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Who can I be an ally for?

Activating Male Allies 
Action Plan

1)

2)

3)

“My Why” for Allyship
Practicing allyship is important to me because...

“Be intentional... and work on it every day!”

What “courageous conversation” do I 
need to have? With whom?

Desired Outcome:
Moving Our Organization Forward

What is our business case for change?

What should we focus on doing next?

Who are our visible male allies?

My Commitment and Accountability
In the next month, I make a commitment to:

My Accountability Partner

Name

Email      Cell



Activating Male Allies

The Organization Men Women

Develop the Business Case for Change. 
Ensure it includes mutual wins and benefits 
for all employees. 
Make Men Part of the Solution. Implement a 
diversity and inclusion campaign that 
specifically targets men.
Invite Men to Learn. Provide educational 
opportunities (like this workshop!) that 
increase their awareness of gender bias.
Recognize Men’s Individual Identities. Men 
have aspects of their identity beyond 
“maleness” and can relate to D&I work 
through their own experiences.
Make Male Champions Visible. Ensure that 
men are visibly recognized for 
solution-building in your organization so 
other men have role models to follow.
Set Measurable Goals and Hold Male Leaders 
Accountable. Determine progress on D&I by 
linking inclusive behaviors and results to 
outcomes such as performance reviews and 
annual bonuses or merit increases.
Establish Mentorship/Reverse Mentorship 
Programs. Research shows that men who 
have been mentored by women are more 
aware of gender bias than men who have not 
had this experience.
Invite Men to a Community. Consider creating 
an ERG (employee resource group) to explore 
inclusive leadership and mutual benefit 
through gender partnership. It should be led 
from the top and promoted to all levels of 
male leadership.
Iron Out Micro-Inequities. Create systems to 
balance “office work” to rotate administrative 
tasks such as scheduling meetings or taking 
minutes among men and women.
Provide and Encourage Paternity Leave. 
Make sure your male senior leaders take it, so 
that both men and women will be encouraged 
to follow suit.

Be Open About Your Commitment and Invite 
Other Men to Join You. Openly demonstrate 
that you are committed to creating a 
gender-inclusive workplace.
Talk to Other Men about the Cost of Inequity. 
Help other men understand that gender 
inequity costs both men and women.
“Leave by Example” and Use Flex Benefits. 
Don’t be shy about using benefits like 
paternity/family leave and telecommuting to 
manage work and personal responsibilities.
Support Other Men Who Flex. Communicate 
your support for male colleagues who use 
work-life flexibility benefits to manage their 
own work and personal responsibilities.
Educate Yourself. Take responsibility for your 
own learning and don’t solely rely on women 
colleagues to teach you about gender 
inequality. 
Mentor and/or Sponsor a Woman Leader. 
Encourage your male peers to do the same.
Watch Out for Biased Assumptions. Speak up 
if you notice gender-based assumptions being 
made about your colleagues’ needs, work 
interests, and competencies (e.g., “she won’t 
want to relocate because she has a small child; 
he doesn’t need work-life flexibility; she 
doesn’t want to be on the fast-track”).
Learn to Spot Unconscious Bias and Be an 
“Upstander.” Be attentive to whether men and 
women are judged by different standards (e.g., 
promotion criteria based on potential for men 
and on performance for women, family status 
being considered in personnel decisions 
concerning women candidates). 
Check yourself and other men on 
“mansplaining”, interrupting, not giving 
women credit for their ideas, and assigning 
women the “office work.”
Share Your Stories (Good and Bad!). Tell 
other men about your experiences of working 
for inclusion. It is just as important to share 
your missteps so that everyone can learn.
Get Involved in your organization’s 
gender-focused ERGs. Or, start one!

Be the Change You Want to See. Role-model 
the inclusive leadership you want to see from 
men. Make sure you are an ally for other 
women too. Don’t forget that working with 
men on these issues creates learning 
opportunities for you as well.
Challenge Your Assumptions About Men. Be 
open-minded about men’s intentions, ability 
and willingness (or lack of) to take an active 
role in creating gender equity. 
Seek to Better Understand Men. Recognize 
that men also experience bias and have 
aspects of their identity which go beyond 
“maleness.” Men also experience societal 
expectations around gender and what it 
means to be a man.
Invite Men In. Intentionally invite men to join 
workplace initiatives focused on equity and 
inclusion.
Be Prepared for Men to Make Mistakes. Men 
are going to make mistakes as part of the 
learning process.
Challenge Men to Do More. If you know men 
who value equity and inclusion, hold them 
accountable to living those values. Challenge 
them to be more involved, lead by example, 
and ensure there is action to support the talk.
Help Men See Their Privilege. When you 
witness well-intentioned men fostering 
inequality or abusing male privilege, call them 
out in a non-accusatory manner. Leverage the 
“Courageous Conversation” model to achieve 
a positive outcome.
Mentor Men. Help them develop their 
awareness of gender and racial dynamics and 
bust stereotypes by providing them with 
examples of successful women and racially 
diverse role models.
Work with Men of Color. Listen to 
experiences of men of color. They can be 
strong allies in creating inclusion, which 
cannot exist without engaging people of all 
racial and ethnic backgrounds.

Source: Adapted from MARC (Men Advocating Real Change) by Catalyst 

Action For...


