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Supporting SAls to become gender responsive
organisations




Welcome, Objective, Agenda

Wynand Wentzel i EO AFROSAI-E



Objective

Support SAls to become gender responsive Building the capacity of SAIs in the
organisations region to conduct audits that
contribute to gender equality




Agenda

Presenters
Welcome AFROSAE

10h00¢ 12h00

Whatis a genderresponsiveSAI? AFROSAE
Feedback on the AFROFAGender Equality Assessment FAER{OTA::
Regional View
2020 SAI Global Survey and Stocktaking resfdtsus on IDI
AFROSAT
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an organisation and how we are supporting SAIs
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12h00¢ 12h30




Agenda

Presenters

12h30¢ 16h00 Buildingthe capacityof SAlsin the regionto conduct
auditsthat contribute to genderequality

SAIl Eritrea ¢ Our journey to develop our Gende

Strategy

A Gender Strategy and the { ! Lwgi&n, values,
strategy,and mandate

A Settinggenderequalitytargets

A Reportingon genderequalityin AnnualReport

A Incorporatinggender equality into the HRpolicies
andprocesses

A Developingand implementing a Gender Equalit
Policy

QuestionsNextsteps,Closure




Marianna van Niekerk

INSTITUTIONAL, HR AND ORGANISATIONAL DEVELOPMENT MANAGER AT
AFROSAE

A Mariannaid &SI a2ySR Iw tNFOGAGAZY
experience working in HR in various Private and Public Sector
organisations.

A Since she started her career, she has been an enthusiast for
maximising employee potential, cultivating leaders and
developing and implementing new and innovative Organisational
Development initiatives.

A Marianna joined AFROSEIin 2016 and is currently supporting
the development and implementation of initiatives related to
strengthening the Human Resource (HR), Organisational
Development (OD) and Leadership capacity efri&nber
Supreme Audit Institutions within the AFRO&AkEgion




Video- What is a gender responsive SAI?
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Poll

What do you think is the biggest challenge for SAls to
overcome in the quest to become a gender responsive
SAI?

1. Political Will

SAI Culture

SAl Strategy

Leadership Commitment

SAl Readiness (Capabilities and Resources)
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Staff Awareness




Feedback on the AFROSRIGender Equality
Assessment Regional View
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AFROSAI -E0 s Gender AS s essme

A Conducted a gender assessment of the SAls in the AE region in August
2021

A The assessment had 3 parts and focussed on gathering information on:

N
-

Part 3. Collect gender statistics per level
| r, v



AFROSAI -E Region 0 Gender Overview

Women AG s i —
AE Region P_art|C|pat|ngSAIs
with more women
A Angola than men

A Botswana A Botswane
A Lesotho (act) A Lesotho
A Ethiopia (act) & Namibia
A Kenya

A Mozambique
A Sierra Leone
A SA

A Zimbabwe

__ Ethiopia




AFROSAI -E Region 0 Gender Distribution
per level

Per level T participating SAls i average % of women per level

GENDER

m Men mWomen

% Women
100

OPERATIONAL TEAM LEAD MIDDLE DIRECTOR DAG/AAG
MANAGEMENT




Where are SAIs in the AE
region in terms of Gender

Responsiveness?
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Political Wil

A % Agreement

Political Will

My government has budgeted adequate

financial resources to support gender equalitk 55 I
in the public sector
My country has a National Gender Equalit
Policy that affirms a commitment to gende—
equality
The integration of gender equality in
programs/projects is mandated in my count




SAl Culture
A % Agreement

The working environment in my S
has improved for women over the
past two years

My SAIl has a reputation fo
promoting gender equality

My SAIl has a reputation fo
integrity in terms of gender
equality

Gender issues are discussed ope 58
by men and women in my SAl _
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SAI Strategy

A % Agreement
4
The SAl reports on gender equali
in my SAls Annual Report
Gender equality has been defined i
Ye {1 LQa O2NE
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— 46

Gender Equality goals are defined i
my SAl Strategy

60

80




Leadership Commitment J g

% Agreement “or :
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SAl Readiness J

% Agreement lr .
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Staff Awareness

% Agreement

SAl staff can give ideas on how t

improve gender equality and 61
diversity considerations in the S
SAl staff can voice their opinion
on how to improve gender 60

equality and diversity
considerations in the SAI
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To what

a gender policy/plan

extend
developed and implemented

h a

N

wDo not have a
gender policy

"
i =

w5 SAls have
implemented a
gender policy tq
full satisfaction

wHave develope
a gender polic
but it needs
improvement

8 SAls ‘% 5 SAls @




To what extend has gender
been integrated in HR

Policies?

Staff Wellness
Retention
Succession
Training
Performance
Recognition
Remuneration
Benefits
Recruitment

20




Poll

What do you think is a good gender ratio in a
gender responsive organisation:

1. 30% Women
2. 50% Women
3. 70% Women
4. 90% Women




2020 SAI Global Survey and Stocktaking results
focus on AFROSA

IDI - Camilla



Camilla Fredriksen

Camilla Fredriksen

IDI Global Foundations Manager

SKSQa SR (KS g2N] 2y
Report and acts as a Gender Champion in the
Global Foundations Unit.

She joined IDI in 2014, working with the INTOSA
Donor Cooperation, and the development and

consolidation of SAI PMF. During 2€4019 she
was an integrated expert in the GIZ programme

Good Financial Governance in Africa, supporting
SAls in the AFROSAI region. Before joining IDI,

Camilla worked for the Norwegian Auditor Genera
where she was a performance auditor, and led th
Secretariat of the EUROSAI Working Group for

Environmental Auditing. In OAGN she also partoc
Ay GKS {1'LQa O22FEISNI A
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responsive as an organisation and how we are
supporting SAls
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Petra Schirnhofer

{SYA2NJ al yF3ISNJ IyR L5L
Strategic Support Unit

INTOSAI Development Initiative

Petra Schirnhofer is a Senior Manager in the
Strategic Support Unit and IDI Gender Focal Poi
the INTOSAI Development Initiatid®1). Among
the issues she strategically covers is the integrati
2F I 3ISYRSNJI LISNELISOUAD
Strategic Plan period (2042023). She has
ALISEFNKSIFRSR KS RS@St 2
Strategy and Gender Policy.

Internation
of Kent.

She is currently based in Vienna as a regional
employee for IDI.




Building the capacity of SAls in the
region to conduct audits that
contribute to gender equality
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Sirl Hellevik

Dr. Siri Hellevik is a Manager in the
Professional & Relevant SAls Department
IDI and manages the SDG implementation
audit initiative, the new Facilitating Audit
impact initiative and is the gender champio
of the department. As part of the SDG
implementation audit initiative, she provide
ddzLJL2 NI G2 {!'L ! 3Ly
undertaking the audit of Elimination of
Intimate Partner Violence linked to SDG 5.

To include if you want to: (Siri has also
worked in the SPMR initiative in the SAI
Governance Department.)



Marie-Hélene Bérubé

Senior Program Office in Gender Equality and Ethics
Canadian Audit & Accountability Foundation (CAAF)

Marie-Hélene has a Master's degree in globalization and
international development from the University of Ottawa.
During her studies, she had a keen interest in gender issu
specifically violence against women and girls.

Marie-Helene joined the Foundation in 2018 and as a Gen
Equality specialist, she develops training and tools and wa
with participants in international programs to help them
better understand gender equality issues and how they ca
be considered in performance audits.

Before joining the Foundation, Maridelene worked for
more than five years abroad with NGOs in Peru, Morocco
India as a Gender Equality Advisor. She supported nation:
organizations, developing tools, training and strategies to
integrate the gender approach both at the project and
institutional levels.




