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MESSAGE FROM THE OFFICE OF THE
FEDERAL AUDITOR GENERAL (OFAG)

In recent years, gender equality has been the

cornerstone of government policies and plans in
Ethiopia. This is seen in the adoption of gender
equality as a priority in the country’s national de-
velopment plans. Itis also seen in the extensive law
review exercise over the years aimed at protecting
and promoting the human rights of women. Fur-
ther, towards ensuring adequate implementation
of these laws and policy initiatives, the govern-
ment has adopted institutional mechanisms to
oversee the promotion of gender equality. This is
in addition to the obligation to mainstream gender

equality in the work and programmes of all sectors.

H.E Meseret Damtie, Auditor General

In line with this, OFAG is an independent body mandated to audit public accounts, ensuring accountability and
transparency in the management of public resources. Hence, gender equality has become a core focus of OFAG,
as it aligns with the Sustainable Development Goals (SDGs) and international standards in the audit process,
and plays a crucial role in promoting transparency and accountability in the management of public resources in
Ethiopia. Over the years, OFAG has recognized the importance of integrating gender perspectives into its audit-
ing processes to ensure public resources are managed equitably, benefitting all segments of society, particularly

women, children, persons with disabilities, and youth.

Along with these efforts, many OFAG directors and managers need knowledge and skills on how to incorporate
gender and other issues into the audit process. Hence, OFAG, in collaboration with UN Women Ethiopia Coun-
try Office, has crafted this Gender Audit Manual to bridge this knowledge and skill gap, and strengthen OFAG’s
capacity on inclusive audits, improving the accountability of public resources in promoting gender equality and

inclusion.

On behalf of my Office, | would like to sincerely thank UN Women for their invaluable support in the preparation
and finalization of this Gender Audit Manual, as well as for their financial assistance and expertise, which have

been instrumental in completing this important document.
Finally, OFAG recognizes the role that this manual plays in auditing to ensure the efficient, effective, transparent

and accountable implementation of inclusion. Therefore, | would like to inform our staff and management to

strongly implement this manual to successfully achieve the intended results and impact.
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PREFACE

This Gender Audit Manual has been developed to serve as a practical guide to conduct gender audits and gender-

responsive audits in the public sector. It aims to support auditors in integrating a gender lens throughout the
audit cycle (gender-responsive audit), as well as to conduct gender audits by providing structured guidance and
illustrative examples. It reflects the vital role of the Office of the Federal Auditor General (OFAG) in promoting
gender equality, advancing accountability and ensuring that public resources are used in ways that benefit all

members of Ethiopian society —women, men, girls and boys alike.

The development of this manual was informed by both international and regional performance audit standards,

as well as by international and national commitments to gender equality.

This manual is a result of collaborative efforts involving the auditors of OFAG, the Women and Social Affairs
Directorate of OFAG and UN Women Ethiopia Country Office. The active participation and technical input of
audit professionals and gender experts were critical in developing a manual that is practical, relevant and context

specific.
We hope this manual will strengthen the capacity of auditors to examine the gender responsiveness of public sec-

tor programmes, policies and expenditures, and ultimately contribute to more inclusive and equitable governance

across the Ethiopian public sector.
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ACRONYMS:

CEDAW
DEVAW
FGD
GRB
IASC
ISSAI
M&E
MEFF
OFAG
SAI
SDG
SMART

Convention on the Elimination of All Forms of Discrimination against Women

Declaration on the Elimination of Violence Against Women
Focus Group Discussion

Gender-Responsive Budgeting

Inter-Agency Standing Committee

International Standards of Supreme Audit Institutions
Monitoring and Evaluation

Macro-Economic and Fiscal Framework

Office of the Federal Auditor General

Supreme Audit Institution

Sustainable Development Goal

Specific, Measurable, Achievable, Relevant and Time bound
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GLOSSARY

Affirmative action
Approach to improving the educational and/or employment opportunities of members of specific groups (e.g.
minority ethnic groups, women, and older people) as a way to mitigate the effects of long-standing discrimination,

using means such as legislation, policies, programmes and procedures.

Gender

Economic, social, political and cultural attributes and opportunities associated with being women and men. The
social definitions of what it means to be a woman or a man vary among cultures and change over time. Gender
is a sociocultural expression of particular characteristics and roles that are associated with what it means to be a

man or a woman.

Gender assessment
Method that examines how a programme or project addresses and responds to gender disparities and inequali-
ties through its objectives, activities and policies. It responds to two key questions:

How will the different roles and status of women and men within the community, political sphere, work-

place and household affect the work to be undertaken?

How will the anticipated results of the work affect women and men differently, and their relative status?

Gender audit
Tool to conduct an independent, objective and reliable examination of institutionalization of gender into gov-
ernment undertakings, systems, operations, programmes, projects, activities or organizations. A gender audit is

conducted solely to examine gender mainstreaming within an organization, programme or system.

Gender balance
The fair and proportionate representation of women and men in a given setting, such as in employment, leader-

ship, or participation in programmes and activities.

Gender-based analysis
Lens of analysis that examines and assesses existing differences between women’s and men’s socio-economic
realities as well as the differential impacts of proposed and existing policies, programmes, legislative options and
agreements on women and men. Gender-based analysis involves collecting and analysing sex-disaggregated data
and other qualitative and quantitative information. It is a methodology that:
a. Describes existing gender relations in a particular environment, ranging from within households or firms
to a larger scale of community, ethnic group, or nation

b. Organizes and interprets, in a systematic way, information about gender relations to make clear the impor-
tance of gender differences for achieving development objectives.
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Gender-based violence

Violence derived from gender norms and roles as well as from unequal power relations between women and
men. Violence is specifically targeted against a person because of his or her gender, and it affects women dis-
proportionately. It includes, but is not limited to, physical, sexual and psychological harm (including intimidation,
suffering, coercion and/or deprivation of liberty within the family or within the general community). It includes

violence perpetuated by the state.

Gender bias
Approach that treats men/boys and women/girls differently; making decisions based on gender that result in
favouring one gender over the other, which often results in contexts that are favouring men and/or boys over

women and/or girls. For instance, differential treatment seeking behaviour in case of illness.

Gender discrimination

‘Any distinction, exclusion or restriction made on the basis of sex which has the effect or purpose of impairing
or nullifying the recognition, enjoyment or exercise by women, irrespective of their marital status, on the basis
of equality of men and women, of human rights and fundamental freedoms in the political, economic, social,
cultural, civil or any other field” [United Nations, 1979. Convention on the Elimination of All Forms of Discrimination
against Women (CEDAW), Article 1]

Gender disparities
Statistical differences (often referred to as ‘gaps’) between men and women, boys and girls that reflect an in-

equality in some quantity.

Gender equality
State or condition that affords women and men equal enjoyment of human rights, socially valued goods, op-

portunities and resources.

Gender equity
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 gap
Disproportionate difference between men and women and boys and girls, particularly as reflected in attainment

of development goals, access to resources and levels of participation. A gender gap indicates gender inequality.
Gender integration
Strategies applied in programme assessment, design, implementation and evaluation to take gender norms into

account and to compensate for gender-based inequalities.

Gender mainstreaming

Process of assessing the implications for women and men of any planned action, including legislation, policies or
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programmes, in all areas and at all levels. A strategy for making women’s as well as men'’s concerns and experi-
ences an integral dimension of the design, implementation, monitoring and evaluation (M&E) of policies and
programmes in all political, economic and societal spheres so that women and men benefit equally and inequality

is not perpetuated. The ultimate goal is to achieve gender equality.

Gender parity
Government planning, programming and budgeting that contributes to the advancement of gender equality and
the fulfilment of women’s rights. It entails identifying and reflecting needed interventions to address gender gaps

in sector and local government policies, plans and budgets..

Gender-responsive audit

An audit in which gender is integrated as a cross-cutting issue.

Gender-responsive budgeting (GRB)

Budget that works for everyone (women and men, girls and boys, people with disabilities) by ensuring gender-
equitable distribution of resources and by contributing to equal opportunities for all. GRB is essential for both
gender justice and fiscal justice. It involves analysing government budgets for their effect on genders and the
norms and roles associated with them. It also involves transforming these budgets to ensure that gender equality
commitments are realized. GRB also aims to analyse the gender-differentiated impact of revenue-raising policies

and the allocation of domestic resources and official development assistance.

Gender roles
Different tasks and responsibilities and expectations that society defines and allocates to men, women, boys and
girls. These are not necessarily determined by biological differences and therefore can change with time and in

different situations.

Performance audit

Performance audit focuses on whether interventions, programmes and institutions are performing in accordance
with the principles of economy, efficiency and effectiveness and whether there is room for improvement. Perfor-
mance is examined against suitable criteria and the cause of deviation from those criteria or other problems are

analysed. The aim is to answer key audit questions and to provide recommendations for improvements.

Sex
Biologically defined and genetically acquired differences between males and females, according to their physiol-

ogy and reproductive capabilities or potentialities.

Sex-disaggregated data

Data (for example, about education, employment, or business ownership) that has been separated by sex in
order to isolate figures for men and women and make comparisons between them. Data is sex-disaggregated
when it is collected and analysed separately for men and women. ‘Sex-disaggregated data’ differs from ‘gender-
disaggregated data’ in that the latter refers to data to capture how socially constructed gender roles, norms and

relations affect individuals’ experiences and outcomes.
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1 INTRODUCTION

Compared to their male counterparts, women and girls in Ethiopia are disadvantaged in various
areas, such as education, health, livelihoods, human rights and leadership. Ethiopia adopts several
international and national legal and policy frameworks to address these gender disparities and

promote gender equality. In addition, public sector bodies have been making efforts to mainstream
gender in their programmes and operations to achieve gender equality. However, it is important
to examine the implementation status of the national and international legal and policy instru-
ments on gender equality, as well as the degree of gender mainstreaming in public sector bodies’
programme and operations. External gender audit is a tool to conduct independent, objective and
reliable examinations of gender mainstreaming in government undertakings, systems, operations,
programmes, projects, activities and/or organizations. This gender audit manual has been prepared
to serve as a guide for OFAG auditors to audit gender equality.

1.1 Purpose of this manual f. identify gaps in gender-related issues in all

. . . sectors
In general, the purpose of this manual is to provide

OFAG auditors with information and guidance on g
how to audit gender mainstreaming. OFAG can
undertake gender audits and gender-responsive

audits at all 165 public bodies, guided by this audit h.
manual, the Performance audit manual' and based on
International Standards of Supreme Audit Institutions

(ISSAI) and regional standards. This gender audit man-

ual provides auditors with a set of tools and practical
guidance to be used throughout the audit process.

identify the root causes of gender gaps (pro-

cesses and results)

enable the sectors to respond to gender gaps by:

1. developing appropriate policies, strategies,
plans, programmes, projects, gender com-
petence, data collection, implementation,
M&E, budget allocations and spending,
staffing, etc.,, for sectors, targeting the root

Specifically, its purposes are to: causes of gender mainstreaming gaps

removing gender discrimination where it
exists.

a. support OFAG auditors in the planning, conduct- 2.

ing, reporting and follow-up phases of gender

audits

b. support OFAG auditors to mainstream gender in
the planning, conducting, reporting and follow-

up phases of performance audits

c. provide guidance on how to apply the gender

audit process and international audit standards

d. establish accountability mechanism for gender-

related issues

e. promote good governance and transparency

Though the target audience for this manual is primar-
ily OFAG auditors, it can easily be adapted by Regional
Audit Bureaus to conduct gender audits in an institu-
tion, mission, strategy, programme or project.

1.2 Scope of this manual

The Federal Auditor General Re-Establishment
Proclamation 982/2016, section 4(3), states that one
of the objectives of OFAG is to undertake ‘financial,
performance, environment, information technology,
control, special and other audits of the offices and or-
ganizations of the Federal Government’. Gender audit
falls under the category of ‘other audits’.
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This gender audit manual also helps to mainstream gender throughout the performance audit phases. This gen-
der audit manual can be used to conduct gender audits and gender-responsive audits.

It should be noted that many offices and entities of the federal government have developed their own gender
audit manuals to conduct regular internal gender audits. However, this gender audit manual is intended to be
used to conduct external gender audits at all 165 public sector organizations, based on international performance
audit standards, gender mainstreaming principles, and the legal framework of Ethiopia.

1.3 Approaches of this manual

The appropriate ISSAls for the specific topics are presented in the boxes below. Referencing ISSAls is important
to ensure that the audit work meets globally accepted standards for public sector auditing. This enhances the
credibility and reliability of audit findings, conclusions and recommendations. It also ensures that all auditors
apply the same methods and quality criteria leading to consistency across audits.

ISSAI 3000:40 The auditor shall choose a result-, problem- or system-oriented audit approach, or a combina-
tion thereof.

Auditors are encouraged to adopt an appropriate audit approach to ensure that the audit design is robust, rel-
evant and aligned with the audit’s objectives. The approaches are presented in Table 1.

TABLE 1
Audit approaches
Approach Description
Result-oriented approach Assesses whether outcome or output objectives have been achieved as intended, or
whether the audited entity’s programmes and services are operating as intended. It
therefore directly deals with effectiveness and with economy and efficiency.
Problem-oriented ap- Examines, verifies and analyses the causes of particular problems or deviations from
proach criteria. The starting point is a problem or a ‘known’ deviation from what should or

could be. The auditor then analyses the causes of the problem and makes recom-
mendations to solve it. It therefore may not allow conclusions against economy,
efficiency or effectiveness but can be used to identify causes of deviations from
economy, efficiency and effectiveness.

System-oriented approach  Involves the examination of the proper functioning of management systems, such
as financial management systems. The auditor frequently considers elementary
principles of good management and matters such as the objective of the system,
the roles and responsibilities of those involved in managing the system, and the re-
lated authorities (laws, regulations, rules, policies, etc.). As in the problem-oriented
approach, it may not allow conclusions against economy, efficiency or effectiveness,
but can be used to identify causes of deviations from economy, efficiency and ef-
fectiveness.

Source: Performance audit manual?
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2 GENDER AUDIT PROCESS

The gender audit process, which is similar to the performance audit process, passes through the phases shown
in Figure 1.

FIGURE1
Steps and main activities of performance audit Women

Source: AFROSAI-E Performance Audit Handbook (September 2024 Version) and I1SSAl 300:35

2.1. Planning phase

This phase has two main parts. The first part is selecting audit topics. The second part is the design of the gender
audit or gender-responsive audit. The process of selecting audit topics involves identifying possible audit topics,
developing criteria to evaluate possible audit topics and prioritizing audit topics. Then, the auditor documents
the chosen audit topics in a performance audit strategy plan. Then, the performance audit strategy plan should
be integrated into OFAG’s overall strategic plan.

The design of a gender audit and gender-responsive audit involves:
a. obtaining the required understanding of the topic to be audited
b. defining the audit objective(s), audit questions, scope and audit criteria
c. setting materiality, considering overall assurance and assessing risk, including the risk of fraud
d. choosing the methods to gather sufficient and appropriate audit evidence
e. developing an audit design matrix and audit programme

f.  budgeting for, staffing and scheduling the audit.

These planning decisions are then documented in an audit plan which is reviewed and approved by OFAG
management.
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2.2 Conducting phase

The conducting phase refers to implementation of the gender audit plan or gender-responsive audit plan. This
phase includes obtaining sufficient and appropriate audit evidence related to gender mainstreaming and using
the evidence to answer the audit objectives and audit questions. To obtain sufficient and appropriate evidence,
the auditor collects data and audit evidence and assesses the sufficiency and appropriateness of the evidence
collected. Moreover, to reach audit findings and conclusions, the auditor analyses the data to develop findings,
determines the cause and effect of the findings, and develops conclusions and recommendations with a gender
lens.

2.3 Reporting phase

The reporting phase includes the process of drafting the report, reviewing and deciding on the content of the
report, and then publishing and distributing the report. Reports should not just expose weaknesses and criticize,
but acknowledge gender-related achievements and attempt to show the way forward. This phase consists of
findings, conclusions and recommendations with a gender lens that are discussed with officials from the audited
entity, including with officials from the Women and Social Affairs unit. After comments of the audited entity and
OFAG officials have been incorporated, the final report is sent to the head of OFAG for approval. The final step of
this phase is publishing and distribution of the audit report.

2.4 Follow-up phase

The final phase in the gender auditing or gender-responsive auditing process is the follow-up of audit report at
some future date to assess the impact that the gender audit/gender-responsive audit has had on the entity. In
essence, the follow-up phase monitors the organization’s progress on the audit report’s recommendations and
action plans.

3 PLANNING PHASE

ISSAl 100:45 Auditors should ensure that the terms of the audit have been clearly established.

[ISSAI100:49 Auditors should plan their work to ensure that the audit is conducted in an effective and efficient
manner.

ISSAl 300:37 Auditors should plan the audit in a manner that contributes to a high-quality audit that will be carried

out in an economical, efficient, effective and timely manner and in accordance with the principles of
good project management.

ISSAI 3000:25 The auditor shall explicitly identify the intended users and the responsible parties of the audit and
throughout the audit consider the implication of these roles in order to conduct the audit accordingly.

ISSAI 3000:83 The auditor shall consider materiality at all stages of the audit process, including the financial, social
and political aspects of the subject matter, with the goal of delivering as much added value as pos-
sible

ISSAI 3000:96 The auditor shall plan the audit in a manner that contributes to a high-quality audit that will be

carried out in an economical, efficient, effective and timely manner and in accordance with the prin-
ciples of good project management.

As noted above, the gender audit and gender-responsive audit process begins with the planning phase. This
phase has two main parts. The first part deals with selecting audit topics. The second part relates to the design
of the gender audit or gender-responsive audit. The two parts are presented below.

Gender Audit Manual
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3.1 Gender audit topic selection, scoring and prioritization
3.1.1 Gender audit topic selection

ISSAI 3000:89 The auditor shall select audit topics through the SAI's strategic planning process by analysing
the potential topics and conducting research to identify audit risks and problems.

ISSAl 3000:90 The auditor shall select audit topics that are significant, auditable and consistent with the SAI's
mandate.

ISSAI 3000:91 The auditor shall conduct the process of selecting audit topics with the aim of maximizing the
expected impacts of the audit while taking account of audit capacities.

The gender audit and gender-responsive audit process begins with the selection of audit topic(s). The ‘audit topic’
is the subject matter to be audited, which can be an entire ministry, a part of a ministry (department, division,
directorate, etc.) or a particular programme, undertaking, project or activity conducted by the ministry. It can also
be a theme or specific activity that cuts across numerous ministries. The gender audit topic selection can be done
using one or both of two methods, i.e. using colour coding and/or the gender-responsive method of audit topic
selection. Alternatively, the audit topic can be selected using the steps indicated in the OFAG Performance audit
manual.

3.1.1.1 Gender audit topic selection using colour coding
Step 1: Conduct a desk review of documents

Selecting gender audit topics begins with a desk review of documents using the following steps.

a. Review the gender-related international commitments adopted by Ethiopia, e.g. CEDAW, Declaration on
the Elimination of Violence against Women (DEVAW), UN Declaration of Human Rights, and identify and

note the elements relevant to the sector, ministry or department under gender audit.

b. Identify the gender goals and indicators of the SDGs applicable to the sector under audit. For example, SDG
5.11is applicable to all the sectors, SDG 5.4 might be applicable to the labour sector.

c. Review the Inter-Agency Standing Committee’s (IASC) Gender with Age Marker and identify the sector-

specific indicators.

d. Review the Ten years development plan or Mid-Term Plan and the government’s gender-related national

policies, strategies and packages, and identify the sector-specific issues.

e. Conduct a desk review of the following and make a list of gender issues identified in the documents below,

if and when available:
1. gender equality strategy for the sector

2. existing gender assessments and gender situation analyses of the sector of the entity being audited

3. existing internal gender audit of the entity being audited.

If there are no documents listed under ‘e)’, then make a note about it.

f.  Review the following documents of the entity under audit review and identify all the gender-related

components.
1. Mission statement.
2. Policies/strategic plan.

3. Programmes (if and when applicable).
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4. Projects (if and when applicable).
5. Annual plan.

6. Budget (3-year macro-economic and fiscal framework (MEFF), as well as the five- or ten-year budget

and annual budget); the total budget if it is a project.
7. Operations/service delivery data.
8. Quarterly, bi-annual and annual reports.

9. M&E report of the performance.

In particular, identify if the budget is gender-responsive, based on the National gender responsive budgeting
guidelines? of the Ministry of Finance and Economic Development. If yes, identify the specific gender mainstream-
ing and gender integration aspects of it.

Note 1: Where one or more of the documents listed above does not exist, review the available ones.

Note 2: If the information in one or more documents conflicts with information in another document, make a
note of that.

g.  Make a list of all the audit issues identified in the documents in Steps a) to f) above, and place them in a
table, as indicated in Table 2.

Table 2: Gender audit topics

S. Gender Audit Topics ~ National policy Gender Gender Gender Equality Gender Gender Gender
No. from the country’s regarding gen- Equality in Equality in in the entity’s equality equality in equality in
international commit- der equality sector’s policy = entity’s mission policy state- components  theentity’s  the entity’s
ments, e.g. CEDAW, (e.g., Ten years statement statement ment/st rategic  in the entity’s projects project
SDGs, IASC Gender national plan of plan programs budget
with Age Marker, etc. Ethiopia)

Step 2: Highlight all the issues in the list using colour codes

a. Alltheissues/topics identified in the documents used in Step 1, from ‘a)’ to ‘e)’, are umbrella commitments
and should be coloured

b.  Gender topics in a mission statement but not in the umbrella topics should be highlighted i

c.  Gender topics in policies but not in a mission statement should be highlighted SIS
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Gender topics in programmes/projects but not

in policies should be highlighted grey.

Gender topics in the budget document but not

in programmes/projects should be highlighted
yellow.

Step 3: Prioritize the topics

Now, look at the list of topics and prioritize the gender
audit topics by comparing columns with their lower
order columns, as follows.

a.

Compare grey highlights (list of topics that were
included in programmes/projects) with the
yellow highlights, i.e. the budget of the entity
being audited.

1. Now, if the topics are in programmes
and projects but not in the budget, this
indicates that the relevant gender-related
programmes and projects were identified,
but not funded - this might be an audit
finding.

2. To keep a visual tab of this priority, turn
the font of grey highlighted topics to red,
while keeping the grey highlight, i.e. the
grey highlighted topics that are not in the

budget document.

Compare the [lel4 highlights (list of topics that
were included in the policies) with the next col-
umn, i.e. programmes/projects.

1. If the topics are in the policies but not in
programmes/projects. then it means that
relevant gender issues identified in the poli-
cies were not included in the programmes/

projects —this might be an audit finding.

2. Now, turn the font of highlighted
topics to red, while keeping the high-
light, i.e. the [l highlighted topics that
were not in the programmes and projects.

Compare the highlighted topics (topics

taken from the mission statement) with the

next column, i.e. policies.

1. If they were in the mission statement but
not in policies, then this shows a non-
serious attitude toward gender and might

be an audit finding.

2. Hence, visually prioritize those topics by
turning the font to red in [ highlight, i.e.

the [{ilhighlighted topics that were not in
policies/strategic plans.

d. Compare the E[fZ3i] highlighted topics (topics
that were taken from the international/national
commitments that Ethiopia) with the next col-
umn, i.e. the mission statement.

1. If the topics are in national/international
commitments, but are not in the mis-
sion statement, then it might be an audit

finding.

2. Next, turn the font of green topics missing
from the mission statement to red, while
keeping the gl highlight, i.e. the EiEER
highlighted topics that were not in the mis-
sion statement.

e. Yellow highlighted topics should be looked
at very carefully — if they were not in the pro-
grammes and projects, why were they included
in the budget? Hence, they should be in the list
of priority topics, even though they are not in the
red font.

An example of this step is presented in Annex 1.

Step 4: Classify the gender issues identified in Step 1
to Step 3

The categories are as follows.

a. Economic and financial, e.g. equal salaries,
distribution of men and women in high-paying
positions, cost structure with regard to gender,
benefit distribution with regard to gender.

b. Socio-cultural, e.g. wishes for gender main-
streaming, awareness.

c.  Familial/interpersonal, e.g. behaviour within the
organization and with clients, and if there is any
discrimination on the basis of gender.

d. Legal, e.g. equal rights under organizational
rules.

e. Political, e.g. the extent and level of participation
of men and women in decision-making even if
women occupy positions in all levels of hierarchy
within the organization.

f.  Structural, e.g. whether women occupy key
decision-making positions.

g. Psychological, e.g. perceptions about gender and
gender roles, norms.
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Step 5: Discuss the classified list within the audit team
and with members of the entity under audit, and fi-
nalize the list based on the discussions and feedback

Step 6: For each topic in the classified list of gender
issues containing colour-coded highlights and fonts,
the auditors should prepare gender-related questions

Some of the sample questions in this regard are as
follows.

a.  What are the specifics of the issue?
b.  Who are the stakeholders?
c.  What interest groups are involved?

d. Are costs and desirable benefits equitably dis-
tributed among men and women according to
their entitlement and effort?

e. How were beneficiaries selected?
f.  Who were the constituents?

g.  Were the organization’s officials aware of the
current issues and trends of gender equality
relevant to the organization, and does the orga-
nization systematically interact with them?

Step 7: The auditor should prepare question(s) about
the goals, objectives and specific targets of gender-
related strategies, programmes and projects; and the
indicators used to measure the targets

Some of the sample questions are as follows.
a. Does a logical framework exist?

b. Is the logical framework robust? How do it go
from one step and intermediate results to the
next step and finally to the impacts?

c.  What were the SMART (specific, measurable,
attainable, realistic and time bound) indicators
used to measure success? Were they appropri-
ate? Were the methods to collect data for each
of the indicators appropriate and fool-proof?
Were the methods used to analyse data appro-
priate and fool-proof?

d.  Were the targets achieved? If not, what reasons
were provided by the organization being au-
dited? Were those reasons sound?

Note for all steps: The selection of gender audit topics
for a sector entails the exact same steps as those for an
organization’s gender audit plan. However, it will com-
prise columns for the sector’s policies, sector’s objective,
sector’s programme, sector’s projects and the sector’s

budget.

3.1.1.2 Gender audit topic selection using
gender-responsive method

The performance audit manual can be used to select
gender audit topics. Gender-responsive gender audit
topic selection methods are presented below.

3.1.1.2.1 Area watching

Area watching can be a source of information for gen-
der audits. This can be done by:

a. reviewing gender-related publications including
newspapers and journals on the sector/organi-
zation and publications related to the gender
content of the issue under audit

b. reading reports on gender with sex-disaggre-
gated data

c. listeningtoorreading parliamentary debates on
gender matters

d. attending conferences and seminars on gender

e. holding discussions with colleagues, stakehold-
ers and gender specialists

f. listening to radio and television broadcasts on
gender matters.

3.1.1.2.2Scanningthe publicsectorenvironment

Gender audit topics can be obtained by scanning the
public sector environment related to gender from:

a. reports and resolutions, parliamentary speeches
and speeches from the president, prime minis-
ter or other sector government officials

b. national budgets and guidelines; other gender-
related policy documents affecting the entity

c. gender provisions in policy documents affecting
the entity

d. gender-related documents, including media
reports, dealing with global developments that
may have an impact on Ethiopia in general and
the entity under consideration in particular.
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3.1.1.2.3 General survey work

General survey work is conducted to understand the organization’s objectives, its main gender-related activities
and the nature of resources used in carrying out gender mainstreaming in its functions. This includes a review of:

a. legislation under which the entity was created and it carries its activities, as well as gender-related provi-
sions in the legislation

b. annual reports on gender matters, including sex-disaggregated data issued by the entity

c. other entity documents that provide an assessment of its gender mainstreaming performance, including
internal gender audit reports

d. media reports, academic papers or other publications on gender matters related to the entity
e. gender audit opinions and management letters issued by OFAG’s financial auditors

f.  previous gender performance audit reports

g. internal gender audit reports

gender-related reports dealing with similar entities, programmes and activities issued by regional offices of
OAG or equivalent bodies in other countries.

3.1.1.2.4 Discussions with PAC and other parliamentarians

OFAG can directly meet with women caucuses, women-related standing committees and the Women and Social
Affairs Unit of the parliament to understand the gender issues related to the sector/entity and their concerns.

3.1.1.2.5 Discussion with officials from the entity

OFAG could also meet officials from the entity, including the Women and Social Affairs Unit directors and of-
ficials from the Ministry of Women and Social Affairs. These individuals are a good source of information on
gender matters related to the entity, the entity’s future gender plans, and the entity’s strengths and weaknesses
related to gender considerations.

3.1.1.2.6 Considering the views of men and women

Men and women service users, those who have experience of the topic, or men and women in general, can be a
source of ideas on particular issues.

3.1.1.2.7 Considering the views of other stakeholders

Academics working in the field of gender equality who have the extensive knowledge of the topic are a good
source of information Non-governmental organizations and women’s right groups can also be sources of
information.

3.1.1.2.8 Discussions and assessments within OFAG

Internal discussions with the internal Women and Social Affairs Directorate, as well as auditors within OFAG,
can identify the possible gender audit topics. The ‘Responsible, accountable, consulted and informed’ analysis
management tool (see Table 3) can be used by auditors to clarify roles, responsibilities and communications
among internal stakeholders.

ISSAI 3000:40 The auditor shall choose a result-, problem- or system-oriented audit approach, or a combination thereof.

Auditors are encouraged to adopt an appropriate audit approach to ensure that the audit design is robust, rel-
evant and aligned with the audit’s objectives. The approaches are presented in Table 1.
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TABLE 3

Responsible, accountable, consulted and informed analysis

Role

Stakeholder

Who is responsible?
Who is accountable?
Who is consulted?

Who should be informed/have an
interest?

3.1.2 Criteria for evaluating possible audit topics

The proposed gender audit topics and audit topics will be scored and prioritized using selection criteria in col-
laboration between the responsible performances audit manager, auditor who developed the proposal and the
gender unit. Make sure gender audit topics are among the prioritized topics. The selection criteria used for scor-
ing and prioritization audit topics are explained as listed in Table 4.

TABLE 4

Criteria for evaluating for possible audit topics

Criteria Description

Audit mandate

Materiality

Risk for problems;
5 Es (performance problems)

Auditability

Potential for change

Whether the topic falls within the mandate of OFAG.

Financial, social and political relevance, significance or importance of
the subject matter. Legislative or public interest, taking into consider-
ation requests for audits.

Inherent risks, identified risks or observed indications of performance
problems. Whether there are significant risks of not meeting the gov-
ernment objectives, i.e. risks of not meeting principles of economy,
efficiency, effectiveness, ethical or equity.

Access to the required resources and skills, timelines (for example
considering previous audit work, other studies or major work planned
orin progress, or other developments likely to affect an audit). Reputa-
tional risks and political sensitivity.

Room for improvement and possible impact. Willingness to change
weighed against the interest of transparency. Whether the audit
will lead to improvements regarding performance issues and better
services to citizens, improve public accountability. There are factors
limiting the potential for change or there is interest for change from
the audited entity.

Source: Adapted from Performance audit manual.
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3.1.3 Developing and approving audit topics for the strategic audit plan

Identifying and endorsing audit topics for the strategic audit plan entails auditors focusing on high-impact areas
that contribute to accountability, transparency and effective governance. The following should be considered
during this process.

a. The audit topics and gender audit topics should be prioritized and approved by senior OFAG management
and should be part of the performance audit plan and should cover a period of three to five years.

b. The strategic plan should contain a list of audit topics, including the gender audit topics in the various enti-
ties that have been selected for audit. For each audit, the plan should contain an estimate of the resource
requirements and the proposed start and finish dates. OFAG may wish to consult with entity officials when
considering potential gender audit topics.

c. Insuch cases, appropriate revisions to the strategic plan may be made in order to make it operational.
d. The audit strategic plan should be reviewed and approved by senior OFAG management.

e. Oncethe audit strategic plan has been approved, it should be incorporated in OFAG’s overall strategic plan.

3.2 Planning and designing an individual gender audit or gender-responsive
audit

ISSAl 100:49 Auditors should plan their work to ensure that the audit is conducted in an effective and ef-
ficient manner.

ISSAl 300:37 Auditors should plan the audit in a manner that contributes to a high-quality audit that will be
carried out in an economical, efficient, effective and timely manner and in accordance with the
principles of good project management.

ISSAI 3000:25 The auditor shall explicitly identify the intended users and the responsible parties of the audit
and throughout the audit consider the implication of these roles in order to conduct the audit
accordingly.

ISSAI 3000:96 The auditor shall plan the audit in a manner that contributes to high-quality audit that will be

carried out in an economical, efficient, effective and timely manner and in accordance with the
principles of good project management.

The purpose of the design phase is to establish conditions to conduct an audit and to produce an audit plan. It is
also used to refine the decisions made at the strategic planning phase. The audit design process involves plan-
ning in a structured and methodological manner and includes:

a. reassessing the significance and auditability of the topic
b. understanding what is audited

c. defining the audit objective(s) and audit questions

d. defining the scope of the audit

e. settingthe audit criteria

f. setting the materiality of the audit

g. considering the overall level of assurance

h. assessing risk, including the risk of fraud
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choosing methods to audit evidence

j. developing the audit design matrix

k. developing an audit programme

| budgeting, staffing and scheduling the gender audit

m. preparing the audit plan that incorporates all the above planning decisions

n. reviewing and approving the plan by OFAG management.

Source: Performance audit manual.

It is important to manage audit risk through liaising with officials, including the Women and Social Affairs unit
and to ensure quality during this process.

For further understanding of all the above steps, refer to the Performance audit manual.

3.2.1 Defining the gender audit or gender-responsive audit objective(s) and audit

questions

ISSAI100:45

ISSAI 300:25
ISSAI 3000:35
ISSAI 3000:36

ISSAlI 3000:37

Auditors should ensure that the terms of the audit have been clearly established.

Auditors should set a clearly-defined audit objective that relates to the principles of economy,
efficiency and effectiveness.

The auditor should set a clearly-defined audit objective(s) that relates to the principles of
economy, efficiency and/or effectiveness.

The auditor shall articulate the audit objective(s) in sufficient detail in order to be clear about
the questions that will be answered and to allow logical development of the audit design.

If the audit objective(s) is formulated as audit questions and broken down into sub-questions,
then the auditor shall ensure that they are thematically related, complementary, not overlap-
ping and collectively exhaustive in addressing the overall audit questions.

3.2.1.1 Gender audit objectives or gender-responsive audit objectives

During gender audit, gender audit objectives should be set. On the other hand, in any other performance audit,
the audit objectives should be gender responsive. In general, the following should be noted while designing the
gender audit objectives and gender-responsive objectives.

a. The gender audit objectives answers the question ‘Why is this gender audit being conducted?’. When

setting the objectives of any performance audit, it is important to make sure the audit objectives are

gender-responsive, i.e. the audit objectives reflect a gender dimension.

An example of a gender-responsive audit objective is: Determine the efficiency and gender responsiveness

of the agricultural input distribution system, including equitable access for women and men farmers.

b. Auditors can relate the gender audit and gender-responsive audit objectives to economy, efficiency, ef-

fectiveness and equity.

c.  Gender audit and gender-responsive audit objectives related to compliance with gender authorities (gen-

der-related laws, regulations, rules, policies, etc.) are important.

d. Gender audit and gender-responsive audit objectives can be described in two ways, i.e. what it is the audi-
tor wants to accomplish or as an overall audit question.
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The gender audit and gender-responsive audit
objectives should be worded clearly, concisely
and simply.

j. Itis good to have only one (very few) gender au-
dit and gender-responsive audit objectives that
are broken into more detailed audit questions.
Alternatively, the auditor can have more gender
audit and gender-responsive audit objectives
which need not always broken down into audit
questions.

It is important to manage audit risk through liaising
with officials, including the Women and Social Affairs
unit and to ensure quality during this process.

For further understanding of all the above steps, refer
to the Performance audit manual.

3.2.1.2 Gender audit issues/questions or gen-
der-responsive audit issues/questions

Audit questions is a breakdown of audit objectives
hence, should align with the audit objectives. Gender
audit questions should be:

a. thematically related —they need to relate directly

to the audit objective
b. complementary, not overlapping

c. collectively exhaustive — they should collec-
tively and fully deal with all aspects of the audit
objective.

Note: Please refer to Annex 2 for sample gender audit
questions.

The following points should be taken into account
when designing audit issues or questions with a gen-
der perspective.

1. The audit questions should include a gender lens
or perspective by asking how women and men
benefit or are affected differently, e.g. Are servic-
es delivered effectively and equitably to women
and men? What outcomes were achieved and

how did they impact women and men?

2. The audit issues or questions should include one
or more questions/issues related to gender is-

sues of the theme in other audits.

3. Examples of the questions to be asked under the
various approaches are as follows.

i. Problem-oriented approach

What gender-specific challenges or in-
equalities exist in accessing services?

Are there barriers that prevent women
from participating equally?

Why are certain groups underrepresent-
ed or underserved?

ii. System-oriented approach

«  Doesthe organization have a gender poli-
cy or gender mainstreaming strategy?

Is there a dedicated gender focal point or
unit with clear roles and resources?

Are budgeting and planning processes
gender responsive?

Is sex-disaggregated data collected, used
and reported systematically?

iii. Result-oriented approach

What changes have occurred in wom-
en’s access to services, resources or
opportunities?

What is the impact of the policy/pro-
gramme on men and women?

Are there measurable improvements in
women'’s participation in leadership?

3.2.2 Defining the scope of the audit
with a gender lens

ISSAl100:45 Auditors should ensure that the
terms of the audit have been
clearly established.

ISSAI 3000:29 The auditor shall identify the

subject matter of a performance
audit.

The audit scope answers the ‘what’, ‘where’, ‘when’
and ‘who’ questions. The audit scope determines:

a. the subject matter the auditor will assess and
report on

b. the documents or records to be examined
c.  the period reviewed
d. thelocation that will be included

It is important to define the audit scope with a gender
lens by reviewing gender-relevant legal and policy
frameworks, and targeting gender-relevant entities,

functions or programmes. The Canadian Audit and
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Accountability Foundation’s Practice guide to auditing
gender equality states some criteria to identify the
characteristics of better candidate organizations or
programmes as follows.

a. Organizations or programmes that lead initia-
tives and interventions in communities.

b. Organizations or programmes that use large
amounts of human resources, particularly where
the government has a policy of gender equality
that applies to its workforce.

c. Service delivery organizations that require
certain conditions to be met before providing
services (such as issuing a loan or a permit) to a
beneficiary.

d.  Common publicservices where there is abundant
performance data allowing for a gender-based
comparison of practices between similar institu-
tions (such as police forces, hospitals and schools)
with one jurisdiction or between jurisdictions.”

For instance, in the health audit can include maternal
health programmes or gender-based violence response
services in the audit scope.

3.2.3 Setting the audit criteria with a
gender lens

Auditors should establish suitable
criteria which corresponding to
the audit questions and are re-
lated to the principles of economy,
efficiency and effectiveness.

ISSAI 300:27

The auditor shall establish suitable
audit criteria, which correspond to
the audit objective(s) and audit
questions and are related to the
principles of economy, efficiency
and/or effectiveness.

ISSAI 3000:45

ISSAl 3000:49 The auditor shall, as part of plan-

ning and/or conducting the audit,
discuss the audit criteria with the
audited entity.

The audit criteria are the benchmarks or standards
used to evaluate whether the subject matter meets or
exceeds expectations. Hence, audit criteria provide a
standard to assess the evidence, findings and conclu-
sions on the audit questions and objectives. Criteria
help to answer questions such as:

a.  What outcomes should have been anticipated if
the audit topic had been accomplished correctly?

b.  What actions should officials from the audited
organization have taken to ensure economy, ef-
ficiency, effectiveness and equity?

c.  What results should there have been?

3.2.3.1 Setting gender audit or gender-respon-
sive criteria

a. Thecriteria can be either qualitative or quantita-
tive, general or specific. Auditors should use audit
criteria that require data disaggregated by sex for

quantitative audit criteria whenever applicable.

b. Gender audit criteria might illustrate best prac-
tices or good practices on gender mainstreaming
or reflect ‘what should be’ according to gender-
related laws, regulations or set objectives.

Gender audit criteria may also represent ‘what

is expected’” based on established standards

and best practices on gender mainstreaming, or

‘what could be’ under improved conditions on

gender mainstreaming.

N

On the other hand, gender-responsive criteria
reflect the audit criteria with a gender perspec-
tive. For example, sector policies explicitly require

equitable service delivery.

d. The criteria can be structured around economy,
efficiency, effectiveness and equity. The criteria
should address gender-specific needs, barriers

and outcomes.

e. Link criteria to institutional gender capacities,
such as existence of gender focal points or units,
gender training for staff, and integration of gen-

der analysis in planning and M&E.

f.  The auditor should ensure the

reasonableness and attainability, objectivity, un-

relevance,

derstandability, measurability, reliability, mutual

exclusivity and completeness of audit criteria.
g. Audit criteria should be SMART.

h. Gender-related criteria (and the related audit
questions, audit objective(s) and scope) should
be discussed with relevant officials including the
Women and Social Affairs units of OFAG and the
audited entity.
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3.2.3.2 Sources of gender audit or gender-responsive audit criteria

a.

b.

Use international, national and institutional gender-related commitments as your audit criteria.
Gender-related laws, regulations, etc. in relation to governing the audited entity in general.

Laws, regulations with gender provisions, etc. in relation to governing the specific topic.

Laws, regulations with gender provisions, etc. in relation to governing the audited entity in general.
Gender-related international conventions and declarations adopted by Ethiopia.

Key gender performance indicators set by the government or by the audited entity in general, or contained

in the documentation for particular audit topic.
Internationally accepted standards or best practices on gender.
Academic research papers on gender.

Views of independent gender experts.

3.2.3.3 Examples of gender audit or gender-responsive criteria

a.

b.

Agriculture: Agricultural extension services are equally accessible for women and men farmers.
Health.

1. Health services are equally accessible and affordable for women and men.

1. Gender-based violence one-stop services are available, accessible and well-coordinated.

2. Sexual and reproductive health services are accessible and affordable for women and adolescent girls.

3.2.3.4 Some links to set gender audit and gender-responsive criteria

a.

Convention on the Elimination of All Forms of Discrimination against Women (CEDAW), https://legal.

un.org/avl/pdf/ha/cedaw/cedaw_e.pdf

Declaration on the Elimination of Violence against Women (DEVAW),
https://www.un.org/en/genocideprevention/documents/atrocity-crimes/Doc.21_declaration%2o0elimi-

nation%20ovaw.pdf

Sustainable Development Goals (SDG), https://sdgs.un.org/goals

Ten years development plan: A pathway to prosperity, 2021—2030, https://www.mopd.gov.et/media/ten-

year-document/ten_year_development plan.pdf

Beijing Declaration and Platform for Action, https://www.un.org/womenwatch/daw/beijing/pdf/

BDPfA%20E.pdf

Maputo Protocol on Women’s Rights: A living document for women’s human rights in Africa, https://

au.int/sites/default/files/documents/31520-doc-maputo_protocol on_womens_rights _a_living docu-

ment for_ womens_human_rights_in_africa_submitted by the wo

Constitution of Ethiopia, https://www.ethiopianembassy.be/wp-content/uploads/Constitution-of-the-

FDRE.pdf
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3.2.4 Gender-responsive methods to gather audit evidence

ISSAl 100:50 Auditors should perform audit procedures that provide sufficient appropriate audit evidence
to support the audit report.

ISSAI 300:38 Auditors should obtain sufficient appropriate audit evidence to establish findings, reach
conclusions in response to the audit objectives and questions and issue recommendations.

ISSAI 3000:101 During planning, the auditor shall design the audit procedures to be used for gathering suf-
ficient and appropriate audit evidence that respond to the audit objectives(s) and question(s).

Audits should use gender-responsive surveys, interviews, physical observations, focus group discussions (FGDs),
document reviews, analytical procedures and data analysis. The link between types of audit evidence and dif-
ferent methods of data collection are presented in the Performance audit manual. These evidence collection
methods can be made gender responsive, as outlined in Table 3.

TABLE 3
Gender-responsive evidence collection methods

Method Gender-responsive features

Document review Review policies, plans, budget and reports for gender integration; look for sex-
disaggregated data and gender analysis in existing reports, GRB documents; check
compliance with gender equality laws, strategies, international frameworks, etc.

Interviews Include both women and men key informants and ensure female auditors/inter-
viewers are present; include questions related to gender issues.

FGDs Conduct separate groups for women and men, especially in conservative or unequal
settings; include questions related to gender issues.

Surveys Disaggregate responses by sex and include questions related to gender issues and
design tools with the gender lens; ensure women are adequately represented in

your sample; oversample women if they are typically underrepresented.

Observation Observe where services or environments are gender sensitive (sanitation facilities,
waiting areas, etc.).

Auditors can obtain information about the audited entity, potential strengths and weaknesses and audit evidence from
the internal gender audit reports produced by internal auditors, gender experts or external consultants.

3.2.5 Developing a gender-responsive audit design matrix

ISSAI 300:38 Auditors should obtain sufficient appropriate audit evidence to establish findings, reach conclu-
sions in response to the audit objectives and questions and issue recommendations.

ISSAl 3000:101 During planning, the auditor shall design the audit procedures to be used for gathering suf-
ficient and appropriate audit evidence that respond to the audit objective(s) and questions(s).

The gender-responsive audit design matrix includes:
a. gender audit/gender-responsive audit issues/questions
b. audit criteria with a gender lens for each issue/question

c. gender-responsive methods of data collection for each criteria
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8.

gender audit/gender-responsive possible audit findings

gender audit/gender-responsive possible conclusions

Source: Adapted from Performance audit manual.

gender-responsive information/data to be used for each method and other sources

any key risks/limitations, including gender-related that will need to be managed.

TABLE 4
Gender-responsive evidence collection methods

Are
health
services
equi-
tably
accessed
by
women
and
men?

Are there
gender-
specific
barriers
toac-
cessing
public
health
services?

Are the
out-
comes
of health
pro-

Audit criteria (AC)

For example:

SGD 3: Ensure healthy
lives and promote well-
being for all at all ages.

SDG s5: Achieve gender
quality and empower all
women and girls (includ-
ing ensuring universal
access to sexual and
reproductive health).

#Ethiopian Health Policy
(1993): Assurance of ac-
cessibility of healthcare
for all segments of the
population

#Beijing Declaration

and platform for

action: remove all bar-
riers to women'’s health
services and provide a
broad range of healthcare
services

#Beijing declaration
and platform for action:
design and implement,
gender-sensitive health
programmes

Data collection and analysis

Audit
evidence
needed

#Sex-disaggre-
gated service
utilization data

®User satisfac-
tion surveys

#Health ser-
vice coverage
reports

#Testimo-
nies from
interviews
with female
patients

#Health
outcome data
by sex (e.g.
maternal
mortality,
contraception
access)

#Feedback
from
programme
beneficiaries

Methods
and design
of empirical
studies

4 Quantitative
analysis of
utilization by
sex

4 Household
survey with sex-
disaggregated
responses

4FGDs

4in-depth
interviews with
service providers

4 Observation
of health facility
environment

#Pre-/post-
comparison of
key indicators by
gender

4 Case studies of
commu-

nity health
programme

#Survey on
satisfaction
and outcome
perception

Anticipated
findings

4Gapsin
access,

with lower
utilization
by women in
rural areas

#Urban bias
in service
availability

4 Cultural-,
financial-,
time- or
safety-relat-
ed barriers
for women

4Unequal
outcomes,
especially in
reproductive
and maternal
health

Lim-

ited access to
services for
adolescent
girls

Risks to
execution

4Incomplete or
outdated sex-
disaggregated
data

#Resistance
from institu-
tions to share
sensitive data

#Social norms
restrict-

ing open
discussion of
gender-based
barriers

#Data quality
issues

Note: One gender question can have one or more audit criteria.
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3.2.6 Administrating planning

3.2.6.1 Budgeting the audit

Every audit should have an appropriate budget in terms of both time and expenses incurred. The key issues to be
considered for budgeting the audit are the estimated time/costs for:

a.

b.

everyone assigned to the audit to perform the work

supervising the audit and reviewing the working paper files.

Allowance also needs to be made for out-of-pocket expenditure, such as:

a.
b.
C.

d.

travel and per diem for out-of-town work
hiring or consulting gender expertise to support gender consideration in the audit process
auditors’ training on gender-responsive auditing process

additional field work (e.g. conducting separate FGDs for women and men, hiring female enumerators and overs-
ampling of underrepresented women).

3.2.6.2 Staffing the audit

f.

ISSAl100:40 Auditors should possess or have access to the necessary skills.

ISSAl 300:30 Collectively, the audit team should have the necessary professional competence to perform the

audit. This would include sound knowledge of auditing, research design, social science methods
and investigation or evaluation techniques, as well as personal strengths such as analytical
writing and communication skills.

ISSAI 3000:63 The SAI shall ensure that, the audit team collectively has the necessary professional compe-

tence to perform the audit.

OFAG management should ensure the audit team possesses the knowledge, skills and expertise required to ef-
fectively carry out the gender-responsive audit and gender audit.

Knowledge, skills, trainings and experiences related to gender auditing and gender-responsive auditing should
be included in ‘competence frameworks’ developed by OFAG.

OFAG management allocates the tasks among the audit team and gender mainstreaming should be a responsi-
bility of all team members.

Ensure gender balance among auditors and data collectors.

Include dedicated gender expert or focal person or outside gender expert to guide the integration of gender
in the audit design, help the development of gender-responsive tools and questions and support analysis and
interpretation of gender-related data.

Deliver gender auditing training for the audit team.

3.2.6.3 Timetable (scheduling)

a.

Scheduling the work includes designating start and end dates to each activity to be performed and for the audit
as a whole.

The schedule should include key dates for each remaining phase of the audit (conducting and reporting) and
for each activity within each phase of the audit. For example, there could be milestone dates set for each major
section (group of procedures) within the audit programme.

The schedule needs to be sufficiently detailed enough so that OFAG management can easily assess whether an
audit is progressing ahead of schedule or falling behind.
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d. Oneof the management techniques used to monitor whether milestone dates are being met and the audit is on
track is the use of T-minus dates, where:

1. ‘T'stands for ‘tabling’ the planned date on which the report is to be tabled in parliament
2. ‘Minus’ stands for the number of weeks before tabling.
3.2.7 Preparation of the main audit plan

ISSAI100:43 Auditors should prepare audit documentation that is sufficiently detailed to provide a clear
understanding of the work performed, evidence obtained and conclusions reached.

ISSAI 300:34 Collectively, the audit team should have the necessary professional competence to perform
Auditors should document the audit in accordance with the particular circumstances thereof.
Information should be sufficient complete and detailed to enable an experienced auditor hav-
ing no previous connection with the audit to subsequently determine what work was done in
order to arrive at the audit findings, conclusions and recommendations.

ISSAI 3000:86 The auditor shall document the audit in a sufficiently complete and detailed manner.

During the planning phase of the audit, the auditor is required to record their knowledge of audit topic, the key plan-
ning decisions that have been made, and the rationale behind those decisions. At the end of the audit design phase, the
auditor develops an audit planning memorandum that contains the information gathered and the conclusions drawn.

Knowledge of an audit topic typically encompasses the key individuals within the audited entity who are accountable
for the topic and key contact persons for the audit team to use.

The key planning decisions to be documented include:
a. thegenderaudit/gender-responsive audit objective(s), audit questions, scope and audit criteria
b. materiality and overall assurance

c. the key risks, including the gender-related risks that have been identified and an assessment as to the risk of
fraud

d. theplanned gender-responsive methods of gathering the required audit evidence for each criteria
e. thegender-responsive budget, staffing requirements and schedule for the audit.

3.2.8 Review and approval of the plan by OFAG’S management

ISSAl 3000:104 The auditor shall submit the audit plan to the audit supervisor and SAI’s senior management
for approval.

The senior management and audit supervisor should explicitly review, discuss and endorse gender considerations
before the approval of the audit plan.

3.2.9 Managing audit risks

ISSAI100:41 Auditors should manage the risks of providing a report that is inappropriate in circumstances
of the audit.
ISSAl100:47 Auditors should conduct a risk assessment or problem analysis and revise this as necessary in

response to the audit findings.

ISSAI100:48 Auditors should identify and assess risks of fraud relevant to the audit objectives.
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ISSAI300:38

ISSAI 3000:52

ISSAl 3000:73

Auditors should actively manage audit risk, which is the risk of obtaining incorrect or incom-
plete conclusions, providing unbalanced information or failing to add value for users.

The auditor shall actively manage audit risk to avoid the development of incorrect or incomplete
audit findings, conclusions, and recommendations, providing unbalanced information or failing
to add value.

The auditor shall assess the risk of fraud when planning the audit and be alert to the possibility
of fraud throughout the audit process.

Actively managing risk involves:

a. identifying therisks, including gender-specific risks, when conducting risk assessment in relation to the audit, e.g.
lack of sex-disaggregated data, audit objectives overlook gender aspects, limited access to women respondents;
gender experts might need to be consulted to identify risks

b. assessingthe risks

c. developing and implementing strategies to prevent and mitigate the risks, including gender-related risks

d.  monitoring risks, including gender-related risks, throughout the audit.

3.2.10 Liaison with officials from the audited entity

ISSAI 300:29

ISSAl 3000:55

ISSAI 3000:59

Auditors should maintain effective and proper communication with the audited entities and
relevant stakeholders throughout the audit process and define the content, process and recipi-
ents of communication for each audit.

The auditor shall plan for and maintain effective and proper communication of key aspects of
the audit with the audited entity and relevant stakeholders throughout the audit process.

The auditor shall take care to ensure that communication with stakeholders does not compro-
mise the independence and impartiality of the SAI.

Good practice includes the following.

a. At the start of the audit design phase, sending an introductory letter to the officials of the audited entity and
arranging an initial meeting with them.

b. Identifying and formally including gender officials, gender experts or focal points from the audited entity to find
out their views on key planning decisions regarding the assessment of materiality and risk.

c. Encouraging the audited entity to involve both female and male officials during planning meetings and briefings.

3.2.11 Quality control

ISSAI100:35
ISSAI100:39

ISSAI 300:32

SAls should establish and maintain appropriate procedures for ethics and quality control.
Auditors should perform the audit in accordance with professional standards on quality control.

Auditors should apply procedures to safeguard quality, ensuring that the applicable require-
ments are met and placing emphasis on appropriate balanced and fair reports that add value
and answer the audit questions.

In addition to the key quality control procedures stated in the Performance audit manual, the following key quality
control procedures can be implemented to enhance the gender responsiveness of the audit.
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a. Include gender-responsive criteria in quality control checklists, such as:

1. Were gender-related objectives clearly stated in the audit plan

2. Was sex-disaggregated data used and analysed appropriately?

3. Were gender-related risks examined?
b. Involve gender specialists in the audit team as part of the quality control process.
c.  Involve gender unit or focal points of the audited entity during the initial meeting.

d. Involve gender unit or focal points from the audited entity when setting the audit criteria and other auditing
parameters.

3.2.12 Using outside experts as advisors

It is good practice to get advice from gender experts and, where practicable, establish a panel of gender experts to help
to make sure:

a. each audit phase (design, conducting and reporting) is gender responsive

b. audit findings and recommendations are appropriately presented.

Note 1: Please refer to the Performance audit manual on how to conduct the planning phase.

Note 2: Please use the working papers of the Performance audit manual at the planning phase.

4 CONDUCTING PHASE

ISSAl 100:50 Auditors should perform audit procedures that provide sufficient appropriate audit evidence to
support the audit report.

ISSAI300:38 Auditors should obtain sufficient appropriate audit evidence to establish findings, reach conclu-
sions in response to the audit objectives and questions and issue recommendations.

ISSAI 3000:25 The auditor shall explicitly identify the intended users and the responsible parties of the audit
and throughout the audit consider the implication of these roles in order to conduct the audit
accordingly.

ISSAl 3000:106 The auditor shall obtain sufficient and appropriate audit evidence in order to establish audit
findings, reach conclusions in response to the audit objective(s) and audit questions and issue
recommendations when relevant and allowed by SAI's mandate.

4.1 Collecting data and audit evidence
Evidence collection methods should include the following.
a. Gender-responsive interviews

Interviews involve a series of questions and responses aimed at gathering detailed information. The person being inter-
viewed should have knowledge about the audit topic and the answers should be objective. The following steps should
be followed when conducting gender-responsive interviews.
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1. Design questions that explore gender-specific
experiences., e.g. Have women and men had
equal access to this service?

2. Include both women and men in leadership,
technical and community roles.

3. Select interviewees who have knowledge of
gender-specific issues, such as gender advi-
sors in ministries, and leaders of civil society
organizations working on gender issues.

b. Gender-responsive surveys

A survey is a systemic gathering of data from the
samples within the population. Surveys are sometimes
used as a way of determining how well a topic (pro-
gramme, activity, project, etc) is meeting the needs
of its users. The following can help to make surveys
gender responsive.

1. Include gender-specific questions, such as:
Have you experienced any barrier to access-
ing this service due to your gender?

2. Record sex-disaggregated data.

3. Ensure that the people being surveyed are
representative of the population from whom
they were selected. To do so, use stratified
sampling to ensure fair representation of
men and women. Moreover, if women are
underrepresented, consider oversampling
to ensure their voices are captured.

4. Train enumerators on gender sensitivity.

When surveys are used as a way to determine how well
a topic is meeting the needs of its users, the auditor
should send the survey to a sample of men and women
users.

c. Gender-responsive focus groups

A focus group consists of a group conversation around
a particular topic. Participants are invited to sessions
led by the auditor. such sessions, the auditor poses
questions to the group. The following help to make
gender-responsive FGDs.

1. Organize separate FGDs for women and
men, especially in cultures where power
dynamics often silence women.

2. Ensure inclusion of women in mixed FGDs.

3. Schedule meetings a gender-sensitive times
and locations to accommodate participants’
safety, mobility and responsibilities (e.g.

avoid times when women typically cook or care
for children).

4. Collect gender-specific evidence, such as
gender disparity in service delivery, partici-
pation or access to resources.

d. Physical observations

The following can make physical observations gender
responsive.

1. Define gender-specific aspects to look for in
advance, based on the audit topic, e.g. service
delivery, workplace environment, infrastruc-
ture usage.

2. Conduct observation by disaggregating the
sex of the subject matters.

e. Document reviews

The following can help to make a gender-responsive
document reviews.

1. Check whether a gender policy and legal
framework exist.

2. Assess how gender is integrated and mea-
sured in practice.

3. Systematically examine whether policy
documents. budgets and financial records,
project proposals, M&E frameworks and
reports, training materials, etc. reflect gen-
der equality principles, address the needs of
men and women, and ensure that gender
issues are not overlooked.

f.  Analytical procedures

Analytical procedures are methods used to study the
relationships, trends, and patterns among different
sets of information. Analytical procedures can consider
gender in the following ways.

1. Systematically examine who benefits,
who is left behind, why inequalities exist
and how programmes align with equality
commitments.

2. Always disaggregate data by sex.

3. Assess whether programmes allocate

proportionate resources to disadvantaged
groups such as women.

g. Data analysis

The following actions can support the gender respon-
siveness of the data analysis process.
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1. Analyse the collected sex-disaggregated
data.

2. Interpret qualitative data with a gender
lens.

3. Reflect genderissues in audit findings.
4. Consultgenderexpertsinthe audited entity.

5. Collaborate with gender experts during the
analysis.

Note: Please refer to the Performance audit manual on
assessing the sufficiency and appropriateness of the
evidence.

4.2 Reaching gender-responsive find-
ings and conclusions

ISSAl 100:51 Auditors should evaluate the audit

evidence and draw conclusions.

ISSAl 3000:112 The auditor shall analyse the col-

lected information and ensure
that the audit findings are put in
perspective and respond to the
audit objective(s) and audit ques-
tions; reformulating the audit
objective(s) and audit questions as
needed.

The five analytical steps to develop findings and reach-
ing audit conclusions are as follows.

a. Setaudit criteria with a gender lens: a criterion is
a statement of what should be.

b. Obtain audit evidence to determine what the
actual situation of gender equality in an entity.

c. Analyse the audit evidence with a gender lens.
This involves comparing the actual situation of
gender responsiveness and gender-responsive
audit criteria.

d. Determine the cause and effect of each finding.
e. Develop gender-responsive

Note: Step a) is part of the audit design phase; Step b)
is done during the first part of the conducting phase.

The auditor should avoid treating gender gaps as ‘so-
cial’ concerns; instead, link gender-related findings to
institutional performance, service quality and equity.
Moreover, the auditor should show how addressing
gender gaps helps to achieve programme goals and
improve impact.

4.3 Analysing data to develop
gender-responsive findings

Auditors should evaluate the audit
evidence and draw conclusions.

ISSAI100:51

ISSAI 3000:112 The auditor shall analyse the col-

lected information and ensure
that the audit findings are put in
perspective and respond to the
audit objective(s) and audit ques-
tions; reformulating the audit
objective(s) and audit questions as
needed.

A finding is a result from the auditor’s assessment of
the actual circumstances (such as performance levels,
recorded amounts, and adherence to relevant regula-
tions) against the appropriate criterion (the expected
level of performance, the amounts that should have
been documented, and the regulations that should
have been followed).

a. If the auditor discovers that the actual outcome
does not align with the established criterion
(meaning there is a divergence from the audit
standards), this represents a matter that may
need to be reported to parliament.

b. Deviations from the audit criteria can manifest as
disparities in economy, efficiency, effectiveness
or equity, breaches of compliance with legisla-
tion, or as monetary discrepancies/errors.

c.  The auditor might also detect monetary de-
viations/errors that are not directly related to
equity,economy, efficiency or effectiveness, or
compliance with legislation.

In addition to these, it is possible to find no deviations
from audit criteria.

The following suggestions can help with the analysis.
a. Quantify the deviation whenever it is possible.

b. Consider the most likely and maximum possible
amount.

c. Focus the analysis on the related audit criterion.

d. Use hard evidence to the maximum extent
possible.

e. Ensureall related evidence and points of view are
considered.
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f.  Discussthe results with the officials from audited
entity at the earliest possible date.

1. Invite the gender unit from the audited en-
tity to the discussion.

2. Include gender experts from the audit team

3. If officials underestimate gender gaps, link
findings to mandates, national policies and
international obligations and emphasize
costs of inaction (e.g. inefficiency, exclusion).

g. Discuss the results with OFAG auditors, manage-
ment, and Women and Social Affairs unit.

h. Discuss the results with external gender experts.
4.4 Determining the cause and effect
of findings

ISSAl 100:51 Auditors should evaluate the audit

evidence and draw conclusions

ISSAl 3000:112 The auditor shall analyse the col-

lected information and ensure
that the audit findings are put in
perspective and respond to the
audit objective(s) and audit ques-
tions; reformulating the audit
objective(s) and audit questions as
needed

a. Determine the cause for the deviation, which
will aid in formulating recommendations aimed
at addressing the cause of deviation to avoid its
future occurrence. Causes should be supported
by evidence.

b. Discuss the potential causes with the audited en-
tity’s gender unit to avoid identification of wrong
causes.

c. Use root cause analysis techniques to ex-
plore why there is deviation related to gender
responsiveness.

Determine the effects of deviation

The effect refers to the influence that the deviation
has on the performance of the audited entity — it rep-
resents the gap between the current state and what
state would have been if the deviation had not taken
place and the criterion had been satisfied.

a. Assess whether the deviation disproportionately
affects women or men. For example, if the health
budget deviation reduces funding for maternal
health service, the effect is significant for women.

b. Examine whether the deviation limits equal
access to services, benefits or participation in
programmes. For example, a deviation in an
education programme might reduce rural school
coverage — girls might be affected due to mobil-
ity/safety concerns.

4.5 Developing gender-responsive
conclusions

Auditors should evaluate the
audit evidence and draw conclu-
sions.

ISSAI100:51

ISSAl 3000:112 The auditor shall analyse the

collected information and ensure
that the audit findings are putin
perspective and respond to the
audit objective(s) and audit ques-
tions; reformulating the audit
objective(s) and audit questions
as needed.

Conclusions are statements made by the auditor based
on the findings. They are the logically derived from
findings and rational deductions regarding the pres-
ence of deviations from the audit criteria (including
deviations related to economy, efficiency, effectiveness
and equity; breaches of compliance with legislation; or
financial discrepancies/errors), informed by the results
of the audit work. Gender-responsive conclusions need
to be reached at one or more of the three levels.

a. Theaudit criterion level.
b. The audit question level.
c.  The audit objective level.

The following should be carried out to make the con-
clusions gender responsive.

1. Integrate gender in the overall judgement: ex-
plicitly state whether the programme, policy or
entity met gender equality commitments along-
side other objectives.

1. Align the conclusions with criteria that include
gender equality.

2. Highlight the different outcomes for women and
men.

4.6 Developing gender-responsive
recommendations

Recommendations are derived directly from the audi-
tor’s findings. They represent the auditor’s proposals
for rectifying past discrepancies and for preventing
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future occurrences. The intent is to enhance economy,
efficiency, effectiveness and equity by reducing costs
and streamlining administration, improving quality
and quantity of services, and better addressing societal
needs. Recommendations aim to encourage corrective
actions in situations where such measures can be
implemented in a cost-effective manner.

Making audit recommendations gender-responsive
means ensuring that the proposed actions directly ad-
dress the gender-related causes of audit findings and
promote gender equality within the audited entity’s
systems, practices, programmes and outcomes.

4.7 Documentation

ISSAI100:43 Auditors should prepare audit
documentation that is sufficiently
detailed to provide a clear under-
standing of the work performed,
evidence obtained and conclu-

sions reached.

Auditors should document the
audit in accordance with the
particular circumstances thereof.
Information should be sufficiently
complete and detailed to enable
an experienced auditor having
no previous connection with the
audit to subsequently determine
what work was done in order to
arrive at the audit findings, conclu-
sions and recommendations.

ISSAI 300:34

The auditor shall document the
audit in a sufficiently complete
and detailed manner.

ISSAI 3000:86

Itisimportant to document the conducting phase well.
The working papers should be sufficiently detailed to
convey a comprehensive understanding of the audit
activities carried out, the development of the find-
ings, the reasoning behind the conclusions and how
the recommendations will address the root causes of
findings.

All formal meetings and interviews with officials from
the audited entity should be documented.

The auditor might face challenges in the future regard-
ing the validation of their findings, conclusions and
recommendations; hence, adequate documentation is
a crucial aspect of this process.

4.8 Finding matrix and factsheet
4.8.1 Finding matrix

The findings, conclusions and recommendations can
be recorded in a finding matrix. The factsheet contains
columns for the following.

a. Thecriteriontowhichthe situation found relates.
b. The situation found.

¢.  The finding; this is the difference between ‘a)
and ‘b)’

d. The cause of the finding.
e. The effect of the finding.
f.  The auditor’s conclusion.

g. The auditor's recommendations and the expect-
ed benefits resulting from the recommendations.

4.8.2 Factsheet

The factsheet should be used to present facts to of-
ficials from the audited entity at the earliest possible
date. The primary aim of the factsheet is to document
the agreement or disagreement of the officials from
the audited entity concerning the key findings identi-
fied during the audit, which will form the basis of the
audit report. Additionally, a factsheet may be utilized
to facilitate preliminary discussions with officials from
the audited entity.

The factsheet should include
a. critical facts likely to be included in the report

b. facts that the auditor is not certain about and/or
would like additional input to clarify.

4.9 Monitoring progress

ISSAI 3000:66 The SAl shall ensure that the work

of the audit staff at each level and
audit phase is properly supervised
during the audit process.

a. OFAG management should monitor the progress
relative to time schedule, audit cost and audit
quality.

b. OFAG management should monitor the status of
gender considerations throughout the conduct-
ing phase.

Gender Audit Manual

35



ISSAI100:41

ISSAI100:47

ISSAl100:48

ISSAI300:38

ISSAI 3000:52

ISSAl 3000:73

4.10 Managing risks

Auditors should manage the risks
of providing a report that is inap-
propriate in the circumstances of
the audit.

Auditors should conduct a risk as-
sessment or problem analysis and
revise this as necessary in response
to the audit findings.

Auditors should identify and as-
sess risks of fraud relevant to the
audit objectives.

Auditors should actively man-
age audit risk, which is the risk of
obtaining incorrect or incomplete
conclusions, providing unbalanced
information or failing to add value
for users.

The auditor shall actively manage
audit risk to avoid the develop-
ment of incorrect or incomplete
audit findings, conclusions and
recommendations, providing un-
balanced information or failing to
add value.

The auditor shall assess the risk of
fraud when planning the audit and
be alert to the possibility of fraud
throughout the audit process.

Keep track of audit risk and the strategies in-
tended to mitigate it during the audit process,
while also adapting to evolving circumstances as
needed.

Identify and assess gender-specific risks, such as
lack of sex-disaggregated data, under-represen-
tation of women’s voices in interviews or FGDs.

Developand implement strategies to prevent and
mitigate gender-specific risks. For example, train
auditors on gender-responsive auditing, gender
sensitivity and unconscious bias; and consult the
gender unit of the audited entity and civil society
organizations focused on gender equality.

4.1 Liaison with officials from the

audited entity

ISSAI100:44

ISSAI 300:29

ISSAl 3000:55

Auditors should establish effec-
tive communication throughout
the audit process.

Auditors should maintain effec-
tive and proper communication
with the audited entities and
relevant stakeholders throughout
the audit process and define the
content, process and recipients of
communication for each audit.

The auditor shall plan for and
maintain effective and proper
communication of key aspects
of the audit with the audited
entity and relevant stakeholders
throughout the process.

The auditor should include the gender unit of the
audited entity during the conducting phase of discus-
sions on potential findings.

4.12 Quality control

ISSAI100:35

ISSAI100:39

ISSAI 300:32

ISSAI 3000:66

ISSAI 3000:79

SAls should establish and
maintain appropriate procedures
for ethics and quality control.

Auditors should perform the audit
in accordance with professional
standards on quality control.

Auditors should apply procedures
to safeguard quality, ensuring
that the applicable requirements
are met and placing emphasis on
appropriate, balanced and fair
reports that add value and answer
the audit question.

The SAl shall ensure that the work
of the audit staff at each level and
audit phase is properly supervised
during the audit process.

The SAl shall establish and
maintain a system to safeguard
quality, which the auditor shall
comply with to ensure that all
requirements are met and place
emphasis on appropriate, bal-
anced and fair audit reports that
add value and answer the audit
questions.
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a. The OFAG management should review whether gender is properly taken into consideration during the conduct-
ing phase.

b. The gender unit of OFAG should be consulted during the conducting phase to ensure the quality of gender
responsiveness.

C.  The gender unit of the audited entity should be communicated with during the conducting phase.

Note 1: Please refer to the Performance audit manual on how to carry out the conducting phase.

Note 2: Please use the working papers of the Performance audit manual.

5 REPORTING PHASE

ISSAI300:39 Auditors should strive to provide audit reports which are comprehensive, convincing, timely,
reader-friendly and balanced.

ISSAI 300:40 If relevant and allowed by SAI's mandate, auditors should seek to provide constructive recom-
mendations that are likely to contribute significantly to addressing the weaknesses or problems
identified by the audit.

ISSAI 3000:116 The auditor shall provide audit reports, which are a) comprehensive, b) convincing, c) timely, d)
reader friendly and e) balanced.

a. The purpose of an audit report is to:

1. communicate the results of an audit to the intended users

2. make the results clear and unambiguous

3. make the results available to the public for reasons of transparency

4. facilitate follow-up to determine whether appropriate corrective actions have been taken.
b. To be reader friendly, the report should:

1. be written with the users’ needs and interests in mind

2. use executive summaries and annexes

3. start with the most significant matters

4. highlight the key messages

5. useexamples

6. be visually appealing.

c. Thereport needs to be balanced, presenting impartial content and tone, with evidence presented objectively and
in a fair and balanced manner. To be balanced, a report needs to:

1. include all relevant information
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2. pointoutareaswhere the audited entity has
performed well, not just areas where it has
done poorly

3. present different  perspectives  and
viewpoints in cases where different inter-
pretations of the evidence can legitimately
be made

5.1 Gender-responsive reporting

The reporting phase can be made gender responsive
as follows.

a.

Integrate gender in the report structure, including a
dedicated section or mainstream gender consider-
ations in executive summary, findings, conclusions
and recommendations.

Report on gender-related audit objectives and
scope.

1. Clearlystateiftheauditassessed compliance
with gender policies, laws and strategies
(e.g. SDG 5, national gender equality poli-
cies, gender budgeting frameworks).

2. Mention any gender-related criteria used,
e.g. The audit evaluated the extent to
which the Ministry of Health's maternal
programme aligns with national gender
policy commitments.’

Present sex-disaggregated and gender-sensitive
data.

1. Show differences in service access, bud-
get allocation or programme outcomes
between men and women.

2. Discuss barriers to access for women,
e.g. only 5% of public housing units were
accessed by female-headed households de-
spite policies prioritizing vulnerable groups.

Highlight gender inequalities in findings.

1. ldentify gender gaps in service delivery, par-
ticipation, budgeting, staffing or resource
distribution.

2. Report how public sector performance af-
fects women and men differently.

3. Thefindings should include:

sufficient background information for
the reader to understand the matter at
hand

the relevant criteria (what the auditor
has seen)

- the difference between the audit crite-
ria — a deviation from equity, economy,
efficiency or effectiveness, a breach of
compliance with legislation, or monetary
deviation/error

« the likely cause of the matter
the effect of the matter.
Analyse root causes of gender gaps.
1. Use a gender lens to explain why gaps exist.

2. Link to systemic or institutional barriers,
e.g. absence of gender budgeting, lack of
gender-sensitive data collection, discrimina-
tory practices.

Provide gender-responsive conclusions.

1. Based on the auditor’'s work, conclusions
are logical deductions about a matter. The
strength of the auditors’ conclusion de-
pends on the persuasiveness of the evidence
supporting the finding and the convincing-
ness of the logic used to formulate the
conclusion. The conclusions of an audit
will be difficult to dispute if there is a clear
relationship between the objectives, ques-
tions, criteria, findings (including cause and
effect), and conclusions.

2. Summarize how well gender equality ob-
jectives were considered in public sector
policies and service delivery.

3. Indicate compliance or non-compliance with
gender-related legal or policy obligations.

Offer clear gender-responsive recommendations.

1. Recommendations follow directly from the
auditor’s conclusions; they are the auditor’s
proposals to correct deviations or errors that
have occurred or to prevent them from oc-
curring in the future.

2.  Ensure recommendations address identified
gender gaps.

3. Suggest institutional improvements for
mainstreaming gender, e.g. capacity build-
ing, sex-disaggregated data collection,
policy reform.
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1.  Recommendations should be constructive,
action oriented and positive in tone, with
content clearly linked to the supporting ma-
terial, properly directed, clearly identified,
clearly and boldly stated, prescriptive but
not overly prescriptive and feasible.

h. Use inclusive gender-sensitive language, i.e. re-
spectful terms that reflect gender diversity.

Include the audited entity’s gender unit during
the exit meeting.

5.2 Content of the report
The audit report should contain the following items.
a. Title.
b. Signature.
c.  Background material.
d. Reason for the audit.
e. Scope of the audit.
f.  Audit findings.
g. Conclusion reached.
Recommendations made.
5.3 Reporting process
The reporting process has three basic parts.

a) Drafting process: During this phase, the auditors can
be revisiting the planning decisions and the results of
the conducting phase. Moreover, the auditor decides
which findings, conclusions and recommendations are
to be included in the report.

b) Reviewing and deciding on the report: The internal
review process includes the involvement of OFAG staff
assigned to the audit. The Women and Social Affairs
unit of OFAG should also review the report from a
gender perspective. The Women and Social Affairs unit
should also be asked to comment on the draft report
while giving an opportunity to the audited entity
to comment on the draft report. Moreover, the unit
should be invited in the exit meetings to discuss the
draft report. The provided comments by officials from
the audited entity will be reviewed by auditors.

c) Publishing and distributing the report: Making
reports widely accessible increases the credibility of
OFAG and can encourage parliamentarians to take
action on the recommendations in the report. OFAG
could issue the report without the sensitive or confi-
dential information and could issue a second report
with the sensitive or confidential information if the
report has sensitive or confidential nature.

5.4 Managing risks

ISSAI100:41 Auditors should manage the risks
of providing a report that is inap-
propriate in the circumstances of

the audit.

Auditors should conduct a risk as-
sessment or problem analysis and
revise this as necessary in response
to the audit findings.

ISSAI100:47

ISSAI100:48 Auditors should identify and as-
sess risks of fraud relevant to the
audit objectives.

ISSAI 300:38 Auditors should actively man-
age audit risk, which is the risk of
obtaining incorrect or incomplete
conclusions, providing unbalanced
information or failing to add value
for users.

ISSAI 3000:52 The auditor shall actively manage
audit risk to avoid the develop-
ment of incorrect or incomplete
audit findings, conclusions and
recommendations, providing un-
balanced information or failing to
add value.

The auditor shall assess the risk of
fraud when planning the auditand
be alert to the possibility of fraud
throughout the audit process.

ISSAI 3000:73

The key risk at this stage is that the auditor provides a
report that is not factually accurate, incomplete and/
or does not add value.

a. Key gender-specific risks.

1. Gender-related issues identified during data
collection might be omitted from the final
report.

2. Data presented in the report might not be
disaggregated by sex.

3. Reports might fail to address spe-
cific gender gaps or systemic barriers in
recommendations.

4. Reports might use language that reinforces
stereotypes and unconscious biases.

5. Gender-responsive findings might be mini-
mized or treated as an add on.

6. Failure to engage gender units during exit
meeting.
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b. Risk mitigation strategies.

1. Include a gender review step in report writ-
ing and quality control.

2. Consult gender experts before finalizing.

3. Require sex-disaggregated data and gender
impact in all findings.

5.5 Quality control

ISSAI100:35 SAls should establish and
maintain appropriate procedures
for ethics and quality control.

ISSAI100:39 Auditors should perform the audit
in accordance with professional
standards on quality control.

ISSAI300:32 Auditors should apply procedures
to safeguard quality, ensuring
that the applicable requirements
are met and placing emphasis on
appropriate, balanced and fair
reports that add value and answer
the audit question.

ISSAl 3000:66 The SAl shall ensure that the work
of the audit staff at each level and
audit phase is properly supervised
during the audit process.

ISSAI 3000:79 The SAl shall establish and
maintain a system to safeguard
quality, which the auditor shall
comply with to ensure that all
requirements are met and place
emphasis on appropriate, bal-
anced and fair audit reports that
add value and answer the audit
questions.

Quality control is essential to ensure that gender
considerations are properly integrated, accurate,
meaningful and aligned with national and interna-
tional gender equality commitments. The following
quality control measures should be taken.

a. Verify gender is integrated throughout the ex-
ecutive summary, background/context, findings
and analysis, conclusion and recommendations.

Confirm that data are disaggregated by sex.

Ensure that all relevant gender-related findings
from fieldwork and analysis are clearly presented
and not excluded or diluted.

Check if conclusions reflect gender findings and
compliance with gender-related laws, policies
and standards.

Ensure recommendations address gender-
specific barriers or needs, promote institutional
improvements for gender mainstreaming, and
are aligned with audit findings.

Ensure the language used in the report is free
from gender bias and stereotypes.

5.6 Documentation

a.

All report drafts and notes from all conversations
with representatives of the audited entity should
be included in the audit files. Those officials’ writ-
ten remarks must be kept in file and their oral
remarks ought to be meticulously recorded.

It is important to acquire audited entity com-
ments in writing to guarantee that they are
accurately and fully recorded.

The working papers that back up each paragraph
in the report should be examined by OFAG
management.

Note 1: Please refer to the Performance audit manual on
how to conduct the reporting phase.

Note2:Please use the working papersin the Performance
audit manual.
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6 FOLLOW-UP PHASE

ISSAI300:42 Auditors should follow up previous audit findings and recommendations wherever appropri-
ate. Follow up should be reported appropriately in order to provide feedback to the legislature
together, if possible, with the conclusions and impacts of all relevant corrective action.

ISSAl 3000:136 The auditor shall follow up, as appropriate, on previous audit findings and recommendations
and the SAI shall report to the legislature, if possible, on the conclusions and impacts of all
relevant corrective actions.

ISSAl 3000:139 The auditor shall focus the follow-up on whether the audited entity has adequately addressed
the problems and remedied the underlying situation after a reasonable period.

a.  Many recommendations cannot be implemented immediately. Hence, auditors follow up recommendations
some time after the report has been issued. The auditors must assess the degree to which each recommendation
has been put into practice and the effect that it has produced. The real progress is then evaluated against the en-
tity’s action plan, or if no plan exists, what would be deemed reasonable given the situation. Gender-responsive
follow-up means ensuring that gender-related findings and recommendations from the audit are properly imple-
mented, monitored and evaluated to drive gender equality outcomes.

b. OFAG askes the officials from the audited organization to provide a comprehensive action plan that specifies the
measures they plan to adopt in order to implement the recommendation and attain the expected results. The
action plan will include:

1. adeadline date for completing the action plan and achieving the impact

2. specific interim steps to be taken or targets to be achieved and the timeline for completing each step/
achieving each target

3. ifapplicable, interim impacts to be achieved
C. The purpose and objectives of audit follow-up are stated in the Performance audit manual 2025 version.

d. Afollow-up audit is an audit; hence, all the standards applicable to the design (planning) of an individual audit
are applicable to follow-up audits and the guidance in section 3 is applicable.

e. Moreover, all the standards applicable to the conducting phase of an individual audit are applicable to follow-up
audit and the guidance in section 4 is applicable.

f.  All the standards applicable to the reporting phase of an individual audit are applicable to follow-up audit and
the guidance in section 5 is applicable.

g. The follow-up audit may uncover aspects to further investigation in the future.
h. Consider the following to make a gender-responsive follow-up audit.
1. Review implementation of gender-responsive recommendations and track progress.
ii. Checkifaudited entities have taken actions on gender-specific audit recommendations.
iii. Use follow-up matrices that include a gender column to note progress on gender issues.

2. Evaluate whether the actions address the root causes of gender inequality identified in the audit.
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3. Report on gender-responsive follow-up.
i.  Make gender-related implementation status visible and explicit in follow-up reporting.
ii. Include a section titled ‘status of gender-related recommendations’.
iii. Acknowledge achievements.
iv. Call out areas where recommendations were ignored or inadequately implemented.
4. Supportinstitutional learning and accountability.

i.  Use findings from the follow-up to inform planning of future audits and highlight recurring gender is-
sues for deeper investigation.

ii. Encourageinternalauditunitsand gender unitsin publicinstitutionstotrack genderactions continuously.
5. Engage gender expertise for gender-responsive follow-up.
i.  Work with gender experts during follow-up reviews.
ii. Encourage audited entities to designate gender focal points for implementation tracking.
6. Engage stakeholders with a gender lens.
Dialogue with audited entities by asking gender-focused questions.
ii. Getfeedback from gender-focused civil society organizations or women’s associations.

iii. Validate whether the implementation led to tangible gender equity improvements on the ground.

Note 1: Please refer to the Performance audit manual on how to conduct the follow-up phase.

Note 2: Please use the working papers of the Performance audit manual.
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ANNEXES

Annex 1: Use of colour codes to highlight all the issues

FIGURE2

Colour coding instructions

Annex 2: Sample gender audit questions using steps of the colour code

a. Mission and vision statement

1.

The 34 highlighted topics in red font represented topics from the international/national docu-
ments (umbrella topics) that were not included in the mission statement. Ask follow-up questions
about why those relevant topics were not included in the mission statement and seek clarification
from various sources, documents, interviews, etc.

Audit topics highlighted in [Jlfinclude audit topics that were covered in the mission/vision state-
ment, but were not present in the higher order international and national documents. Ask follow-up
questions about why those relevant topics were included in the mission statement and seek clarifica-
tion from various sources, documents, interviews, etc.

b. Strategies/policies/strategic plans

1.

The [Jll highlighted topics in red font were in the mission statement but not in the policies. Ask
follow-up questions about why those relevant topics were not included in the policies/strategies and
seek clarification from various sources, documents, interviews, etc.

Audit topics highlighted in [ife]f8d include audit topics that were covered in the policies/strategies/
strategic plans, but were not present in the mission/vision statement. Ask follow-up questions about
why those relevant topics were included in the policies and seek clarification from various sources,
documents, interviews, etc.
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c¢. Gender mainstreaming incorporated in entity’s programmes and projects and 3-year MEFF budget

1.

The programmes/projects of the entity and the [ llhighlighted topics in red font were in the policies
but not in the programmes/projects. Ask follow-up questions about why those relevant topics were
not included in the programmes and/or projects and seek clarification from various sources, docu-
ments, interviews, etc.

The grey highlighted topics were the topics what were included in the programmes and/or projects
but were not present in the policies. Ask follow-up questions about why those relevant topics were
included in the programmes and/or projects and seek clarification from various sources, documents,
interviews, etc.

d. Gender mainstreaming incorporated in organization’s annual budget

1.

The grey highlighted topics in red font are topics that were in the programmes/projects but not in
the annual budget. Ask follow-up questions about why those relevant topics were not included in the
annual budget and seek clarification from various sources, documents, interviews, etc.

Audit topics highlighted in yellow include audit topics that were covered in the annual budget, but
were not present in the programmes and/or policies. Ask follow-up questions about why those
relevant topics were included in the annual budget and seek clarification from various sources, docu-
ments, interviews, etc.

e. Look for a logical framework

Look for the existence of a logical framework in the mission, policies, programmes/projects of the entity. Ask the
following questions.

1.

10.

1.

12.

Do logical approaches/frameworks exist? Do they logically connect the targets of programmes/proj-
ects with the policies and those of policies with the mission?

Do they incorporate specific objectives? How specific are they?

Do they employ SMART indicators to measure gender mainstreaming?
Were they efficient and cost-effective?

Were they effective?

Were the prescribed methods to collect data for each of the indicators appropriate and fool-proof?
Were the prescribed methods to analyse data, appropriate and fool-proof?

Did indicators require the collection of sex-disaggregated data?
Were logical frameworks sufficient and sound?

What processes were prescribed to identify the beneficiaries?
What was the gender ratio of beneficiaries in targets?

What were the prescribed methods of identifying and reaching the highest need individuals and
communities?

Were costs planned to be equitably distributed among men and women? Were there supposed to be
any affirmative actions?

f.  Verify how many of targets were achieved full ad how many were only partially achieved

Conduct an external audit verification/evidence collection on how many of the gender targets were achieved,
and how many of the benefits were reaped by the beneficiaries. Ask the following questions.

1.

Were the gender targets that were supposed to be achieved by that time, actually achieved? If not,
what reasons were provided by the entity being audited? Were those reasons sound?

If achieved, was it through efficient and cost-effective ways?

How was data collected? Was it disaggregated by sex, age, etc.? Was it valid and reliable?
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10.

1.

12.

13.
14.

15.
16.

17.

How was data analysed? Was it sound?

How were beneficiaries identified? Was the method effective and equitable based on the law and
international commitments?

How were beneficiaries selected? Was the method effective and equitable based on the law and inter-
national commitments?

What was the gender ratio of beneficiaries in targets? Were they accurately and completely identified?

Did benefits reach the highest need individuals and communities? Was it effective and equitable
based on the law and international commitments?

How were highest needs identified? Was it effective and equitable based on the law and international
commitments?

Were there any affirmative actions? Was it effective and equitable based on the law and international
commitments?

What were the specifics of the issue? Were they accurately and completely identified?
Who were the stakeholders? Were they accurately and completely identified?
What interest groups were involved? Were they accurately and completely identified?

Were the costs and desirable benefits equitably distributed among men and women according to their
entitlement and effort? Were they accurately and completely identified?

Who were the constituents? Were they accurately and completely identified?

Are the organization’s officials aware of the current issues and trends of gender equality relevant to
the organization, and does the organization systematically interact with them?

Any other relevant questions.

If the answer to any of these questions is in negative or in doubt, then an audit observation may be made.

f.  Conduct gender financial audit

Next, look at financial aspects of the gender-related components of the annual budget of the entity, focusing on
those items on the list of finalized audit topics that were addressed by the entity, as follows.

1.

Was sufficient annual budget allocated and spent for the gender-related components/topics of pro-
grammes and projects?

The following should be done for the financial allocation and spending of the gender-related compo-
nents of the annual budget, in accordance with ISSAI 100:39.

Attestation of financial accountability of accountable entities, involving examination and evalua-
tion of financial records and expression of opinions on financial statements.

Attestation of financial accountability of the government administration as a whole.

Audit of financial systems and transactions, including an evaluation of compliance with applicable
statutes and regulations.

Audit of internal control and internal audit functions.
Audit of the probity and propriety of administrative decisions taken within the audited entity.

Reporting of any other matters arising from or relating to the audit that the SAI considers should
be disclosed.

h. Look for organizational M&E structures (gender-disaggregated databases, etc.) to measure gender
mainstreaming

This may be optional if required capacities to conduct this audit are not available — however, it is strongly recom-
mended that this is executed. Ask the following questions.
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Was internal gender audit conducted?

What was the structure of internal gender audit? Was it strong in light of the structure of this
external audit, i.e. Did it have a system of selecting audit issues? Did it have a proper and strong
consistent methodology of conducting internal gender audit? What were the protocols? Were they
sufficient and strong?

What were the controls for the internal gender audit? Were the controls appropriate and sufficient?

What was the structure of the internal financial audit? What were its controls and protocols? Were
they sufficient and appropriate?

Is there any system of consistently and regularly collecting gender and age disaggregated admin-
istrative data?

Are gender- and age-disaggregated databases consistently and regularly updated and maintained
in the organization?

How was data collected and validated for SMART indicators? Were the method and data scientifi-
cally and statistically strong, valid and reliable? What checks were in place?

i. Assess the root causes of gender gaps in ‘b)’ through ‘h)’ above to conduct a root-cause analysis for each
and every audit observation

1.

2.

Look at the specific audit findings recorded.

Ask the question, why did it happen? Consult with the people in the organization and with other
auditors, or conduct a brain storming session.

Identify all possible and probable reasons.

Then, for the reasons identified in the above Step 3, ask the same question again, i.e. why did it
happen?

Identify all the possible and probable reasons for the question in Step 4.

Repeat Steps 4) and 5) over and over again, until you get to the root-cause of the gap, beyond which
there is no other deeper cause.

The steps above, in essence, create a tree diagram/problem tree, similar to Figure 3.

FIGURE3
Process of creating a problem tree or why why tree
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