\./ Women’s World Banking : = e . =




AUTHORS

This document is the result of a collaborative effort of the following members of the Women’s
World Banking Leadership Community:

Janet Abzakh, HR Manager, Middle East Micro Credit Company, Jordan

Mahmood Shamsher Head of HR and Training, FINCA Microfinance Bank Ltd., Pakistan
Caroline Mulwa, Country Manager, Oikocredit, Kenya

Ruth Mutebe, Head of Internal Audit, Finance Trust Bank Ltd, Uganda

Sandy Salama, Fellow, Women’s World Banking

Sarah Buitoni, Specialist, Leadership and Diversity Programs, Women’s World Banking

* & 6 & o o

The goal of the Leadership Community is to provide a space where leaders of financial insti-
tutions can practice continuous learning and reflection, build supportive relationships with
peer leaders, share successes and challenges and practice new behaviors.



Much of the recent discussion around promoting gender diversity
seems to come from two distinct sides — those who say that it is up
to women to take action and take up leadership roles, and those
who say that the problem is systemic and that it is up to
institutions, public and private, to create an enabling environment
for women to thrive.

We believe that both are needed. Individual women, and women
as a collective, can take specific actions to become leaders and
promote diversity. Women also need the support of institutions to
translate these individual actions into lasting and systemic
change.

Recognizing that the approach to promoting gender diversity will
vary depending on cultural context and from institution to
institution, this list seeks to include many of the possible
approaches that our community of financial inclusion leaders has
observed as contributing to a successful outcome.

We know that diverse perspectives lead to stronger decisions and
healthier, more vibrant organizations. Women do not need special
treatment; they just need truly equal opportunity.
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WHAT FINANCIAL INSTITUTIONS NEED TO HAVE
l l IN PLACE TO SUPPORT WOMEN LEADERS

Vision and strategic plan for gender diversity — in order to succeed, diversity must be championed by
the senior leadership team as a strategic business imperative

Strategy for diversity that includes targets for the desired percentage of men and women in each ca-
dre throughout the organization but also maintains a commitment to finding the right talent and best fit
for each position

Tracking and monitoring of key diversity statistics - including hiring, promotions, percentage of men
and women at all levels, as well as gender-disaggregated satisfaction and exit data

Broad and consistent communication about the importance of gender diversity — cascade the vision
for diversity beyond senior management using all channels to communicate concepts of equality
and women rights; use social media to influence the younger generation and achieve long-term
change

Policies and programs that support, and are appealing to, both men and women —including clear,
gender-neutral career development planning that allows employees to envision their growth

Awareness that equal opportunity is not always gender-sensitive

Training in technical and management skills — make sure these are equally available and equally ac-
cessible to men and women staff

Coaching, mentoring and sponsorship opportunities, either from more senior members of the leader-
ship team or through external networks or other resources

Gender-sensitivity training — both women and men may have internal biases. Training can help to re-
veal and diminish these biases

Policies that protect everyone and clear, safe mechanisms for reporting violations — sexual harass-
ment, non-discrimination

Work-life balance programs including flex hours or remote arrangements where possible - flexible
working arrangements can help women to take on and stay in leadership roles

Strategies for business continuity during maternity or paternity leave so that there are smoother transi-
tions out of and back into the office

Assertiveness and communication training for women — build self-confidence among women staff,
help them to recognize their potential and how to communicate in a way that gets their ideas no-
ticed by colleagues

An inclusive culture —ensure that people are living the value of diversity in their daily decisions,
speech and interactions; reward desired behavior and eliminate disruptive behavior



In Practice

Diversity strategy

An organization in Kenya staffed by mostly women has recently had some complaints from
men saying that the organization is not diverse. The organization is now consciously com-
municating to staff and potential hires that they are not looking for women to fill open posi-
tions; they are looking for the best fit and the best talent.

Equal opportunity
A microfinance bank in South Asia has a strong commitment to being a gender-sensitive organization

where women and men are equally encouraged to apply. However, in their largest cadre of staff-loan
officers—motorbike ownership is a requirement of the job. Women are unlikely to own or feel comforta-
ble riding a motorbike and are therefore, despite the policy of equal opportunity, excluded.

Skills training

In many countries women are far less likely to have the time available to pursue professional
development opportunities that occur outside of their daily work schedules. A Women’s
World Banking network member in South Asia has designed its professional development
strategies to support women’s multiple responsibilities. The organization conducts internal

skill-building opportunities such as trainings and provides financial and leave opportunities
for female staff to improve their work skills.

Gender-sensitivity training
A manager assumes that women do not want to take certain roles that involve travel to less developed

parts of the country or require spending the night in the villages. Now, during hiring and training, she
has started asking herself, “are there truly no women that would want to take on these roles, or is this
my own internal bias at work?”

Maternity leave

A Women’s World Banking network member in Latin America has created a pool of highly-

talented floating loan officers. In the case of maternity, or other long-term leave, the floating
loan officer steps in, takes over the portfolio, maintains its quality and then hands it back to

its originator at the end of the agreed period. This eliminates stress for the women returning
from maternity leave, ensures good customer service and overall portfolio quality.




' WHAT WOMEN NEED TO DO TO GROW AS LEADERS
AND SUPPORT INTERNAL DIVERSITY

Believe in yourself — everyone has the potential to be a leader

Know yourself — assess strengths and areas for development by seeking feedback to identify possible
blind spots and then create an action plan for self-improvement while staying true to your values and
who you are

Recognize your strengths and then surround yourself with team members that have different strengths
in complementary areas

Build your skills in key areas — negotiations, handling difficult situations, giving and receiving feedback,
communications

Build the leadership skills of the people you manage — coaching and mentoring other women will en-
hance and sustain gender diversity

Be proactive — suggest and negotiate work-life strategies that are beneficial to women and employers,
like flexible working arrangements, and share your ideas with Human Resources so that action can be
taken

Ask for what you want — to be included in meetings, a promotion, a pay increase, a mentor or coach,
a challenging (stretch) assignment

Don’t be afraid to try something new — take smart risks and show your confidence

Achieve superior performance and seek continuous improvement - if you are taking advantage of
flexible working arrangements, demonstrate that you can still deliver excellent results

10 Talk to partner/family about professional goals

1 Pursue further training in specific areas needed — strive for excellence in your current role and develop
the skills needed for your next role

12 Build a network of support that includes men — create a diverse team of supporters

Find an accountability partner — tell this person about your professional development plans and ask
them to help you stay on track

14 Remember that, as a woman leader, you are a role model for the next generation of women leaders -

they are the future talent of your organization
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