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Mission and Objectives

Through its work on gender, Jhpiego aims to create
gender-equitable and inclusive health systems so that all
health workers and their clients have the power and
opportunity to reach their dreams. Jhpiego’s key
objectives for this work are:

I. Institutionalizing and scaling evidenced-based
approaches to gender norms transformation across
the public and private health system with health
policymakers and planners, health workers,
individuals and clients, and facilitators of health in
the community.

2. Mainstreaming gender equity into its organizational
processes and culture.

Theory of Change

Jhpiego’s theory of change for promoting gender equity'
is based on the socio-ecological model, which indicates
that an individual’s behavior is influenced at many levels:
individual, demographic, social, and biological factors;
interpersonal relationships; community norms and
institutions; the service delivery ecosystem; and the
socio-political context. Recognizing the critical role
organizations” implementing development programs and
their staff can play in promoting gender equity, we
added a sixth level, the “technical environment,” which
examines the barriers and opportunities for promoting
gender equality within Jhpiego itself.

Figure |. Jhpiego’s Theory of Change for Gender: A Simplified Graphic
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TECHNICAL ENVIRONMENY

Priorities for Integrating Gender into
Jhpiego’s Work in 2020 and Beyond

To move beyond programmatic and strategic
approaches to addressing gender, to more integrated
and sustainable approaches, gender strategies, and
policies, research groups that advise both public and
private sectors emphasize the need for gender-

! Gender equity is the process of being fair to women and men. To
ensure fairness, measures must be taken to compensate for historical
and social disadvantages that prevent women and men from operating
on a level playing field. Gender equality is the state or condition that
affords women and men equal enjoyment of human rights, socially
valued goods, opportunities, and resources.
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responsive programs and workplaces, which call for
leadership, strong monitoring and accountability,
knowledge and capacity building of staff, clear
policies and processes for gender integration,
and adequate budgets to support gender
integration initiatives. A more recent emphasis has
also been put on making organizational cultures
more gender equitable. For example, the Minimum

2 Gilles K. Pursuing gender equality inside and out: gender
mainstreaming in international development organizations.
Washington, DC: Population Reference Bureau and the Interagency
Gender Working Group; 2015.


https://genderstandards.org/

Standards for Mainstreaming Gender Equality, to which
Jhpiego is a signatory, promote the importance of
developing organizational culture and capacity for

gender equality, allocating a budget, developing gender
equality indicators, and ensuring accountability.

Figure 2. Jhpiego’s Gender Strategy Framework 2.0
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/ Action Area 1 i
Gender Mainstreaming into

Organizational Culture

Jhpiego will integrate gender
equity into its culture and staff
attitudes and behaviors.

Action Area 3
Building the
Gender Architecture

Jhpiego will build a cadre of staff who are
proficient in gender integration.

A

Action Area |: Gender Mainstreaming in
Organizational Culture

Specific workstreams in this area will include assessments
or audits to identify challenges and gaps that may prevent
diversity, inclusiveness, and flexible and empowering
work environments; efforts to increase awareness,
action, and accountability relating to sexual harassment
and misconduct; awareness, action, and accountability for
gender disparities in leadership composition and
opportunities for career growth; and ongoing sessions to
identify and reflect on unconscious bias and
discriminatory actions.

Action Area 2: Gender Integration into
Program and Technical Processes

Clear policies and guidance, reinforced by headquarters
and country leadership, are needed to consistently
integrate gender into Jhpiego programs. Programs need
steps to follow to integrate gender into their programs,
links to tools for gender analysis and resources on
evidenced-based interventions, a menu of indicators and
supporting reference sheets, and budgeting
requirements and guidance.

Action Area 3: Building the Gender
Architecture

A gender architecture, a body of human resources, is
essential to advancing the gender equality agenda.
Integrating gender-transformative interventions in our
work at a level that will allow us to reach the integrated
and sustained phases of the gender equality journey
requires expanding gender expertise throughout the
organization. This will require more
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Action Area 5
Gender Transformative
Programming

Jhpiego will work to v

N transform gender J/
norms to facilitate
organizational and

health system

practices that will

help achieve gender

equality.

Gender Equality

Action Area 2
Gender Integration into Program
and Technical Processes

Jhpiego will integrate gender considerations into
the design, implementation, and monitoring and
evaluation in programs.

Action Area 4
Monitoring, Evaluation,
and Accountability

Jhpiego will measure its impact on promoting
gender equality and empowerment internally
and through its work.

capacity-building sessions; creative approaches to
adapting training sessions, particularly those that are
highly interactive, to an online format; and building a
cadre of expert trainers at both headquarters and in the
field to replicate trainings.

Action Area 4: Monitoring, Evaluation, and
Accountability

Per the ToC, this action area involves tracking gender
equality and empowerment within the organization and in
our work in close collaboration with Global Human
Resources and the Data Science Learning & Impact
division. The first step is agreeing on the key measures of
gender-equitable norms, behavior, and empowerment.
We must then mobilize a supporting gender and
monitoring and evaluation architecture to track these
measures at regular intervals for both organizational
processes and program work.

Action Area 5: Gender-Transformative
Programming

This central component of the vision and ToC for
promoting gender equality through Jhpiego’s programs
will include operational research and process
documentation to contribute to the global body of
knowledge and dialogue on what works in scaling gender
and social norms change interventions, particularly within
and by national health systems. It will also require
building staff capacity on gender-transformative
interventions, which are rooted in social and behavior
change approaches. It also should include efforts to visibly
and meaningfully increase the organization’s
understanding and work in addressing the range of
gender identities.


https://genderstandards.org/
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