing of the challenges and issues related to gen-
der equality, diversity and inclusion in organisations 
and interventions, as a way to advance and develop 
Hivos’s vision and values.

HIVOS’S EXPERTISE 
FOCUSES ON ISSUES 

RELATED TO EQUAL 
OPPORTUNITIES 

AND TREATMENT for 
all people in the 

world

11 �This implies, on 
the one hand, that 
specific measures 
must target women’s 
empowerment – as 
the stand-alone 
track – and, on 
the other, ensure 
gender equality 
needs are addressed 
in cross –cutting 
themes integrated 
into policies, 
programmes and 
budgetary decisions 
as – through the 
mainstreaming track.
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Goal
Gender
Equality

Strategy
Dual

Interventions
Mainstream women and 
men‘s concerns in all 
policies and programs

Transformation of 
policies and 
institutions 

Empowerment 
of people

Targeted activities 
aimed at empowering 
women, marginalised/
discriminated groups to 
claim their rights

Hivos dual track approach 

INCLUSION PUTS 
THE CONCEPT 
AND PRACTICE 
OF DIVERSITY 
INTO ACTION 

BY CREATING AN 
ENVIRONMENT 

OF equal 
opportunities, 

INVOLVEMENT, 
RESPECT AND 
DIGNITY, AND 

CONNECTION. 

Voice & agency
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mainntaining a stand-alone women‘s 
empowerment programme 

Our work on women’s rights is broadly situated with-
in the thematic areas of women empowerment and 
sexual rights and diversity programmes both with 
different mandates. Measures towards elimination 
and prevention of all forms of discrimination and 
violence against women and girls are considered 
and addressed in both programmes. Specifically, the 
Women’s Empowerment Programme strives to en-
sure that all women have control over their lives to 
actively and independently participate and lead in 
economic and political spheres. The program fo-
cuses on promoting economic rights and justice for 
women while at the same time enhancing women’s 
participation in politics and public administration. 
Our premise is that improving social, economic, and 
political opportunities for women improves com-
munities as a whole and positions women as change 
agents. 

As part of GEDI implementation, our women’s em-
powerment programme will continue to identify and 
highlight female front runners (and male counter 
parts)  to facilitate change, connect networks of dar-
ing feminist activists and continue to provide techni-
cal and financial support to women’s organisations. 
Through a systems approach, change will target indi-
viduals, Government institutions, markets and private 
sector, media, public and civil society organisations.
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Integrating (or mainstreaming) a gender 
equality and diversity inclusion  
perspective 
As a start, a common understanding of the terms 
“diversity” and “inclusion” is needed. We use diversi-
ty to make reference to the variety of similarities and 
differences among people (see terminology section).  
On the other hand inclusion is seen as a dynamic 
state of operating in which diversity is leveraged to 
create a fair, healthy, and high-performing organ-
isation or community. Inclusion puts the concept 
and practice of diversity into action by creating 
an environment of equal opportunities, involve-
ment, respect and dignity, and connection. We do 
this by building on our core values, the richness of 
ideas, backgrounds and perspectives available in the 
organisation while paying attention to the changing 
global trends in order to create an organisational cul-
ture that reflects the communities we serve in line 
with Hivos values.

Our mainstreaming approach is therefore premised 
on the ultimate commitment to the gender equal-
ity and diversity inclusion goals -as an integral part 
of Hivos’s values and daily work routines. As an in-
stitution, Hivos will invest in the internal process 
of transformation to ensure that gender main-
streaming and diversity inclusion are reflected at 
policy and operational levels. This will be reflected 
in Hivos’s policies, programme development, 
partnerships and communication as stated in the  
Hivos roadmap and areas of change (see Table 1 in 
Section 3). 

HIVOS IS FIRMLY 
COMMITTED TO 

EMPOWERING 
WOMEN BY

WORKING 
WITH VARIOUS 

HUMAN RIGHTS 
INSTRUMENTS 

in support of 
COMMUNITIES 

AND COUNTRIES’ 
EFFORTS towards 

gender equality. 



Mainstreaming a gender equality and 
diversity perspective involves how we 

incorporate the process of assessing the 
implications for women and for men, for 

people with all sexual and gender orientations, 
people with disabilities, people of different 

economic status, with different religious beliefs, 
and different ethnicities, amongst others, into 
planned actions – including legislation, 

policies or programmes in relation to our 
focus areas, and through the development 

of gender-diverse, inclusive  
workplace culture.
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2.4 MONITORING AND LEARNING 

We cannot promote inclusive transformational change 
towards gender equality and diversity inclusion only 
through our work on Women’s Empowerment or 
Sexual Rights and Diversity, nor from our support for 
legal or policy reform alone. Such change must be 
prioritised and explicitly mentioned in programmatic 
and institutional high-level policies and organisational 
practices. A simple focus on changing the thinking and 
practices of individual staff members is required, for ex-
ample by introducing gender and diversity indicators to 
be monitored at project level, or by emphasising the 
provision of gender and diversity sensitivity training.
 
However, this creates a catch-22 situation in which 
project staff are expected to realise gender objectives 
within organisational and programmatic settings, while 
offering minimal institutional guidance (e.g. selecting 
partners, or providing support and technical expertise 
in programme development and in monitoring and 
evaluation). An alternative issue arises when the priori-
ties and strategic objectives at programme level are not 
gender-sensitive, which fails to create an environment 
that enables staff to contribute to gender equality and 
diversity inclusion.

Our gender equality and diversity inclusion monitoring 
and learning framework is grounded on having a clear 
mission and vision on gender equality and diversity in-
clusion (based on strong leadership, a value proposi-
tion and accountability measures) will lead to well-de-
fined institutional and programme objectives (through 
ToC development processes). These will in turn lead to 
the development of measurable parameters on gender 
equality and diversity inclusion (based on the creation 
and institutionalisation of indicators), more organisa-
tional accountability (based on robust reporting), and 
its inclusion in learning and innovation strategies and 
feedback loops.

Clear Vision and Mission
•	� Strong leadership that assesses progress of 

gender equality and diversity against robust 
reporting

•	� A well-defined (Hivos) value proposition and 
definitions of gender equality and diversity 
inclusion

•	� Staff capabilities and organisational culture 
are aligned

Defined Objectives
•	� Clear objectives and budgets set at  

programme level 
•	� A commitment to gender equality and  

diversity inclusion by Managers and  
programme development staff 

Measurable parameters
•	� Established measurable indicators for the  

organisation, programmes, leadership 
and staff

•	� Institutionalised indicators (staff are aware of 
these and track them consistently)

Accountability 
•	� Robust reports created with measurable  

parameters
•	 Communicate results 
•	 Evaluate interventions
•	 Learning and feedback
•	� Results inform budget allocation and 

action plans

Clear Vision 
and Mission

Defined 
Objectives

Measurable  
parameters

Accountability 

Monitoring and Learning for the Hivos Gender 
Equality and Diversity Inclusion Strategy
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GUIDELINES TO STIMULATE ACTION 
WITHIN HIVOS AND AMONGST 
PARTNERS 

Ò	� Senior management is fully committed to the 
Gender Equality and Diversity Inclusion Strategy

Ò	� Gender equality and diversity inclusion are treat-
ed both as a means and as objectives in them-
selves, to advance Hivos’s mission and vision;

Ò	� Foster workplace consultation and support, 
both within Hivos and with its partners, on is-
sues concerning gender equality and diversity 
inclusion in employment, granting making and 
in the day to day interactions at workplace or in 
programme implementation teams;

Ò	� Make available constant and sufficient resources 
and knowledgeable personnel, along with an 
enabling and safe corporate environment, to 
fully promote gender equality and diversity in-

clusion within Hivos;
Ò	� Enforce accountability frameworks -ensuring 

that the Gender Equality and Diversity Inclusion 
Strategy is fully operationalised;

Ò	� Qualified gender and SOGIE specialists are 
employed on a regular basis (especially in the 
regional offices); 

Ò	� Foster organisational policies that practices that 
ensure employees, are entitled to work in a safe 
and inclusive workplace, where people are val-
ued and treat one another with respect;

Ò	� Apply a gender responsive safeguarding lens to 
our programmes, engagement with partners 
and amongst Hivos colleagues. In case of mis-
conduct, Hivos obligations should always be 
explicit towards partners, donors and to a larger 
extend those we serve.  

Ò	� For more information regarding our safeguard-
ing approach, refer to our policy addressing 
sexual harassment. - link to policy!

https://www.hivos.org/assets/2018/11/Safeguarding-Policy-Hivos-November-2018-final.pdf
https://www.hivos.org/assets/2018/11/Safeguarding-Policy-Hivos-November-2018-final.pdf
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SECTION 3
Implementation Roadmap

Some key focus areas have been identified12  to make 
up for an effective strategy on gender equality and 
diversity inclusion from which measurable can – 
and should – be achieved. Hivos’s key focus areas 
for change were created based on extensive discus-
sions with Hivos staff, both individually and in groups, 
and they outline areas which are all important –none 
are irrelevant. The focus areas comprise a compre-
hensive framework for thinking about gender equal-
ity. However, this does not necessarily mean that all 
of the focus areas identified below need to be ad-
dressed at the same time. It may be helpful to think 
of this strategy as a complex machine or engine that 
propels the organisation along the gender equali-
ty and diversity inclusion journey. It contains many 
moving parts both internal and at external levels, all 
of which are essential to its ongoing effectiveness 
and longevity. If some parts are not maintained or 
are missing then the engine will fail, sooner or later. 
The absence or failure of some parts may have im-
mediate impact; for others the effect may be more 
gradual. 

Gender Equality and Diversity Inclusion Strategy

Step 03 - �Focus Areas for Implementation
3.1 WHERE TO INFLUENCE CHANGE 

Leadership, staff commitment and  
accountability

All relevant staff members across Hivos Global Office 
and Regional Hubs, as well as staff with specific are-
as of expertise, are accountable for the implementa-
tion of the commitments outlined in this strategy. As 
such, gender equality and diversity inclusion targets 
should be taken into account in recruitment, perfor-
mance assessments and retention processes, as part 
of Hivos’s efforts to further gender equality and di-
versity inclusion in the workplace. It is also important 
that staff are able to highlight those practices that are 
characteristic of Hivos’s approach to gender equali-
ty and diversity inclusion in the workplace, ensuring 
that these are strengthened and nurtured. In order 
to secure compliance and leadership commitment, 
the Directors of the Open and Green Societies Pro-
grammes, together with the Regional Directors, are 
accountable for the different processes associated 
with this strategy. 

Regional Hub Directors, and Programme Directors 
of Open and Green Societies the direct ambassa-
dors and tasked with ensuring the implementation 

of the strategy in their respective dockets.  Hivos 
Executive Board is ultimately responsible for provid-
ing strategic guidance towards the implementation 
of the strategy throughout the organisation and the 
commitment of the necessary resources to opera-
tionalise the intended actions. This can be in form of 
appointing dedicated staff with gender and diversity 
expertise. A biannual progress-monitoring exercise is 
necessary and should be undertaken to evaluate the 
strategy’s progress. Progress and outcomes towards 
achieving gender equality should then be included in 
the annual plans and reports prepared by Hivos at all 
levels and in all offices.

Programme design and theory of 
change process
Structural gender inequalities and the marginali-
sation, criminalisation and oppression of LGBTI+ 
communities, the lack of engagement of men and 
women with conservative views on equality to over-
come these inequalities, manifest in a complex web 
of forces. These complications are socially, culturally 
and historically entrenched in societies and cannot 
be changed by isolated interventions. 

Below are some of the approaches that programmes 
could consider depending on the envisioned change.

12 �See table one - Hivos’ 
implementation road 
map: focus areas 
and actions towards 
change

IMPLEMENTATION

How can we start (or 
keep moving on)?
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Budgeting process
Budgets are one of the most influential tools for 
organisations because without funds, policies and 
programmes cannot be implemented. Budgets in-
fluence a project’s overall objectives and reflect the 
strategic priorities of the organisation. Over the past 
decades Hivos has explicitly dedicated at least 15% 
of its institutional budget to gender equality, by sup-
porting women and, to some extent, LGBTI+ organi-
sations. However, gender transformative approaches 
have not always been addressed sufficiently and are 
rarely budgeted for outside the thematic areas of 
women’s empowerment, sexual rights and diversity. 
Following staff interviews and programme reports, it 
has been concluded that gender transformative ap-
proaches need to be addressed primarily at the pro-
gramme level.

Such a focus calls for a contextualised understand-
ing of gender and diversity issues within each pro-
gramme, by identifying concrete opportunities for 
gender mainstreaming.14 To continue with the above 
trend, enhancing Hivos track record and bearing in 
mind the current funding landscape, we propose a 
few tools that will ensure that:

a.	� The value of gender and diversity to Hivos’s 
competitive advantage is recognised by all staff 
(through tools such as gender equality and diver-
sity sensitivity training);

b.	� Programme objectives include a gendered out-
come connected to a budget from the outset of 
programme development process (through tools 
such as ToC trainings), and;

c.	� Different gender and diversity indicators are in-
cluded in proposal development through a 
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checklist or key questions in the proposal de-
velopment phase, and a clear set of questions 
in Osiris management system to enable us track 
progress (see updated questions for Osiris). 

3.2 HOW TO INFLUENCE CHANGE 

Gender expertise 
Drawn from the diagnostic assessment survey, 
some key departments (Open, Green, SCI, Human 
Resources) do require at least one individual, or 
regular support time to time providing them with 
sufficient expertise on gender and/or diversity con-
cerns.  While a good level of gender expertise exists 
within Hivos, and with allocated resources for action 
and support, there is still a shortfall when it comes 
to how gender mainstreaming and gender analysis 
are facilitated throughout the organisation. Few pro-
grammes have specific staff designated to ensure 
that gender equality and diversity inclusion concerns 
are taken into account throughout the project cy-
cles. For example, it is not always that programmes 
will budget specifically around gender equality nor 
gender mainstreaming activities. Budget allocations 
to support gender equality and diversity inclusion are 
therefore necessary for the implementation and suc-
cess of this strategy. Such budgets are key elements 
in the process of developing and implementing gen-
der equality and diversity inclusion strategies. Ways 
of increasing this expertise might include hiring new 
staff, further building the capacity of existing staff, or 
allocating time for an external expert to support such 
efforts.

Achieving this would mean that dedicated gender 

experts across the institution and within programmes 
are hired. Such experts are tasked to support the im-
plementation and dissemination of effective gen-
der transformative practices, as well as being able 
to facilitate and strengthening of the organisation’s 
capacity to conduct gender analysis, and ensure 
programmatic and organisational gender equality 
and diversity inclusion objectives are achieved. Such 
experts would therefore be responsible for the fol-
lowing tasks and activities:

Ò	�Contributing to the organisation’s strategy to-
wards the collection, analysis and dissemination 
of timely and updated evidence and information 
related to gender equality and diversity inclusion, 
such as: political debates, national and interna-
tional legislation, fact sheets, statistics, policy 
briefs, technical notes, academic publications 
and discussions, and so forth;

Ò	�Contributing to the collection, processing and 
dissemination of effective gender equality and 
diversity inclusion mainstreaming and gender 
transformative practices to support programme 
implementation;

Ò	�Planning, implementing and monitoring activities 
within selected Key Focus Areas, in order to fa-
cilitate effective evaluation of the organisation’s 
performance, budgets and methods employed 
towards mainstreaming efforts. 

14 �HIVOS POLICY 
GUIDELINES:  
Gender 
mainstreaming in 
Hivos’s domestic 
biogas and 
improved cookstove 
programmes.
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 A few tools that are worth highlighting in this process 
are provided below as examples
Ò	�Gender transformative approaches imply in-

depth political change and redistribution of pow-
er and resources in societies, including among 
organisations and across programmes. In other 
words, these approaches are employed to create 
opportunities for organisations to actively chal-
lenge gender norms, promote positions of social 
and political influence for women in communi-
ties, and address power inequities between (and 
within) people of different genders and with dif-
ferent gender identities. 

Ò	�The use of and thinking around Theories of 
Change (ToC) within Hivos serves as a helpful 
framework for the inclusion of gender equal-
ity and diversity inclusion objectives. The pro-
gramme development process provides a fun-
damental opportunity at all stages to consider 
and integrate gender equality, such as in the for-
mulation of the actors and power analysis when 
envisioning the desired social change, and in the 
articulation of assumptions and strategic thinking 
in relation to gender and diversity inclusion in any 
programme. ToC processes are therefore able to 
support programmes with a lens for questioning 
and reflection.  

Ò	�programme ToC facilitators and Design, Mon-
itoring Evaluation and Learning (DMEL) facil-
itators are encouraged to always support pro-
grammes to do a gender analysis at the begin-
ning of each programme development process. 
Whenever, programme staff are stuck, it is neces-
sary to consult a gender and/or diversity expert in 
development of the final proposals. 
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As mentioned above, Hivos sees ToC as a system-
atic approach to programme design, monitoring, 
evaluation, and learning. ToC thinking and practice 
allows for positioning change more strongly in con-
text, trends and power issues, embedded in a mul-
ti-stakeholder perspective. The outcomes of a ToC 
process are used to continuously track and reflect on 
the evolving processes that lead to change in ways 
that allow for adaptation or readjustment of strate-
gies, for checking our assumptions, and to promote 
institutional learning mainly around:

Ò	�Power imbalance and its negative implications for 
the achievement of gender equality and diversity 
inclusion are strong causes of social injustice. 

Consequently, Hivos strongly acknowledges ToC’s 
potential as a methodology for streamlining gen-
der transformative approaches across programmes. 
Power, gender and diversity sensitive analyses are 
central to any ToC process and therefore, when 
used correctly, the ToC (as a product) should make 
explicit: the nature, sites and distribution of power 
(including gender relations); what that means for the 
programme’s strategic choices, and; which assump-
tions are being made with regard to the envisioned 
social change (in other words, the shifting of power 
and gender relations). Hivos continues to engage in a 
learning process to enhance the quality of the emer-
gent ToC practice across Hivos and its partners. Hi-
vos’s ToC learning process and training is still need-
ed, and where possible resources should be allocat-
ed to the systematic support of programme staff. 

Hivos staff and external experts have produced 
various ToC-related materials (including syn-
thesis papers such as those from the E-Dia-
logues on the ToC-related tool on the ToC Re-
source Portal, which continue to be useful but 
will require updating/revision in coming years). 
The Theory of Change website provides an 
example of such products (http://www.theo-
ryofchange.nl), which can be tapped into to 
create a gender transformative ToC develop-
ment approach. Additionally, Hivos’s own ToC 
training manual offers a great deal of resourc-
es that are further explained in the resource kit 
manual accompanying this strategy.13 

13 �http://www.
theoryofchange.nl/
sites/default/files/
resource/hivos_toc_
guidelines_final_
nov_2015.pdf
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HIVOS STRIVES FOR 
A WORLD WHERE 
ALL WOMEN AND 

MEN have control 
OVER THEIR LIVES, 
BODILY INTEGRITY 

and self-
determination 

TO ACTIVELY 
PARTICIPATE ALL 
SPHERES OF LIFE. 
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It is important to update and systematically encourage 
staff to take up the Hivos online training module on 
“Gender, women’s rights, sexual rights and diversity” 
Additional content to the module could include a values 
clarifications workshop on inclusion in order to help 
staff to explore, understand and articulate their feelings, 
values and attitudes on gender, diversity and sexuality. 
Furthermore, they can reflect on how these personal 
perspectives and ideas affect their daily work. It could 
also help to introduce new staff to the ways that the 
organisation works to promote gender equity, diversity 
and inclusion in the early stages of their induction or 
engagement with Hivos. This will guarantee that, even 
before starting their day-to-day work, new staff are familiar 
with Hivos’s position, policies and tools on gender and 
diversity. This workshop could be presented as an online 
module to be completed before signing the employment 
contract.

UPDATING THE 
HIVOS ONLINE 

COURSE  
ON GENDER, 

WOMEN’S RIGHTS,  
SEXUAL RIGHTS 
and diversity 

15 �https://hivoice.hivos.
org/web/gender-
women-s-rights-
sexual-rights-and-
diversity/home
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https://hivoice.hivos.
org/web/genderwomen-
s-rightssexual-
rights-anddiversity/
home
https://hivoice.hivos.
org/web/genderwomen-
s-rightssexual-
rights-anddiversity/
home
https://hivoice.hivos.
org/web/genderwomen-
s-rightssexual-
rights-anddiversity/
home
https://hivoice.hivos.
org/web/genderwomen-
s-rightssexual-
rights-anddiversity/
home
https://hivoice.hivos.
org/web/genderwomen-
s-rightssexual-
rights-anddiversity/
home
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Gender and diversity sensitivity training 
and staff orientation across programmes 
Hivos strives to promote women’s and LGBTI+ rights, 
gender justice, bodily integrity and self-determina-
tion, sexual and reproductive health rights. A module 
around gender and diversity training exists as part of 
Hivos online resources, and the Hivos SOGIE toolkit 
is currently under development. However, while 
these are potential tools for staff orientation or during 
induction process, currently a stytematic approach 
to implement this module lacks. It is left to personal 
interest to be able to access such training opportuni-
ties or course content. 
This needs to change. Instituting and defining ap-
proaches for staff to take this online modules is re-
quired. The content will also need to be updated to 
reflect our current way of working. Such a training 
course would introduce Hivos staff to key gender-re-
lated concepts and contribute to their awareness and 
understanding of gender transformative approaches. 
We assume that this would lead to further strength-
ening the support for Hivos’s vision and mission in 
relation to gender equality and diversity inclusion. 
With increased awareness and understanding, staff 
are able to further support commitments laid down 
in this strategy, and by doing so strengthen our work 
in these areas.

Strategic communications, lobby  
and advocacy 
Gender equality and diversity inclusion are key com-
ponents of the Hivos values, ‘brand’ and strategic 
communications. Consistent brand experiences 
build trust and create enduring and resilient rela-
tionships with donors and relevant stakeholders. It is 
no longer enough to simply tell our brand story; we 
must live up to our brand’s promise inside out.

Gender Equality and Diversity Inclusion Strategy

A clear communication 
strategy that takes gender 

and diversity into account is 
therefore necessary to help 
employees understand the 
value of integrating and 

communicating gender and 
diversity specific priorities 
and outcomes, in addition 
to their role in and respon-
sibility for protecting our 
commitments and increas-

ing our value

This means that every employee must not only un-
derstand the Hivos gender and diversity value prom-
ises, but also be equipped with the knowledge and 
tools necessary for delivering what is expected in ex-
ternal communication about programmes.

The communications staff at Hivos are therefore 
tasked with emphasising the importance of providing 
a balanced portrayal of men and women, boys and 
girls, and of diversity in and across the LGBTI+ com-
munities, in Hivos’s internal and external communi-
cations. In order to achieve this, it is paramount that 
knowledge on gender equality, inclusion and issues 
related to SOGIE are available to those tasked with 
Hivos’s strategic communication. An internalisation 
of gender equality and diversity inclusion concepts, 
in relation to Hivos’s values, mission and vision, will 
greatly contribute to this process. Establishing clear 
internal channels and mechanisms for the co-cre-
ation and collaboration of such communications 
strategies is key, for example: aligning gender and 
diversity language; liaising between the advoca-
cy, communication and programme development 
teams, and; building the gender equality and diver-
sity inclusion capacity of strategic communication 
and advocacy staff.

Communicating results, success stories and chal-
lenges: Sex- and gender-disaggregated data on Hi-
vos activities and programmes should be included 
wherever available and relevant. This data is impor-
tant for increasing awareness on the role of wom-
en as agents of social change in their societies, for 
highlighting the gaps and challenges on the path 
to achieving gender equality, and for using gen-
der-neutral and SOGIE-sensitive language where rel-
evant and when both women and men are featured. 
Digital security and the responsible use of data need 
to be considered, so data on SOGIE can be used and  
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analysed internally but protected to avoid endan-
gering LGBTI+ persons and the work of their organ-
isations. Furthermore, ensuring sensitivity in com-
munication around diversity, gender identities and 
expression, and sexual orientation should take into 
account the way that stories on LGBTI+ individuals 
and issues are portrayed with regard to internation-
al human rights standards and in local contexts. Key 
tools include the dashboard that is currently being 
developed, a Hivos glossary on key gender and di-
versity terminologies, and staff training. Any forms of 
communication that could lead to gender stereotyp-
ing should be avoided at all times. 

Gender Equality and Diversity Inclusion Strategy

 Measurement and reporting procedures
Robust reporting of key metrics is a core business 
discipline for understanding organisational perfor-
mance, and reporting on gender equality and diver-
sity inclusion data should be no different. Data can 
take many forms, and it would be the responsibili-
ty of a gender and diversity expert to identify which 
data is the most relevant to and useful in advancing 
Hivos’s gender and diversity work. Most importantly, 
data can help drive the gender equality and diver-
sity inclusion agenda by credibly demonstrating to 
stakeholders that there is an issue to be addressed 

 GENDER ANALYSIS 

Guiding questions for conducting 
gender analysis in programmes16

1. Reflections for programme development
- �Is the programme contributing towards gender 

equality and diversity inclusion? If not, can it be 
modified so that it does?

- �Is a gender  and diverse perspective 
incorporated into the official budget audit for 
your programme?

- �How are gender equality, gender equity and 
diversity integrated into the process of evaluating 
programs and services?

- �Are programs and services designed so that 
women, men and other diverse groups have 
equal access and are they appropriate for 
everyone’s needs? Is there an underserved 
group that needs benefits from services that is 
not currently receiving them?

2. General contextual questions
- �What socio-cultural differences do diverse groups 

of people experience?
- �How does the community enforce certain norms 

and punish people when they do not conform to 
appropriate norms?

- �What are the ways in which communities dis
criminate against women? How do these practices 
also stigmatise some men?

- �How does the legal system treat men and women 
(i.e., due process and recognition of rights)? How 
does the legal system treat other groups of people?

- �Do men, women and other identities have equal 
status under all national, regional, and local laws?

3. Economic rights and justice
- �What employment opportunities are open to 

diverse groups of people?  
- How do wages vary among men, women and 
other different groups of people?

or a risk to be managed which might possibly create 
a programme development opportunity in the short 
term. Qualitative data (e.g. individual employee feed-
back or engagement survey responses) will provide 
valuable reinforcement, context and insight into the 
impact of the GEDI Strategy. Reporting will highlight 
whether or not Hivos’s programmes are delivering 
the expected results and return on investment (and 
if not, will indicate which areas require corrective ac-
tion or improvement). Regular progress reporting is 
therefore an important means of building and main-
taining stakeholder support.

- �How does access to resources from the state of 
private companies vary among diverse groups?

4. �Enhancing gender equal and diverse 
participation in politics and public 
administration

- �What type of leadership roles do men and women 
play?

- �Who makes decisions? What do men decide? 
What do women decide? What do they jointly 
decide on?

- �How is participation of other diverse groups in 
politics and public administration safeguarded?

16 �These guiding 
questions are greatly 
borrowed from 
various sources, 
such as: JHPIEGO. 
(2016). Gender 
Analysis Toolkit for 
Health Systems. 
WHO (2011). Gender 
mainstreaming for 
health managers: a 
practical approach.
Managers.
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The development of a dashboard including gender 
aggregated data: A unified approach to knowledge 
management processes is critical in order to ensure 
that knowledge is considered a common strategic 
asset, and that it is broadly accessible to all staff and, 
whenever necessary, to partners as well. The imple-
mentation of overarching monitoring framework 
(global), Hivos initiatives and management of the 
complexity of global operations (to achieve Hivos’s 
strategic goals) depend on effective information 
and knowledge management (as collected and an-
alysed). There are new opportunities for Hivos staff, 
partners and stakeholders to apply knowledge man-
agement and deliver added value. For example, with 
this strategy we aim to strengthen organisation wide 
knowledge sharing, awareness raising mechanisms 
and improve knowledge networking processes 
across all levels of the organisation.  Secondly, Hi-
vos is in the process of creating a dashboard for Key 
Performance Indicators (KPIs) for results, finance HR, 
etc. Current data from Osiris, a Hivos management 
tool, will be used to populate the dashboard. The 
Board and Senior Management will have access to 
this dashboard, as will all Hivos staff, enabling them 
to view the organisation’s KPIs on an ongoing ba-
sis. The dashboard presents the perfect opportunity 
for us to include and assess all gender-aggregated 
KPI data on programmes, partners and staff (perfor-
mance and acquisition). The anticipated Hivos dash-
board will display performance indicators in an easy-
to-read format that can be used to:
Ò	�Provide a concise and comprehensive summa-

ry of performance data (including baseline data, 
performance targets, and results);

Ò	�Present data in an easily understood (and visual) 
manner;

Ò	�Help monitor changes in results and outcomes 
over time;

Ò	�Communicate and clarify Board priorities;
Ò	�Track progress and identify trends.

Gender Equality and Diversity Inclusion Strategy
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Gender transformative approaches (GTA) are 
programmes and interventions that create op-
portunities for individuals to actively challenge 
gender norms, promote positions of social 
and political influence for women ( including- 
lesbian, bisexual and transgender women) in 
communities, and address power inequities 
between persons of different genders-male in-
volvement is key. GTA create an enabling en-
vironment for gender transformation by going 
beyond just including women as participants. 
GTA are part of a continuum of gender inte-
gration, or the integration of gender issues into 
all aspects of programme and policy concep-
tualisation, development, implementation and 
evaluation.
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RECOMMENDATIONS - 
OSIRIS INPUT 

Capacity assessment 

1.	� Does the organisation have a gender  
equality policy or strategy?	

2.	� Does the organisation have a policy or  
strategy on diversity inclusion? If so who is men-
tioned?	

3.	� Does the organisation have internal gender 
expertise? If not, where do they get their gender 
expertise?

4.	� What is the percentage of women working in 
the organisation?	

5.	� What is the percentage of women at  
management level?	

6.	� Does the organization have an explicit code of 
conduct on sexual harassment/  
exploitation and abuse?

7.	� Does the organisation have a dedicated budget 
towards women’s empowerment?  
If so, what is the amount or percentage 
approximately?

 

Programme level 

1.	� Does your programme have gender specific or 
gender equality objectives? if yes please give the 
objectives	

2.	� Does your programme include any gender-spe-
cific indicators? If so please mention them

3.	� Has budget been allocated towards a gender 
equality objective (s) If so, give the approximate 
amount in Euro for the whole programme-pe-
riod and write in long description field which of 
the three has the main focus. 

	 Amount
	 - Women’s Empowerment 
	 - Diversity Inclusion 
	 - Gender Mainstreaming Activities 
4.	� Is there a gender focal point amongst staff im-

plementing this programme? Or has a budget 
been set aside to contract gender exper-
tise?	



Objective

Hivos Board and the management team are 
accountable for the integration of gender 
equality and diversity inclusion strategy into the 
existing strategic plan, regular team meetings, 
annual planning and review cycles & relevant 
organisational practices.  

Launch the strategy and allocate sufficient 
resources for realising the Strategy. 

Focus Area

Leadership 
accountability

Gender Equality and Diversity Inclusion Strategy
 

GOAL: “A GENDER-EQUITABLE AND DIVERSE 
WORKPLACE WITH KNOWLEDGE  
AND capacity AND CONVICTION ON
GENDER AND DIVERSITY”.

Implementation Road map
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What needs to happen

Visible leadership and commitment to gender equality and its 
integration/ 
mainstreaming across the organisation. 

Each Hub and Unit’s annual plans and review documents 
will reflect and include actions undertaken to towards the 
implementation of gender equality and diversity strategy. 

The Executive Board will ensure a steady landing of the strategy 
with sufficient budget for realising the strategy including 
resources towards building staff capacity. 

Human resources department (Strategic HR Manager) to ensure 
that structures, systems and policies needed to implement this 
strategy are in place. 

The resource needs for gender mainstreaming are reflected in 
fundraising strategies – at programme, hub and unit levels. 

Allocate an institutional budget for staff development. 

Executive Board to make a definitive decision on the allocation 
of resources for the GEDI Strategy and its reporting.



Objective

Hivos Board and the management team are ac-
countable for the Build inclusive leadership capa-
bility and self-awareness of unconscious bias. 

Ensure all candidate pools for job vacancies and 
interview panels are diverse, and continue to pro-
mote and strengthen gender equality and the im-
plementation of the GEDI Strategy. 

What needs to happen

Hivos Board and the management team are accountable for the 
Build inclusive leadership capability and self-awareness of un-
conscious bias. 

Ensure all candidate pools for job vacancies and interview panels 
are diverse, and continue to promote and strengthen gender 
equality and the implementation of the GEDI Strategy. 

Focus Area

Staff: talent recruitment, 
induction, assessment and 
retention

Workplace culture Develop a workplace culture that is transforma-
tional, diverse, gender responsive, inclusive and 
safe. 

Review and update organisational policies to explicitly reflect on 
issues of profound influence around gender, women’s empower-
ment, diversity and inclusion. 

Review and update internal processes by which employees can re-
port inappropriate behaviour. E.g., by developing an explicit sexual 
harassment policy to compliment the Hivos Integrity policy.

Inform employees and partners of available resolution methods 
and provide guidelines for the resolution of complaints of sexual 
harassment. 

Each Hub and staff have access to a confidential counsellor as the 
first contact persons in case of inappropriate behaviour.  

Gender Equality and Diversity Inclusion Strategy
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Objective

Ensure that a gender analysis and actions to 
promote gender equality are included in all  
programmes.

Ensure intersectional gender analysis takes  
place at the earliest stages of programme  
development.

What needs to happen

Programmes to include gender or diversity related analysis into 
their baseline and evaluation assessments.  

All programmes will ensure there is a budget allocation for gen-
der mainstreaming, diversity inclusion and women’s empower-
ment. 

Budget guidelines to include information on the integration of 
gender equality objectives.

Such analysis should be sensitive, context specific and should 
address power relations covering both gender equality and 
SOGIE-related issues for relevant initiatives. 

Best practices, and equality measures to be integrated into the 
design and operation of programmes. 

Each programme to invest in relevant staff capacity building – to 
promote gender equality.

Focus Area

Programme development: use 
of gender & diversity analysis  & 
ToC processes

Gender Equality and Diversity Inclusion Strategy
 

GOAL: GENDER EQUALITY AND DIVERSITY INCLUSION 
ARE INSTITUTIONALISED AND mainstreamed 
INTERNALLY AND AMONGST PARTNERS’’. 
Focus on internal Hivos structures, system and culture, amongst partners, in strategic partnerships  
and programmes, as well as in advocacy and communications efforts.
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Objective

Ensure that a gender analysis and actions to  
promote gender equality are included in all  
programmes.

Ensure intersectional gender analysis takes place 
at the earliest stages of programme developmen

Focus Area

Measurement & reporting

Strategic communication, 
advocacy and campaigns

Develop a clear communication plan/thread/flow 
with aligned language on gender and diversity 
between the Strategy, Communication and  
Innovation (SCI) Department and programmes.
	
Integrate gender and diversity into strategic
 advocacy. 

Inclusive language is incorporated in all (internal and external) 
Hivos communications either written, visual or audio materials.

Establish open collaboration channels and a work plan between 
SCI and programme-related advocacy efforts.

Develop the capacity of communication & advocacy staff to 
promote: gender equality and diversity through communica-
tions; knowledge development. 

Annually develop an organisational campaign aimed to inspire 
and promote gender equality and diversity inclusion and show-
case our work. 

Gender Equality and Diversity Inclusion Strategy

What needs to happen

Programmes to include gender or diversity related analysis into 
their baseline and evaluation assessments.  

All programmes will ensure there is a budget allocation for gen-
der mainstreaming, diversity inclusion and women’s empower-
ment. 

Budget guidelines to include information on the integration of 
gender equality objectives.

Such analysis should be sensitive, context specific and should 
address power relations covering both gender equality and 
SOGIE-related issues for relevant initiatives. 

Best practices, and equality measures to be integrated into the 
design and operation of programmes. 

Each programme to invest in relevant staff capacity building – to 
promote gender equality.
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ObjectiveFocus Area

Gender- & diversity-
responsive budgeting

Partnerships: criteria & 
capacity

Dedicated budgets for Gender Equality 
Inclusion Strategy objectives.

Use influencing strategies to promote gender 
equality and diversity  inclusion within partner 
organisations so they are multipliers of change.

Specific budget allocations to implement the Gender Equality 
and Diversity Inclusion Strategy. 

Analysis of actual expenditure and revenue on gender, women’s 
empowerment, gender expertise, and capacity within Hivos.

Hivos engagement in partnerships, coalitions and alliances will 
be on the basis of shared commitments to gender equality and 
diversity inclusion amongst other shared values. 

Different partners have varying needs, capacities and expec-
tations regarding gender equality and diversity inclusion. This 
should be reflected in all capacity assessments and a plan drawn 
on how to respond to their needs and capacity gaps. 

Operate a zero tolerance policy for any form of sexual harass-
ment in the workplace- both internal and with partners by treat-
ing all incidents seriously, promptly investigating all allegations 
and maintaining proper records. 

All Hivos staff members have a role to play in the implementation 
of and the commitments outlined in the GEDI Strategy. We all 
walk the talk!

Gender Equality and Diversity Inclusion Strategy

What needs to happen
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SECTION 4
Staying on Track

Successful implementation of the strategy will ulti-
mately lead to a transformation in the impact that 
Hivos can have to serve programmes and staff 
members to prioritise gender equality and diversity 
inclusion concerns. The key actions and moments 
for successful implementation of the strategy have 
been identified in the previous section. 

However, it is important to keep in mind that while 
the implementing process starts, monitoring, report-
ing and learning should start simultaneously. Clearly 
defined action points towards successful implemen-
tation on levels of mainstreaming, compliance, in-
vestment and reviewing are vital to monitor the suc-
cess of the implementation process.
In short, the four elements involved in the  
review process of successful implementation of this  
strategy are mainstreaming, compliance, direct  
investment and resource allocation, and monitoring, 
reporting and learning. 

1.	 Mainstreaming 
	� a. Gender mainstreaming: A gender perspective 

is systematically applied across Hivos and in its 
planned interventions or programmes. In order 
to effectively mainstream gender across Hivos, 
attention to the goal of gender equality is central 

Gender Equality and Diversity Inclusion Strategy

Step 04  - �Review and Actions Towards Change 
to the design, implementation, monitoring, and 
evaluation of our interventions.

	� b. Integrating a diversity inclusion perspective: 
Employing measures to identify and address sys-
temic barriers embedded within Hivos policies, 
practices, programs and services that inadvert-
ently exclude individuals or whole communities. 

2.	� Compliance
	� Organisational development and strategies em-

ployed to integrate gender equality across the 
organisation. 

3.	� Direct investment and resource  
allocation

	� A fixed annual financial target is allocated to gen-
der equality and women’s empowerment, in ad-
dition to increased recognition and knowledge 
related to gender concerns in staff recruitment.

4.	�Monitoring, reporting and learning 
	� A gender mainstreaming results framework and 

a gender information management system will 
ensure regular monitoring of internal processes 
towards gender equality and diversity inclusion 
within Hivos, and the performance of the strategy 
will be measured in relation to the objectives. 

REVIEWS AND  
ACTIONS  
TOWARDS CHANGE
How are we doing?

ALL HIVOS 
STAFF MEMBERS 

HAVE A ROLE 
TO PLAY IN THE 

IMPLEMENTATION 
OF AND THE 

COMMITMENTS 
OUTLINED

 outlined in the 
GEDI Strategy. 

WE ALL WALK 
THE TALK!
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A Gender Mainstreaming Approach

PREPARE

Diagnose

DESIGN

Goal

IMPLEMENT

Action Plan

MONITOR
& REPORT

Track & Learn

4.1 MAINSTREAMING   

Establishing a gender equality and 
diversity inclusion support structure
Aimed at leadership and accountability: creating 
internal champions, and a shift in organisational 
culture.

The Board, Programme and Regional Hub Direc-
tors must demonstrate leadership and champion a 
gender equality and diversity inclusion agenda.

Actions
Ò	�Commit the necessary resources (financial and 

human) to the implementation of this strategy.
Ò	�Institute a gender audit17  as part of the strategic 

perspectives during the development and re-
view of Hivos’s strategic plan.

Ò	�Integrate diversity and inclusion values and 
practices into existing institutional processes 
and procedures to enable progress and results 
to be measured. 

17 �A gender audit is a 
participatory method 
for conducting 
an organisational 
analysis. The audit 
aims to assess the 
extent to which 
gender equality 
is effectively 
institutionalised in the 
policies, programmes 
and organisational 
structures as well as 
in the corresponding 
budgets.

18 �To include but not 
limited to PDMs, PMs, 
Communications 
Officers and Country 
Engagement 
Managers.

Capacity building for Implementation 
(Capabilities & Competence)
Aimed at creating knowledge and awareness 
through training, time and resource allocation 

It is the responsibility of each unit to ensure that 
all staff members should at least have a basic un-
derstanding of and adequate technical capacity 
for gender mainstreaming. In order to ensure this, 
Hivos will reinstitute and update a gender equality 
and diversity training module is recommended to 
support the implementation process. This could be 
in form of an online module/course as a require-
ment for all staff as part of the induction process 
and as part of the key staff 18 capacity development 
trajectory. 

• �Agree on the gender equality goal
• Plan gender activities & budget 
• Design M&E framework (results, targets & process)

• �Assess the context (trends & develoment;  
gender diagnosticassessment)

• Assess organisational and programme readiness
• Consult with stakeholders & target group
• Secure management and partners buy in

• �Capitalise on gender inclusion in programme 
approach

• �Institutionalise gender activities and budgets  
into programmes

• �Undertake a gender sensitive/inclusion  
monitoring

• �Report on key gender equality and diversity 
 targets as set out

• Communicate achievements and lessons

Gender Equality and Diversity Inclusion Strategy



IT IS ONLY 
THROUGH 

STRONG 
LEADERSHIP 

AND A SYSTEM OF 
ACCOUNTABILITY 

THAT WE CAN 
create a 

foundation 
UPON WHICH 

INTERNAL 
PROCESSES WILL 

BECOME GENDER 
RESPONSIVE.

The proposed module should be mandatory, in or-
der to introduce new staff to the ways that the or-
ganisation works to promote gender equity and di-
versity during the early stages of their engagement 
with Hivos. This will guarantee that all staff are fa-
miliar with Hivos’s position on, policies on and tools 
for gender and diversity, before commencing their 
day-to-day work. Similar trainings can be delivered 
combining different units, or at department levels, 
using internal and external resources (programme 
budgets or facilitation). 

Actions
Ò	�Set a robust global mechanism to support staff 

awareness and use of the strategy: staff are aware 
of Hivos’s gender equity policy position, are fa-
miliar with/ have been introduced to this strategy 
and have the capacity to implement it.

Ò	�Ensure there are dedicated staff or budget to im-
plement the recommended module. 

Ò	�Gender expertise is required in order to support 
the process of organisational change and the 
strategy implementation. Explicit job descriptions 
that specify the exact percentage of time allo-
cated to the identified lead staff are necessary. 
Otherwise this task may be seen as an additional 
burden and may not be given the attention it de-
serves.

Ò	�Gender knowledge must form part of human 
resources development in terms of competence 
and staff development. This will ensure that key 
staff such as PDMs, communication officers, 
country engagement and programme managers 
�have skills for and confidence in using the 

	 Gender Equality and Diversity Inclusion Strategy, 	
	 tools or processes.
Ò	�According to the respective tasks, ensure that job 

descriptions include gender competence and 
that performance assessments/appraisals also 
cover relevant gender outcomes.

Ò	�Conduct regular value clarification exercises with 
staff around gender, sexual orientation and gen-
der identities.

Gender Equality and Diversity Inclusion Strategy
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Problem analysis and mapping of the 
underlying Theory of Change 
Ò	�How is the desired change formulated?  

How do women benefit from this change 
and is it significant for them?

Ò	�What does the outcome of the social,  
political, cultural and environmental context 
analysis mean in terms of what is needed to 
make this change beneficial to women?

Ò	�Is the contextual and stakeholder/actor  
analysis explicit about gender-specific  
factors, actors and values?

Ò	�Are the assumptions about the causal re-
lationships between actions and intended 
outcomes valid for women? 

Ò	�Do the key preconditions and strategic areas 
constituting the pathway of change address 
the specific needs and interests of women, 
taking into account the gender division of 
access to and control over resources, work-
load, and decision-making, notions of what 
women should or should not do and be?

Ò	�In view of the outcomes of the ToC analysis: 
are specific strategies needed to make the 
change aspired to beneficial for women?

Making gender-related 
work at Hivos visible
By maintaining a dedicated multimedia platform 
that provides new and diverse perspectives on 
our gender-related work, in order to inform 
donors and partners and foster a deeper under-
standing of our role and interventions amongst 
policy-makers and the public.

4.2 COMPLIANCE

Setting gender equality and diversity  
inclusion objectives
Aimed at gender and power relations analysis 

Inequalities in power and gender relations are strong 
causes of social injustice. As such, power and gen-
der analysis should be conducted at every policy and 
programme development stage. Hivos has explicit 
gender equality and diversity inclusion objectives19  
in its 2016-2020 Strategic Plan. In addition, the  
Theory of Change (ToC) development processes of-
fer a common entry point for elaborating on these 
objectives, as ToC is used within Hivos for thinking 
about change at different levels, ranging from glob-
al perspectives to project-level theories of change. 
Further key gender questions for consideration can 
be found in Annex 2.

Actions
Ò	�The empowerment of women and girls is recog-

nised as fundamental and the cross-cutting na-
ture of women’s rights becomes everyone’s re-
sponsibility, warranting specialised attention and 
resources.

Ò	�Specific and explicit attention to gender equality 
and diversity inclusion and a fully-integrated gen-
der analysis is crucial to any ToC process.

Ò	�All programmes must strive to describe the gen-
der-specific involvement, opportunities, and bar-
riers in their thematic focus which influence the 
impact of their proposed intervention(s) on wom-
en and men.

Communicating gender equality goals 
and Hivos achievements 
Aimed at communicating intentions, progress and 
achievements

Actions
Develop a clear strategy to support internal and  
external communications in order to:
Ò	�Explain – articulate the ‘what’, ‘why’ and ‘how’ 

of the Gender Equality and Diversity Inclusion 
(GEDI) Strategy 

Ò	� Raise awareness – to equip staff and stake-
holders with the knowledge and confidence 
they need to articulate and promote the GEDI  
Strategy;

Ò	�Engage – motivate and inspire Hivos staff and 
stakeholders to actively contribute to the suc-
cessful integration of gender equality and diver-
sity inclusion objectives into programmes and 
convey a sense of ownership for successful out-
comes;

Ò	�Ensure – that communication messages are tai-
lored to the specific needs and expectations of 
each team within Hivos and to different external 
audiences;

Ò	�Make – gender equality and diversity inclusion a 
visible part of the organisation’s external identity 
and self-portrayal.

	� All of these can be achieved by highlighting Hi-
vos’s commitment to gender equality and di-
versity inclusion through sharing best practices 
and revamping the gender and diversity online 
knowledge portal, with a dedicated staff to man-
age it.

19  �Hivos 2020 goals 
for Women’s 
Empowerment 
are: 1) Women 
meaningfully 
participate in 
subnational political 
processes and public 
administration, and; 
2) Women make use 
of their opportunities 
to access markets 
and decent work. 
Hivos 2020 goals for 
Strong in Diversity 
are: 1) LGBTI+ 
people, (young) 
women, MSM, 
PLHIV, and sex 
workers make use of 
their skills, capacities, 
and relevant support 
structures to claim 
their rights and 2) 
society increasingly 
recognises and 
accepts all sexual 
orientation and 
gender identity. 
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4.3 DIRECT INVESTMENT AND  
RESOURCE ALLOCATION 

Financial resources – strategy and  
institutional level commitments
Aimed at resource allocation, fostering and main-
taining an inclusive workplace culture 

A financial target for allocating resources to gender 
equality, diversity inclusion and women’s empow-
erment will be set at program level while striving 
to maintain the 15% target of our organisational re-
sources committed to the advancement of gender 
equality. Internally resources will go towards building 
our institutional capacity

Actions
Ò	�Hivos will include an analysis of resources al-

located to women’s organisations in its annual 
report each year. Strategically, women’s em-
powerment, sexual rights and diversity will also 
remain priority programmes within Hivos.

Ò	��E�nsure adequate planning and budgeting a
	� programme development phase. This should 

include selected gender-sensitive KPIs and base-
line indicators, which will be explicitly discussed 
amongst Hivos and partners/consortium mem-
bers. 

Ò	�Opportunities and barriers should be identified, 
in addition to implementing partners and the 
ways in which these opportunities and barriers 
will or will not be addressed during the interven-
tion, and the effect this may have on the ultimate 
outcome. 

Staff recruitment, retention and 
development  
Aimed at a workforce that is diverse and represents 
the communities we serve

It is important to determine the nature, structure and 
causes of gender imbalances in staff throughout the 
organisation, and to set targets for recruitment, re-
tention and promotion of staff accordingly. Given 
the nature of our work and the funding landscape, 
it is critical that specialised gender functions are in 
place and adequately resourced in the coming years. 
The internal assessment conducted prior to the de-
velopment of this strategy identified some concep-
tual confusion, in addition to inadequate technical 
support for implementing gender perspectives into 
the staff’s work. However, despite many Hivos staff 
being satisfied with their programme or hub’s efforts 
to mainstream gender, many indicated the need for 
additional support in further developing an under-
standing of gender equality, and how to systemat-
ically mainstream gender into their programmes.  
Staff induction and continuous training opportunities 
are necessary. 

Actions 
Ò	�Build a common understanding around gender 

through an induction and training module. 
Ò	�Recognise knowledge related to gender con-

cerns and gender-related analysis as being one 
of the core areas of capacity for staff, and build 
capabilities throughout the organisation using a 
structured approach (rather than reactive). 

Ò	�HR and staff should jointly design and regularly 
review organisational measures that prevent dis-
crimination (e.g. sexual harassment policies) and 
clearly communicate Hivos’s benefits and com-
mitments20 regarding family-friendly and flexible 
working policies, in order to enable staff to fulfil 
both their professional and their caring responsi-
bilities (for example parental leave, lactation facil-
ities at work). 

Ò	�Hivos currently does not have key gender focal 
point personnel. Options for consideration:-

	� a) �Strengthen and better utilise the capacities 
of those with gender expertise or those with 
gender related mandates to help integrate the 
Gender Equality and Diversity Inclusion Strate-
gy or 

	� b) Appoint gender focal point personnel to sup-
port the integration of this strategy to which gen-
der mainstreaming responsibilities are considered 
an integral part of their respective jobs and not 
additional tasks. 

20 �This may vary from 
office to office based 
on employment 
policy in different 
countries.



Hivos will carefully monitor its operations 
and will collect gender equality and 

diversity inclusion results across 
programmes in order to measure progress 
in achieving gender outcomes, the number 
of gender-mainstreamed programmes, 
the number of women’s organisations 

supported, and financial resources 
dedicated to gender equality, diversity 

inclusion and women’s empowerment.
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4.4 MONITORING, REPORTING 
AND LEARNING
 
Updating gender equality related
measure –internal information 
management system
Aimed at measuring, reporting and dissemination

Reporting will highlight whether or not our internal 
processes and programme-related interventions for 
gender mainstreaming and institutional transforma-
tion are delivering the expected results and return 
on investment (and, if not, which areas require cor-
rective action or improvement). Regular progress re-
porting is therefore an important means of building 
and maintaining staff ownership of the process and 
stakeholder support for our commitments. Using Hi-
vos’s reporting structures, the strategy’s performance 
will be measured in relation to the objectives of this 
strategy.

Actions
Ò	�Key components and analysis to support gender 

issues and women’s empowerment are available 
and integrated into the forthcoming Hivos dash-
board and are easily accessible to staff.

Ò	�If information is needed but missing, Hivos TEC 
should co-ordinate the support and update our 
system to reflect the necessary changes.

Ò	�Hivos’s annual plans (institutional and hubs) 
should always provide and use gender-disaggre-
gated statistics, where applicable.

Ò	�Establishment of a core team to develop an ef-
fective way of collecting and disseminating the 
necessary data as part of tracking progress in in-
tegration and mainstreaming efforts to achieve 

gender equality.
Ò	�Implement the suggested recommendations 

(see Annex 2) for gathering adequate data in sup-
port of this strategy.

Ò	�Ensure the use of existing functionalities are sup-
portive of the additional recommended  ques-
tions in Annex 2 by updating where data is miss-
ing or has been entered incorrectly in the Hivos 
Management System (OSIRIS) in order to enable 
adequate analysis of our performance. 

Results framework to include gender 
equality related measures
Aimed at monitoring results- milestones and 
opportunities for learning 

Actions
Ò	�Develop a gender mainstreaming results frame-

work to be used for evaluating this strategy by 
2018, with specified activities, results and perfor-
mance indicators across Hivos’s six thematic are-
as of focus.

Ò	�Institute and make use of sex-disaggregated indi-
cators in the current M&E framework.

Ò	�Consider reflective moments at regular intervals 
or during mid-term reviews, to address the fol-
lowing questions:

	� a. �	�How is Hivos progressing in relation to each of 
the objectives set within the Gender Equality 
and Diversity Inclusion Strategy?

	 b. �Do we have relevant capacities for gender 
mainstreaming and gender expertise to sup-
port Hivos’s overall strategy and programmes?

	 c.	� Have we made a financial target for gender 
equality and women’s empowerment?

	 d.	� Is there sufficient data available to reliably as-
sess progress and measure outcomes?

	 e.	� Does Hivos’s management system allow for 
adequate/extensive data gathering and report-
ing?

	 f.	� Wherever lack of progress or issues are identi-
fied, how can we generate data/information to 
be used to address the issues?

	 g.	� Do the strategy or individual objectives need 
to be adjusted in light of experience to date 
or global or regional trends and development, 
and what are the implications of this?

The overall standard method of assessing if the im-
plementation of the strategy is producing the in-
tended impact will be regular monitoring, measuring 
and reporting not only through programmes, but 
also our internal policies and practices. This includes 
the outcomes of our interventions, the job perfor-
mance of key staff tasked with gender mainstream-
ing actions, and measurements over time of the 
core institutional processes geared towards gender 
equality. Program Managers in the departments and 
corporate units are responsible for implementing 
and monitoring the GEDI Strategy in their area of re-
sponsibility. The Human Resources Department will 
monitor internal policies and processes geared to 
support gender equality and diversity inclusion with-
in the organisation. 
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GOAL 1: 
 A gender-equitable,  

DIVERSE AND INCLUSIVE 
WORKPLACE WITH KNOWLEDGE, 

CAPACITY and conviction 
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Roles and responsibilities

Visible leadership from the Executive Board and 
management team and commitment to gender 
equality and its integration/mainstreaming across 
the organisation. 

Directors- Open, Green and Hubs are responsible 
for full integration of the strategy as well as deter-
mining requirements to achieve its strategic ob-
jectives and identify specific financial and human 
resources required to implement gender equality 
and inclusion efforts necessary for each unit and 
hub by end of 2018. 

Specific budget allocated to implement the Gender 
Equality and Diversity Inclusion Strategy. (Executive 
Board and MT’s decision announced). 

Finance and programme teams to conduct an in-
stitutional analysis of actual and projected expend-
iture and revenue in line with the current strategic 
plan on Hivos investments towards gender equality 
and women’s empowerment 
(Costing the strategy)

All Hivos staff members have a role to play in the 
implementation and of the commitments outlined 
in the GEDI strategy. We all walk the talk!

Hubs, and units to allocate budget for staff devel-
opment including in gender equality and diversity 
e.g. ToC trainings, where needed in the 2019 
budget.  

Executive Board to make a definitive decision for 
allocation of resources to implement GEDI strategy 
and its reporting.

Time frame

Strategy Launch by July 2018 
and to be included as part of Hi-
vos 50years celebrations across 
hubs

By end of 2018, in order to sup-
port implementations efforts and 
plans for 2019 

By first quarter 2019

By first quarter 2019

On-going

By end of 2018, as part of annual 
plans for 2019

By end of 2018, in order to sup-
port implementations efforts and 
plans for 2019 

Budget 
implications

Strategy publication costs

Staff time

Staff time 

LEADERSHIP 
ACCOUNTABILITY Actions

Launch and allocate sufficient  
resources for realising the strategy.  

Responsive budgeting towards 
Gender Equality & Diversity  
Inclusion 

Shared responsibility and
individual accountability
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Roles and responsibilities

Review and update the gender and diversity online 
course, and package it as part of mandatory staff 
induction module. Consultant, PMD WE, SRHD and 
HR to take lead.

Invest in relevant staff capacity building – to pro-
mote gender equality and annually report on pro-
gress.

Human resources department to organise staff 
resilience trainings by 2019. 

Human resources department (Strategic HR  
Manager) to ensure that structures, systems and 
policies needed to implement the GEDI strategy 
are in place. 

HR and a dedicated taskforce to develop an explicit 
sexual harassment policy to compliment the Hivos 
Integrity policy by 2019. 

Hub will ensure its staff have access to a confiden-
tial counsellor as the first contact persons in case 
of inappropriate behaviour. 

Time frame

By end of 2018, to be piloted by 
first quarter of 2019

By first quarter 2019

A complete Audit by end of 
2019

By end of 2018

By 2019

Budget 
implications

Consultant costs

Web-design & packaging inter-
active content 

*consideration for an intern 
from the design academy &
 associated costs to be 
determined

*HR and MT to allocate
funds under staff 
development budget. 

Staff time

Staff time and consultant and 
editing costs.

Hubs to budget for training 
cost for a Confidential 
Counsellor. 

STAFF TALENT 
RECRUITMENT,
INDUCTION,
ASSESSMENT 
AND RETENTION

WORKPLACE 
CULTURE

Actions

Build inclusive leadership capability 
and self-awareness of unconscious 
bias. 

Stimulate staff dialogues and re-
silience training-where it is safe to 
give and receive feedback. 

Review and update organisational 
policies to explicitly reflect on is-
sues of profound influence around 
gender, women’s empowerment, 
diversity and inclusion. 



 
 

GOAL 2: 
 Gender equality and 

DIVERSITY INCLUSION ARE 
INSTITUTIONALISED AND 

mainstreamed internally  
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Roles and responsibilities

Gender analysis and actions to promote gender 
equality are included in all programmes.

Integration of aspects of gender equality and diver-
sity and inclusion into current ToC trainings. 

Establish a team or a taskforce to support integra-
tion of GEDI Strategy into existing organisational 
processes. 
*Directors Open, Green and Hubs to assume re-
sponsibility, identify criteria for membership and 
appoint relevant staff to participate in the taskforce.

All programmes allocate budget for gender main-
streaming, diversity inclusion and women’s em-
powerment- as part of programme development 
and annual plans. 
*PDMs responsible for all new programmes and 
MT & PMs for allocations within annual plans and 
ongoing initiatives. 

Resource needs for gender mainstreaming are 
reflected in fundraising strategies and annual plans 
2019– at programme, hub and unit levels. 

Finance team to provide budget guidelines as part 
of the project wizard that include information on 
the integration of gender equality objectives by 
2018.

Time frame

On-going 

As part of 2019 annual plans

By end of 2018

Budget 
implications

Staff time or budget for
required expertise during 
programme development 
process.

PROGRAMME 
DEVELOPMENT Actions

Use of gender & diversity analysis   
 & ToC processes.

Dedicated resources. 
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Roles and responsibilities

All programmes are required to include gender 
or diversity related analysis into their baseline and 
evaluation assessments.  

Ongoing and new programmes to define a gen-
der or diversity related objective within their pro-
grammes. 
* DMELS to support PDMs & PMs to come up with 
a framework/matrix by 2018.

Where an objective is not included, programmes 
should at least include a gender/ diversity related 
indicator to their work. 

DMELs to support Directors –Open and Green to 
come up with a framework/ mechanisms to collect 
data required to support the GEDI Strategy and 
monitor its progress. 

Each Hub and Unit’s annual plans and review  
documents to reflect and include actions under-
taken to towards the implementation of the  
GEDI Strategy. 
*All 2019 annual plans should include actions 
towards integrating GEDI Strategy or gender main-
streaming efforts.

Review and update in Osiris using an agreed for-
mat and a set of indicators to ensure that reporting 
happens towards the set gender and equality com-
mitments. Update the go- no/go, programme and 
partner capacity assessment questions. 

Each Hub and Unit to annually develop action 
plans for gender equality in the workplace- as part 
of regular annual planning cycle. 

Time frame Budget 
implications

Staff time or budget for 
required expertise during 
programme development
process.

MEASUREMENT 
& REPORTING Actions

Ensure specific objectives and 
benchmarks are in place as foun-
dation for measuring progress and 
outcomes. 

Build support and implement a 
regular gender equality and 
diversity inclusion reporting  
framework. 

Best practices, and equality  
measures to be integrated into the 
design and operation of  
programmes. 
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Roles and responsibilities

Inclusive language is incorporated in all (internal 
and external) Hivos communications either written, 
visual or audio materials. 

Strategy, Communication and Innovation (SCI) 
Department and programmes advocacy officers to 
develop a plan of action by 2019. 

Establish open collaboration channels and a work 
plan between SCI and programme-related advoca-
cy efforts.

Develop the capacity of communication & advo-
cacy staff to promote: gender equality and diversity 
through communications; knowledge develop-
ment. 

Annually SCI and relevant programme managers 
will develop an organisational campaign aimed to 
inspire and promote gender equality and diversity 
inclusion and show-case our work. 

Time frame Budget 
implications

Staff time SCI or budget for
required expertise

Budgeted –as part of pro-
grammes or funded through 
dedicated funds to support 
GEDI Strategy

STRATEGIC 
COMMUNICATION
ADVOCACY AND
CAMPAIGNS

Actions

Develop a clear communication’s 
plan/thread/flow with aligned lan-
guage on gender and diversity  



 
 

GOAL 3: 
 Ensure A SOUND BASIS FOR 
ENGAGING AND MOBILISING 

STAKEHOLDERS TOWARDS  
shared values  
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Roles and responsibilities

Hivos engagement in partnerships, coalitions and 
alliances will be on the basis of shared commit-
ments to gender equality and diversity inclusion 
amongst other shared values. 

Different partners have varying needs, capacities 
and expectations regarding gender equality and 
diversity inclusion. This should be reflected in all 
capacity assessments and a plan drawn on how to 
respond to their needs and capacity gaps. 

Operate a zero tolerance policy for any form of 
sexual harassment in the workplace- both internal 
and with partners by treating all incidents seriously, 
promptly investigating all allegations and maintain-
ing proper records. 

Learn from and participate in the global gender 
agenda. Hivos will therefore strengthen its partner-
ships with various stakeholders, participate in work-
ing groups/task forces and will nurture partnerships 
with key agencies that are coordinating the post-
2015 gender agenda whenever necessary. 

Time frame

Update Osiris – Programme and 
partner intake questions by 2018

Revised internal policies and 
structures to prevent and re-
spond to sexual harassment alle-
gations in place by end of 2018

Budget 
implications

Communications costs- 
internal and external 

Budgeted at programme level 

PARTNERSHIPS: 
CRITERIA & 
CAPACITY

Actions

Use influence to promote gender 
equality and diversity inclusion 
within partner organisations so 
they are multipliers of change.



ANNEX 2 
GENDER RESPONSIVE  

CONTRACT AND PARTNER 
ASSESSMENT (HIVOS)  
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CAPACITY ASSESSMENT 

1.	�� Does the organisation have a gender equality policy or strategy?	  

2.	� Does the organisation have a policy or strategy on diversity inclusion? If so who is mentioned?

3.	� Does the organisation have internal gender expertise? If not, where do they get their gender expertise?

4.	� What is the percentage of women working in the organisation?	

5.	 What is the percentage of women at management level?	

6.	� Does the organisation have an explicit code of conduct on sexual harassment/  
exploitation and abuse?

7.	� Does the organisation have a dedicated budget towards women’s empowerment?  
If so, what is the amount or percentage approximately?

PROGRAMME LEVEL  

1.	� Does your programme have gender specific or gender equality objectives?  
if yes please give the objectives	

2.	� Does your programme include any gender-specific indicators? If so please mention them
	
3.	� Has budget been allocated towards a gender equality objective (s) If so, give the approximate amount 

in Euro for the whole programme-period and write in long description field which of the three has the 
main focus. 

	� Amount 
-  Women’s Empowerment  
- Diversity Inclusion  
- Gender Mainstreaming Activities 

4.	� Is there a gender focal point amongst staff implementing this programme?  
Or has a budget been set aside to contract gender expertise?	

Gender Equality and Diversity Inclusion Strategy
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PROGRAMME STAFF CAN USE THE FOLLOWING ADDITIONAL QUESTIONS 
TOGETHER WITH THE CAPACITY ASSESSMENT QUESTIONS  

1.	 Was a baseline analysis conducted at the inception period of this programme? 
2.	� Does baseline data colleted give details of different situations, needs and priorities  

of men and women?
3.	� To what extent does the programme/project contain gender-specific or  

gender-equality objectives?
4.	 To what extent has the programme developed gender-specific indicators?
5.	� What are some of the women strategic and practical needs identified by the  

programme or the project?
6.	� Who is responsible for the implementation of the gender related intervention(s) or activities? 
	 - Do they have the necessary gender expertise or skills?
7.	 What are the foreseeable gender capacity gaps for attention? 
	 - Content, staff and resources.  

The option Women’s organisation must be chosen when Women Led1 definition applies:

Gender Equality and Diversity Inclusion Strategy

Example: Osiris Input
As Hivos’s main management system, the proper 
use of existing functionalities – and their improve-
ment – are necessary in order to enable adequate 
analysis of our performance. One key focus (and 
one that is often overlooked) is how to input data 
and how to use this data to generate valuable 
output for measuring progress in Hivos’s support 
for gender equality, women’s empowerment and 
women’s organisations. A simple example is given 
below, in which the registration of women’s organ-
isations as ‘business partners’ enables Hivos to bet-
ter monitor the number of women’s organisations 
supported and the total amount Hivos spends in 
contracts with these organisations. Further details 
are provided in the TEC memo accompanying this 
strategy. The Business Partner screen includes the 
field “Business partner Group”, with the option of 
‘Women’s Organisation’ in the drop-down menu.

1 �Women-led* 
organisation that 
has as an explicit 
objective the 
promotion of the 
opportunities, 
interests and rights 
of women across 
a whole spectrum 
of areas, including 
economic, social, 
political, cultural 
and sexuality. Such 
organisations stand 
up for equal rights 
and opportunities 
for women and 
girls and insist on 
women’s equal 
participation in 
decision-making 
processes that 
affect their lives. It 
may also mean that 
the CEO/director 
is a woman, and 
the majority of 
senior members of 
staff and members 
of the Board are 
women.
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UN Declaration on the Elimination of  
Violence Against Women (1993). The Decla-
ration was the first international human rights instru-
ment to exclusively and explicitly address violence 
against women, and affirms that the phenomenon 
violates, impairs or nullifies women’s human rights 
and their exercise of fundamental freedoms. The 
Declaration states that gender-based violence takes 
many different forms and is experienced in a range 
of crisis and non-crisis settings. It is deeply rooted in 
structural relationships of inequality between wom-
en and men.

The International Conference on Popu-
lation and Development (ICPD, 1994). The 
Conference in Cairo was a milestone in the histo-
ry of population and development, as well as in the 
history of women’s rights. ICPD delegates reached 
a consensus that the equality and empowerment 
of women is a global priority. This issue was ap-
proached from the perspective of universal human 
rights, and was an essential step towards eradicating 
poverty and stabilising population growth. 

Security Frame work and Commitments. 
The UN’s guiding documents for women, peace 
and security are Security Council Resolutions 1325 
(2000) and 1889 (2009) on women, peace and se-
curity, and 1820 (2008), 1888 (2009), 2106 (2013)  
and 2122 (2013) on sexual violence in armed con-
flict. These resolutions have laid the foundation for 
the efforts of the UN community to expand the role 
of women in leadership positions in every aspect 
of prevention and resolution of conflicts, including 
peacekeeping and peacebuilding efforts, and to im-

The Convention on the Elimination of All 
Forms of Discrimination Against Women 
(CEDAW, 1979). CEDAW provides a comprehen-
sive framework to guide all rights-based action for 
gender equality. Under this treaty, gender inequali-
ty is understood to be the result of discrimination 
against women. CEDAW defines discrimination and 
the range of steps that states must take to eliminate 
it, affirms women’s rights in specific areas, and makes 
provisions for ratification, monitoring, reporting and 
other procedural matters.

The Beijing Platform for Action (1995). An 
agenda for women’s empowerment signed by all 
governments and seen as a “necessary and funda-
mental pre-requisite for equality, development and 
peace.” The Platform includes gender analysis of 
problems and opportunities in twelve critical areas of 
concern, and clear and specific standards for actions 
to be implemented by governments, the United Na-
tions (UN) system and civil society, including, where 
appropriate, the private sector. The Platform provides 
the first global commitment to gender mainstream-
ing as the methodology by which women’s empow-
erment will be achieved.

The Millennium Development Goals 
(MDGs). The MDGs consolidated previous agree-
ments, including those on women’s rights, women’s 
empowerment and gender equality, into a single set 
of core goals, targets and benchmarks for the de-
velopment community. The Millennium Declaration 
from which they were drawn took a clear position 
that gender equality is both a right in itself and a driv-
er of development. 

prove protection of women and girls within a frame-
work of rule of law and respect for human rights.

UN Framework Convention for Climate 
Change. The Cancun Agreements emerging out 
of the UN Framework for Climate Change COP-16 in 
2010 were the first global climate change policies to 
include multiple references to gender equality. Since 
then, more gains have been made to foster wom-
en’s participation in negotiations and entrench gen-
der equality in UNFCC outcome documents as well 
as in the Green Climate Fund, the Adaptation Fund 
and Climate Investment Funds. At COP-18 in Doha 
in 2012, a decision was adopted promoting gender 
balance and improving the participation of women 
in UNFCCC negotiations, and in the representation 
of Parties in bodies established pursuant to the Con-
vention or the Kyoto Protocol.

Aid Effectiveness Commitments. Through 
the 2008 Accra Agenda for Action, which built on 
the 2005 Paris Declaration on Aid Effectiveness, de-
veloping countries and donors committed to en-
suring that their respective development policies 
and programmes are designed and implemented 
in ways consistent with their agreed internation-
al commitments on gender equality, human rights, 
disability and environmental sustainability. The Busan 
Partnership for Effective Development Cooperation 
endorsed in 2011 agreed to accelerate and deep-
en efforts to address gender equality and women’s 
empowerment in all aspects of development efforts, 
from accountability mechanisms to peacebuilding 
and state building.
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Yogyakarta Principles (2006, updated 
2017). This document contains a set of principles 
intended to apply the standards of international hu-
man rights law to address human rights violations 
against LGBTI+ people. The Principles were supple-
mented in 2017 in order to be inclusive of all gender 
identities, expressions, and sex characteristics. The 
Principles have been an important step forward in 
the movement towards establishing basic human 
rights for all people. 

Regional Commitments:
Numerous regional commitments also underscore 
the importance of upholding gender equality, in-
cluding the Protocol on the Rights of Women in Af-
rica, adopted in 2003 by the African Union; the 1994 
Inter-American Convention on the Prevention, Pun-
ishment and Eradication of Violence against Women 
(the Convention of Belem Do Para), the 2011 Euro-
pean Convention on Preventing Violence against 
Women and Domestic Violence; and the Pacific 
Islands Forum Gender Equality Declaration of 2012. 

Agenda 2030 for Sustainable Develop-
ment and the Sustainable Development 
Goals. The Agenda is a plan of action for people, 
planet and prosperity. It seeks to strengthen universal 
peace, and recognises that eradicating poverty in all 
its forms and dimensions, is the greatest global chal-
lenge and an indispensable requirement for sustain-
able development. An emphasis is made on the real-
isation of gender equality and the empowerment of 
women and girls as a crucial contribution to progress 
across all the Goals and targets. The achievement of 
full human potential and of sustainable development 
is not possible if one-half of humanity continues to 
be denied its full human rights and opportunities. A 
firm commitment is made, with a key standalone 
goal on gender equality to ensure that women and 
girls enjoy equal access to quality education, eco-
nomic resources and political participation as well as 
equal opportunities with men and boys for employ-
ment, leadership and decision-making at all levels.
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SINCE WE CANNOT 
MENTION ALL 

THE RELEVANT 
COMMITMENTS 

PER REGION, ALL 
HIVOS STAFF ARE 

encouraged 
to familiarise 

themselves WITH 
THE NECESSARY 

REGIONAL 
COMMITMENTS IN 

THEIR REGIONS/ 
HUBS THAT HAVE 
an influence in 

THEIR DAY-TO-DAY 
WORK. 


