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EXECUTIVE SUMMARY  

Gender Audit is an instrument of addressing gender inequality at organizational and program levels 

and is a major tool of mainstreaming gender in programs, polices and strategies in particular and in 
organization‟s internal policies and practices in general. The gender audit is conducted with the 
purpose of assessing the level of gender integration in Pact  Ethiopia‟s  policies, systems/procedures, 
staffing, culture and resources through identifying strategic directions and programming priorities to 

implement gender issues in the next strategic plan period.  
 
InterAction Gender Audit methodology is employed to conduct the audit with slight modifications. 

Both qualitative (Key Informant interview, FGD and document review) and quantitative 
(questionnaire) were employed to assess the situation of the organization‟s status in integrating 
gender in programs, policies and internal practices.  

 
Regarding gender integration in program cycle management, the audit findings indicate that Pact 
Ethiopia has been undertaking a number of initiatives to integrate gender in the different programs it 

implements; though limitations are observed in fully mainstreaming gender in program/project cycle 
management. Some of the initiatives conducted by Pact Ethiopia include inclusion of women 
empowerment activities in some projects (such as TEACH) and collection of sex disaggregated data. 

The major  limitations observed include: lack of consistent analysis of gender norms, practices and 
the power dynamics between women and men in needs assessments across all  projects; lack of 
gender sensitive monitoring and evaluation framework; and limited engagement of women and girl 

target groups in project design, planning implementation and monitoring and evaluation. Other 
limitations identified include: absence of gender mainstreaming guideline or policy and gender focal 
persons that facilitate gender mainstreaming across all projects and in the internal systems and 

procedures.  
 
The audit also examined staff knowledge and technical capacity in integrating gender in programs 

and internal practices and the findings indicate that Pact Ethiopia has shown some level of 
commitment in terms of creating awareness and sensitization on gender issues for staff members 
and partners. However, the initiative is limited to creating awareness and sensitization and activities 

such as enhancing staff capacity on gender analysis and mainstreaming has not been a major focus.  
 
Regarding allocation of sufficient resources to support gender mainstreaming, the findings indicate 

that Pact Ethiopia there are limitations in terms of allocating regular budget for gender specific 
activities except for few initiatives. There are in fact some initiatives of earmarking budget for gender 
related activities; however, such initiatives are project specific and are not seen across all the 
projects.  

 
Regarding internal policies and procedures, Pact Ethiopia has human resource policy and procedures 
manual which has a number of provisions of promoting female staffs internally. There are also 

encouraging provisions of creating family friendly working environment such as maternity leave and 
breast feeding policies to help women execute child care responsibilities. However, the policy lacks 
clear and effective strategies of encouraging female staff recruitment, promotion, and job 

performance evaluation on staffs‟ gender specific achievements. In addition, Pact Ethiopia doesn‟t 
have written gender policy as well as separate anti sexual harassment policy.  
 



The audit findings also indicate that there is low representation of women in Pact Ethiopia‟s staffs 
and Pact Ethiopia should revise its recruitment procedures to enhance increased representation of 

women especially in senior management positions.  
 

There are also good practices, some of which came about as a result of organizational HR policy 
and its core provisions focusing on gender and some are the result of Performance monitoring 
plan which incorporate performance indicator sheet which helps to collect gender disaggregated 
data. 
 
Based on the major gaps identified through the audit, basic recommendations are made. Some of the 
major recommendations include:  

 
 Reviewing programs/projects from gender equality perspectives and design 

programs/projects‟ objectives, strategies, and activities as to incorporate the needs of men, 

women, boys and girls;  
 Developing standard gender mainstreaming checklists, tools and guidelines to assist the 

integration of gender in programs/projects;  
 Developing and put in place gender sensitive monitoring and evaluation framework:  

 Conducting a gender analysis in program/project implementation areas and use the findings 
for planning and learning,  

 Developing the technical capacity of staffs on gender mainstreaming practice,  

 Allocating budget for gender mainstreaming and women empowerment activities regularly for 
every project and from organization‟s own resources;  

 Developing gender equality policy, anti sexual harassment policy including investigation 
guideline and complaining procedures; and  

 Reviewing organizational polices strategies, and procedures from gender perspectives. 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



SECTION I:  INTRODUCTION 

1.1 BACKGROUND ABOUT PACT ETHIOPIA  

Pact is a US-based international organization founded in 1971. Pact Ethiopia was legally 
registered in Ethiopia in 1996 and it has been operational since that time implementing the 
USAID funded Ethiopian NGO Sector Enhancement Initiative (ENSEI) and currently managing a 
variety of projects in partnership with various donors in Ethiopia. Following the new CSO 
legislation, Pact Ethiopia has been reregistered as Foreign Charity organization (Reg.  No. 1231) 
on December 23rd 2009.  
 
Pact operates in Ethiopia with a vision to see a peaceful and prosperous nation whose citizens‟ 
social, economic and environmental wellbeing is sustainably ensured. It works for the attainment 
of sustainable and equitable development through enhancing the capacity of development actors 
and communities, and by promoting partnership and inter-sectoral linkages. Pact Ethiopia unique 
contribution as a development partner lies in the vitality, breadth and sectoral composition of its 
development programs. 
 
It has developed four key strategies for effective implementation, which include capacity 
development, linkages across technical platforms, partnership and the inclusion of vulnerable 
and marginalized groups. It also aims to ensure integration of key cross cutting themes (gender, 
disability, environment and HIV and AIDS) in all organizational and programming activities.  
 
Pact Ethiopia considers development as the capability of women and men to make the choices 
that shape their well- being. It has already started innovative programming that improves Pact 
Ethiopia and its stakeholders‟ capacity to result change in favor of gender equality. Pact Ethiopia   
is committed to promoting gender among within its systems and also among its partner 
organizations, and hence working to mainstream gender in its program activities, and also 
encourages partner organizations to do the same.  
 
Pact Ethiopia believes that analyzing and understanding the status of gender relations both at 
the program and organizational levels and addressing strategic and critical developmental issues 
from gender perspectives and exploring potentials and opportunities to address the issues is the 
key to any development planning and programming as this ensures future sustainability of 
programs and also the empowerment of people. Now Pact Ethiopia felt that it is important to 
conduct gender audit at the organization and program level.  
 
Cognizant of the importance of scanning and analyzing the gender environment/relation through 
the identification of critical problems and causes affecting women and girls in the organization as 
well as in the program areas, identifying key development options for longer term development 
interventions together with workable strategies that would materialize the promotion of gender 
equality and equity. It believes that this process is the key in enhancing learning, improving 
organizational performance and program quality and also important in improving gender 
responsive planning and re-planning of future development interventions.  
 



The results of the assessment will be used for the formulation of policy and strategies to 
mainstream gender in the organization and within existing as well as future programs. 
 
In line with this, Pact Ethiopia has commissioned a gender audit exercise, which is instrumental 
to bring further changes in the organization and programs and the ways project stakeholders 
think, plan and work systematically and comprehensively to address gender quality issues 
particularly in their strategic engagement in areas of addressing gender gaps. 

1.2 PURPOSE AND OBJECTIVES OF GENDER AUDIT 

1.2.1. PURPOSE 

The purpose of this gender audit is to assess to what extent the policies, practices, 
systems/procedures, staffing, culture, resources and programs of Pact Ethiopia Office deliver on 
the organization‟s commitment to address gender equality; and to propose strategic direction 
and programming priorities to implement gender issues in Pact Ethiopia Office during the next 
strategic plan period. 

1.2.2. SPECIFIC OBJECTIVES  

The following were the specific objectives of the gender audit: 
 

♂  To assess the extent to which all internal policies, procedures, systems and practices 
address gender equality; 

♂  To assess the general level of understanding and knowledge on gender, gender 
mainstreaming and development amongst staff; 

♂  To identify gaps in organizational policy and practice on gender equality and to work 
towards addressing these; and  

♂  To provide main guidelines aimed at designing and implementing Pact Ethiopia gender 
mainstreaming policy and strategy in organizational and program level. 

1.3 SCOPE OF THE GENDER AUDIT 

♂  At Organization Level: on systems, policies, procedures and practice, (Recruitment, 
performance, policies and implementation of policies and attitudes), structure and 
decision making power, assess capacity and competency of the existing gender 
expertise. 
 

♂  At Program Level: assess to what extent programs are designed in a way which 
address the issue of gender. Assess whether the gender equality agendas are 
incorporated into the Project Cycle Management (PCM). Assess whether the most 
vulnerable groups in the project area particularly Women are targeted and included; 
strategies that focuses on empowerment are developed. 



1.4 CONCEPTS AND DEFINITIONS OF TERMS 

Gender Auditing is an instrument or a tool to deal with gender in organizations in order to 
address inequality between men and women. On the other hand, it is a mechanism to 
mainstream gender in the program, polices and strategies level in particular and in the 
organizations level in general. 
 
In an organization a gender audit will help us to check how well the organizations‟ meet 
women‟s needs and it tries to identify priorities for improvement to mainstream gender in the 
organizations. Moreover, it helps to measure progress towards gender-based targets. The 
gender audit considers the program as a whole. Thus relevant documentation of purposively 
selected programs and projects are assessed. 
 
The purpose of an organizational gender audit is to assess the capacity and willingness of an 
organization to create equal access and opportunities for women and men in development 
activities, and to gain insight into the external factors that influence the extent to which 
organizations can address gender issues in their projects. If an organization is able to take 
gender issues into account at all levels of their operations, it will lead to increased gender 
equality and women‟s empowerment in the projects and programs they design, implement, 
monitor and evaluate. 
 
Gender auditing is not evaluation but it is self-assessment and it has prerequisites to 
achieve it properly. First the commitment and participation of representatives of the 
management team is crucial importance. The recommendations have to be shared by 
management team as well as the responsibility for implementing the recommendations. If the 
management team is involved and committed, it is easier to make time and people available and 
to budget for it. 
 

KEY TERMS AND ORKING DEFINITIONS 
 

Sex: It refers to the biological characteristics that define males and females primarily (but not 
exclusively) according to reproductive capabilities or potentialities. Sex describes males or 
females; it refers to a universal and unchanging set of categories. 
 
Gender: It is socially and culturally defined.  It, therefore, does not reflect any absolute or 
universal category. Instead, the definition of a gender category changes over time and across 
cultures, and cannot be assumed a prior, but must be investigated. Each cultural system creates 
a set of beliefs and practices for men and for women that define the relationships between 
them. 
 
Gender Equality: It means that women and men have equal conditions for realizing their full 
human rights and for contributing to, and benefiting from economical, social, cultural and 
political development. It is based on women and men being full partners in their home, their 
community and their society. 
 



Gender Equity: It is the process of being fair to men and women. Equity is a means, equality 
and equitable outcomes are the results. 
 
Gender Integration: It involves identifying gender differences and inequalities through an 
analytical process (called a gender analysis) and then addressing them during program or 
activity design, implementation, monitoring, and evaluation.  
 
Gender Mainstreaming: It is the process of explicitly and fully addressing gender from the 
beginning to the end of any planned action. As defined by the United Nations in 1997,”It is a 
strategy for making women‟s as well as men‟s concerns and experiences an integral dimension 
of the design and implementation, monitoring and evaluation of policies and programs in all 
political, economic and societal spheres so that women can benefit equally and inequality is not 
perpetuated. The ultimate goal is to achieve gender equality.”  
 
Gender Relations: It is a way in which a culture or society prescribes rights, class 
responsibilities, and identities of women and men in relation to one another. 
 
Sex Disaggregated Data: It is a data that is collected and presented separately on men and 
women 
 
Gender Sensitive: It is a way of acknowledging the difference and inequalities between 
women‟s and men‟s needs, roles, responsibilities and identities. 
 
Gender Blind: Interventions which appear neutral as they are inherent in abstract, genetic 
categories but are implicitly male biased. 
 
Gender Neutral: It is about those who leave the existing division of resources and 
responsibilities intact, having no differential impact, either positive or negative for equality 
between men and women. 
 
Empowerment: It is about both women and men, taking control over their lives, setting their 
own agendas, gaining skills, building self confidence.  
 
Organizational Culture: Norms, customs, beliefs and codes of behavior in an organization that 
support or undermine gender equality: how people relate; what are seen as acceptable ideas; 
how people are expected to behave; and what and whose behaviors are rewarded. 

Strategic Gender needs: the needs of women particularly to obtain greater equality in their 
status through changes in their respective roles, responsibilities, and in decision making 
capacities in their society. Strategic gender needs vary according to particular contexts and 
may include such issues as legal rights, domestic violence, equal wages and women‟s control 
over their bodies.  

 

Practical Gender needs: The needs of women and men related to their existing roles (and 
socially accepted roles) in society, what people need in order to do their current jobs more 



easily or efficiently. These needs are practical in nature and often concern in adequacies in 
living conditions, such as water provision, health care‟s employment. Projects can meet 
practical gender needs without necessarily having any impact on the relation between men 
and women in society. 

SECTION II: GENDER AUDIT METHODOLOGY 

Several organizations have, over the past few years, developed different types of assessments to 
evaluate their achievements and challenges in gender integration. The InterAction Gender Audit 
methodology, with slight modifications, was the basis for the process used at Pact Ethiopia which 
enables “to systematically take stock of and address the status of gender equality in all aspects 
of their operations and work.” The process is primarily a self-assessment methodology for an 
organization that uses a readiness checklist, a questionnaire, and a set of focus group 
discussions involving staff members to clarify strengths of the organization, challenges to the 
organization, and the steps needed to move closer to the organization‟s vision of gender 
equality.  
 
A unique characteristic of the Inter-Action audit process is its attention to four different aspects 
of an organization‟s operations: political will, technical capacity, accountability, and 
organizational culture which are defined as; (1)Political Will– the ways in which leaders use their 
position of power to communicate commitment to working toward gender equality in the 
organization, (2)Technical Capacity– Level of ability, qualifications and skills individuals in an 
organization need to carry out the practical aspects of gender integration, (3)Accountability– 
Mechanisms by which an organization determines the extent to which it is “walking the talk” in 
terms of integrating gender equality in its programs and organizational structures and (4) 
Organizational Culture– Norms, customs, beliefs and codes of behavior in an organization that 
support or undermine gender equality: how people relate; what are seen as acceptable ideas; 
how people are expected to behave; and what behaviors are rewarded.  

2.1. ASSESSMENT DESIGNE  

The assessment employed both qualitative and quantitative methods. It includes review of 
program and organizational documents, Focus Group Discussion (FGD), key informant interview 
(KII), and survey questionnaires. 

2.2. SAMPLE SIZE AND SAMPLING 

Although there are no formulas for sample size calculation in the qualitative research, we 
proposed the total sample of the participants based on the number of staff in the organization. 
The study was conducted in Addis Ababa, Head Office and project areas. We conducted one 
FGD, five KII and 40 survey questionnaires. 



2.3. DATA COLLECTION METHODS AND TOOLS 

1.2.3. QUALITATIVE TOOLS 

Key Informant interview, FGD and document review was conducted to assess the situation of the 
organizations gender implementations in the programs and strategies. For in-depth and key 
informant interviews, semi-structure tools were developed and one-to-one interview with 
identified individuals who are assumed to be reach in information was conducted. Moreover, FGD 
guide that help the moderator to raise issues to the participants was developed and a group of 
people with similar characteristics sit together to the discussion.   
 

Key Informant Interview (KII): In-depth interview focuses on roles of the organization‟s 
gender sensitivity of their programs, needs, implementation, coordination, extent of the 
programs that change the employees‟ life through empowering women. The KII was 
administered for organizational management body and staff with adequate information on 
gender mainstreaming implementation. Seven (three female and four male) organization staffs 
were involved for this purpose.      
 
Focus Group Discussion (FGD): Data like level of achievements, extent of women‟s 
participation in the organization, level of support given by project staffs, gender equity, strength 
and weaknesses of the program, and the lessons learned are part of FGD. Ten (six female and 
four male) organizational staffs were involved in the FGD. Staffs from senior management, 
middle level management, lower level management, officers and guard were selected for FGD 
purpose.   

1.2.4. QUANTITATIVE TOOL 

Questionnaire: We collected the information through email address of randomly selected 
employees of the organization. This survey was consisted of fifty three multi choice questions.  

2.4. DATA PROCESSING AND ANALYSIS 

Following the questionnaire designed for quantitative data, an SPSS data entry template design 
and the quantitative data was entered in to SPSS. A frequency analysis and countercheck of the 
data against the original version of the questionnaire was carried out in order to sort out invalid 
responses, errors which are committed in the process. 
 
Thematic analyses employ for qualitative data in order to categorize, rank and rate the 
responses of the interviewees and discussants and very amazing, insights or special description 
of interviewees and discussants quote word by word. In order to strengthen and reinforce the 
validity of the data, the findings of the qualitative component of the survey were triangulated 
with the results of the information obtained from FGD and KII and secondary information.   
 



SECTION III: ANALYSIS AND DISCUSSIONS OF FINDINGS 

This section examines how gender equality issues are addressed in Pact Ethiopia‟s programs, 
internal policies and procedures, and organizational culture. The findings are composed of 
outcomes of the key informant interviews, document review, and questionnaires administered 
for staff members. The findings of the audit are analyzed and presented as per the key analysis 
areas such as programming issues (gender and program/project cycle management, staff 
knowledge and technical expertise on gender, and financial issues), and organizational issues 
(organizational policies, strategies, and procedures; staffing and human resources,  
organizational culture and accountability and institutional structure).   

3.1. PROGRAMMING ISSUES  

3.1.1. GENDER AND PROGRAM CYCLE MANAGEMENT  

This section examines gender considerations in needs assessment/baseline assessment, 
program/project design, planning, implementation and monitoring and evaluation.  
 

Inclusion of gender equality goals and objectives in projects/programs  
In order to explore the level of integration of 
gender equality goals and objectives in Pact 
Ethiopia‟s projects, three programs are reviewed: 
Livelihood program (Women Empowerment 
project), education program (TEACH project) and 
Health and HIV and AIDS program (Yekokeb 
Berhan Project, in response to USAID‟s Orphans 
and Vulnerable Children Program).  
 
Data from document review indicate that 
Metebaber project is designed to reduce the level 
of vulnerability of women and girls by 
encouraging behavior change (i.e. HTPs, GBV, 
RH, and FP), ensuring access to essential services 
(FAL, MFI, health services, etc), economic 
empowerment and strengthening response 
capabilities of concerned stakeholders. The 
project mainly targets to improve the lives of 
women and girls and intends to have greater 
impact on them. The project enhances the 
capabilities of women and girls in terms of 
creating awareness and behavioural change on 
RH and FO issues and ensuring the protection of 
women and girls from HTPs and GBV; it still has a limitation in terms of addressing women‟s 
strategic needs such as equal access to decision making power at household and community 

Box 1: Objectives of TEACH 
Project  

 
Objective 1: To expanded access to 
alternative basic education with GER 
increased to at least 100% in the 

catchment areas of project 
intervention. 
Objective 2: To expand adult 

functional literacy increased by 50 
percentage points in the catchment 
areas of project intervention. 

Objective 3: Ninety percent of 
Woreda Education Offices in the 
country are capacitated to manage 

non‐formal education in their 

respective vicinities. 
 
Source: TEACH II Project Performance 
Monitoring Plan 2009 – 2013, pp2. 

 



Box 2: Objectives of Yekokeb Berhan Project 
 
Objective 1: To build the capacity of stakeholders to effectively use improved 

data management system and employ a national OVC supervision system. 
Objective 2: To employ effective and efficient family centered, age -based and 
inclusive OVC care management system. 

Objective 3: To enhance the capability of communities for coordinated and 
improved responsiveness towards OVC care 

 
Source: Yekokeb Berhan Project, 2010, pp 12, 16 & 22. 

 

levels, equal participation in formal and informal institutions, attitudinal change to share 
domestic responsibilities, etc.   
 
TEACH project is designed to strengthen the provision of equitable basic education services, in 
terms of access, equity and quality. The project reaches 46% girls through ABECs and 50% girls 
through FAL. The major gap observed in TEACH project is that gender specific objectives are not 
well included (See Box 1 objectives of the project).  
 
Yekokeb Berhan project aims to reduce vulnerability among OVC and their families by 
strengthening systems and structures to deliver quality services and increase resilience. The 
goal, objectives and results of the project have not effectively articulated gender equality issues. 
The target groups are not also disaggregated by sex and age in the result statements as well as 
in the objectives (terms such as „OVC and their families‟ are extensively used in the proposal 
which shows lack of sex disaggregation).  
 
 
 
 
 
 

  
 
 
 
 
 
 
 
Quantitative data show that only 22.5% of staffs agree that gender specific goals and objectives 
are fully included in projects. A significant amount of the respondents (25%) responded that 
gender specific goals and objectives are included to a limited extent; while 17.5% and 20% 
responded that gender equality goals and objectives are included to a moderate extent and to a 
significant extent respectively. Only 7.5% of the respondents said that gender specific goals are 
included in projects a moderate extent. The remaining 15% responded that they do not have 
information.   
 

Addressing practical and strategic gender needs in projects/program 
To explore the extent to which Pact Ethiopia‟s projects address the practical and strategic gender 
needs; Metebaber, TEACH and Yekokeb Birhan projects are reviewed. The major practical need 
being addressed through Metebaber project is economic empowerment of women through 
organizing them in different IGA schemes and supporting them to engage in credit and saving 
activities. Encouraging efforts are observed in Metebaber project to meet strategic gender needs 
such as addressing the root causes of violence against women and HTPs through empowering 
women socially by organizing and educating them in FAL and creating partnership with 
likeminded stakeholders. Specifically, the project has planned to develop a strategy to engage 



males in interventions, particularly related to HTP and SRH services and to ensure integration of 
disability across programming efforts. 
 
In the Education program, specifically TEACH project, the major practical need being addressed 
is creating increased access to education at the near distance for girls by establishing ABEC. The 
major strategic needs being addressed include encouraging attitudinal and behavioural changes 
in girls and adults regarding HTPs, HIV and AIDS and family planning. It is possible to say that 
the project has to a certain extent considers both practical and strategic needs of men and 
women in line with the project objectives.  
 
Under Yekokeb Berhan project, the major practical needs being addressed are provision of 
school material, vocational training group savings and loans, IGAs services for OVC and their 
families, linking children and families with feeding programs, therapeutic feeding and 
supplemental feeding services. The major strategic needs include  protecting children from harm 
and ensure wellbeing by increasing knowledge and awareness among families, communities and 
children themselves on topics such as children‟s rights and prevention of abuse, neglect and 
exploitation. 
 
Overall, there are efforts being made to meet the practical and strategic gender needs of men 
and women although this effort varies across the different projects. However, there should be an 
increased consideration of integrating activities that transform existing gender relations in 
addition to activities such as raising awareness and behavioural change. Focus should be given 
to transforming household dynamics including increasing women‟s voice with in the household.     
 

Gender Equality Strategy 
Pact Ethiopia has been conducting a number of efforts to empower women and to meet their 
specific needs in the projects it has been implementing. However, such initiatives have not been 
guided by a gender strategy or policy that clearly defines the approaches and strategies of 
mainstreaming gender both internally (with in organizations policies and procedures) and in 
programs.  Therefore, there is no a clear cut definition regarding how gender equality concern is 
being treated in the organization. From individual projects/programs and how these projects are 
designed, it is possible to infer that gender is being mainstreamed throughout projects as 
relevant and women‟s empowerment activities are fairly included to support the mainstreaming 
activities. For instance, in Metebaber project, there are indications of gender integration at 
outputs and activities levels (most activities are women focused IGA group formation and 
empowerment, capacity building and male engagement).  
 

Inclusion of a Gender Analysis in Needs Assessment/Baseline Assessment   
There are some efforts of incorporating a gender analysis in program cycle management of Pact 
Ethiopia‟s Metebaber, TEACH and Yekokeb Birhan projects. For instance, in the situation analysis 
of Metebaber project, issues such as women and girls‟ access to RH and FP services, HTPs (early 
marriage, FGM, abduction and rape) and problems of women in accessing legal system, and the 
impact of these factors on women are clearly stated. An analysis on access and control profile of 
men and women, gender division of labor and its impact on women‟s workload are also clearly 



discussed. However, the situation analysis of TEACH and Yekokeb Birhan projects lack detail 
analysis the gender gaps.   
 
From the quantitative data, 22.5% of staffs responded that gender analysis is conducted to a 
limited extent, 7.5% said gender analysis conducted to a moderate extent while 17.5% 
responded that gender analysis is not conducted at all. A significant amount of participants 
(37.5%) responded that they do not know whether gender analysis is conducted in need 
assessments. Only 7.5% of the staffs responded that gender analysis is fully conducted in needs 
assessments. From the responses, it is possible to realize that conducting a gender analysis in 
needs assessments is not a regular practice in Pact Ethiopia.  
 
Overall, it is possible to infer that the targeted projects for this audit are lacking in-depth 
analysis of gender in problem statements and situation analysis. Metebaber has shown better 
performances on this regard which may be because of the nature of the project – as it focuses 
are mainly women. Pact Ethiopia needs to conduct a detail gender analysis in areas where it 
intervenes, and a gender analysis has to be included in designing any project (not only for 
women specific projects).  
 
Table 1: Staff Response on the Level of Gender Integration in Program Design and Planning 

 
Gender mainstreaming in 

projects/programmes 

Percentage (%) 

Not at 
all 
 
 

To a 
limited 
extent 

To a 
moderate 
extent 

To a 
significan
t extent 

Fully 
 

Don't  
know 

Total 

Need assessment/gender 
analysis 

17.5 
 

22.5 
 

7.5 
 

7.5 
 

7.5 
 

37.5 
 

100 

Inclusion of gender 
goals/objectives in activity 

design process 

- 25.0 
 

17.5 
 

20.0 
 

22.5 
 

15.0 
 

100 

Participation of box sexes on 
project design & 
implementation 

2.5 
 

5.0 
 

37.5 
 

7.5 
 

20.0 
 

27.5 
 

100 

Consideration of gender roles 
& interests in projects 

2.5 
 

7.5 
 

17.5 
 

22.5 
 

20.0 
 

30.0 
 

100 

The value of females on the 
benefits of projects 

- - 2.5 
 

32.5 
 

17.5 
 

47.5 
 

100 

The value of males on the 
benefits of projects 

- - 2.5 32.5 
 

15.0 
 

50.0 
 

100 

Contribution of projects to 
women strengthening 

2.5 15.0 
 

10.0 
 

42.5 
 

10.0 
 

20.0 100 

 

Inclusion of gender sensitive monitoring and evaluation system: 
Gender sensitive monitoring and evaluation system mainly involves consistent usage of sex and 
gender disaggregated data, setting gender specific indicators, continuous tracking and reporting 
of changes and impact of projects on gender inequalities, and full involvement of men and 
women in the monitoring and evaluation process. Gender sensitive indicators are essential tools 
of measuring the differential impact of projects on men and women; and to make sure that 



project benefits accrue to women and men and boys and girls. Data from both document review 
and focus group discussions revealed that there are limitations in terms of setting gender specific 
indicators in all the projects. There is limitation in clearly define, objectively verifiable indicators 

and outcomes/targets against which progress 
in gender mainstreaming can be measured.  
In addition there are words and terms used in 
the project that are not gender sensitive (such 
as „victim‟, „children‟, etc).  
 

If the monitoring and evaluation and reporting 
system is not effectively gender responsive, it 
will be difficult to assess the positive or 
negative impact s as well as the differential 
effects of the project on women and men. 
 
Quantitative data shows limitations in using 
gender specific indicators and gender/sex 
disaggregated data.  Only 35% of the 
respondents agreed that sex disaggregated 
data are collected while 10% of staffs 
responded that gender disaggregated data is 
used for analysis. The remaining 17.5% 
reported that sex disaggregated data have 
never been fully used for analysis.  
 

In general, document review, Performance Monitoring Plan (PMP) and reports of the projects 
shows that Pact Ethiopia has a practice of collecting sex disaggregated data but such data are 
not fully used for analysis and planning, and monitoring and evaluation.  
 
There is also limitation of consistently tracking gender specific changes of projects – only 7.5% 
of staffs agreed that monitoring and evaluation of the impact of projects on gender inequalities 
is fully conducted, while 17.5% of the staffs responded that such a practice has not been a 
practice at all.  .  
 
 
 

 

 

 

 

 

Box 3: Best Practice in using Sex 

disaggregated Indicators 
 
Sex disaggregation is a standard practice 

in the gathering of data and information 
across the projects. In the Performance 
Monitoring Plan (PMP) performance 

indicator reference sheet is utilized to 
present information on selected 
indicators. In addition to a precise 

definition of each indicator, including the 
unit of measure, how data will be 
disaggregated and its management utility, 

the Performance Indicator Reference 
Sheet also includes data disaggregation 
information. For instance, in TEACH II 

Project PMP from 15 performance 
indicators 7 performance indicators are 
disaggregated by sex.   
 

 



Table 2: Staff opinion on the level of gender integration project implementation and monitoring 
and evaluation  

Gender 
mainstreaming in 
projects/ 

programmes  

Not at 
all 
 

 

To a 
limited 
extent 

 

To a 
moderate 
extent 

 

To a 
significant 
extent 

 

Fully 
 

Don't  
know 

Use of gender expertise 

on planning, 
implementation, M&E 

-  20.0 

 

17.5 

 

30.0 

 

10.0 

 

22.5 

 

Sex disaggregated data 
analysis 

17.5 12.5 
 

12.5 
 

10.0 
 

10.0 
 

37.5 
 

Sex disaggregated data 

collection 

2.5 5.0 

 

12.5 

 

12.5 

 

35.0 

 

32.5 

 

M&E on impact  of 
projects on gender 

inequalities 

17.5 25.0 
 

7.5 
 

7.5 
 

7.5 
 

35.0 
 

Report on impact  s of 

projects on gender 
inequalities 

- - 5.0 

 

55.0 

 

27.5 

 

12.5 

 

Incorporation of best 

practices of gender 
integration on project 
design 

10.0 

 

12.5 

 

12.5 

 

7.5 

 

10.0 

 

47.5 

 

 

Inclusion of gender equality and women empowerment activities 
Except for Metebaber project (where most of the activities of the project are planned to address 
women empowerment issues), no significant gender specific activities are included in both 
TEACH and Yekokeb Berhan projects. Quantitative data show that a majority of staffs (62.5%) 
strongly disagree regarding the contribution of projects towards empowerment of women and 
gender equality, while only 10% of the participants strongly agree that the project contributes to 
the empowerment of women and girls. However, contribution of projects towards empowerment 
of women and gender equality varies depending up on the type the project; for instance, TEACH 
project intends to address the practical needs (by creating increased access to education for 
girls) and strategic needs (by encouraging attitudinal and behavioural changes of girls and adults 
regarding).    
 

Mandate and capacity of Pact Ethiopia on gender integration 
Quantitative data indicates that 32.5% of the staffs that participated in the audit agree that Pact 
Ethiopia is fully mandated of integrating gender in programs, 20% of staffs responded that Pact 
Ethiopia is mandated to a significant extent and, 20% responded to a moderate extent.  Only 
2.5% of staffs responded that Pact Ethiopia‟s mandate is to a limited extend. Regarding Pact 
Ethiopia‟s capacity to recognize and address gender issues, 37.5%of staffs that participated in 
the quantitative study responded that they strongly disagree, 15% of them responded disagree 
and 7.5% and 15% responded agree and strongly agree respectively.  
 



Table 3: Staff opinion on the mandate of Pact Ethiopia on Gender integration 
Mandate of Pact Ethiopia  
on Gender integration 

Not 
at all 

To a limited 
extent 

To a moderate 
extent 

To a significant 
extent 

Fully 
 

Don't  
know 

Mandate of Pact Ethiopia 
on Gender integration 

- 5 
 

20.0 7.5 
 

32.5 25.0 

Provide women/girls with 
equal access to services 
and training 

-  2.5 
 

15.0 
 

37.5 
 

22.5 
 

22.5 
 

 
Data from focus group discussions indicate that gender equality as one cross-cutting area that is 
not adequately addressed in the projects. However, participants informed that there is an 
improvement regarding gender consideration both internally and in program responses. Data 
from key informant interviews indicate that field programs are becoming more gender sensitive, 
and there is a tendency towards balancing project resources across sexes and equitable 
targeting of both men and women to ensure that resources are equitably channeled for both 
male and female beneficiaries. To improve further the gender integration practice, focus group 
discussants suggested that management should take the issue of gender mainstreaming 
seriously and create conducive environment including putting in place a minimum standard and 
effective monitoring mechanism to facilitate the mainstreaming process.  
 
From the quantitative data, 22.5% of staffs agreed that equal access to services and training is 
provided for women and girls in Pact Ethiopia‟s projects while 37.5% agreed that equal access is 
given to women and girls to a significant extent. Only 2.5% of the staffs responded that there is 
limited access to women and girls for project services.  
 

 
 

Summary of major gaps observed in integrating gender in program:  

♂  Pact Ethiopia has limitation in mainstreaming gender in program/project cycle 
management (conducting gender analysis to inform project design and planning, 
inclusion of gender specific goal and objectives, and monitoring gender specific 
changes across all projects). Analysis of gender norms, practices and the power 

37.5

15 12.5
7.5

15 12.5

Strongly disagree Disagree No opinion Agree Strongly agree Don't know

Figure 1: Staff Responce on Organization Capacity to Recognize and Address 
Gender Issues 

Percentage (%)



dynamics between women and men are not consistently and sufficiently examined 
during needs assessments of different projects;  

♂  A best practice of collection of sex and age disaggregated data is observed; but data 
are not fully and consistently used across all projects;  

♂  Gender specific indicators with baseline information are not consistently used 
throughout the projects as all projects are not informed by a detail gender analysis;  

♂  There is no clear gender mainstreaming guideline or policy that directs the gender 
mainstreaming process; 

♂  Projects vary in addressing gender depending up on the nature of projects and donor 
requirements; 

♂  Gender focal persons are not available to mainstream gender across all projects and in 
the internal systems and procedures;  

♂  Women and girl target groups have limited participation in project design and planning; 
quantitative data shows that only 20% of staffs responded that women fully participate 
in project design and planning;  

3.1.2. STAFF KNOWLEDGE AND TECHNICAL CAPACITY ON GENDER 

Availability of trained gender focal persons who assist, facilitate and lead the mainstreaming 
process is a key element of promoting gender equality within organizations and in programs. 
However, as mentioned before, Pact Ethiopia does not have separate gender focal persons or 
gender specialist. Also for effective gender mainstreaming, staffs need to have the necessary 
knowledge, skills and attitude to carry out their work with gender awareness/sensitivity.   
 
To enhance staff capacity on gender planning and analysis, a number of trainings have been 
provided for staffs and partners in different projects (training provided on basic gender concepts 
and mainstreaming for Metebaber, “WORTH”, TEACH and Yekokeb Birhan project staffs). 
Quantitative data shows that 45% of staffs strongly agree that staffs have sufficient knowledge, 
skill and attitudes on addressing gender issues. Regarding training of staff on gender awareness 
and sensitization, the majority of respondents (52.5%) informed that gender awareness and 
sensitization training was provided to a limited extent; 22.5% responded that such trainings are 
provided to a moderate extent while 7.5% responded that they do not have information on this 
regard. Only 12.5% responded that such training was provided for staffs while 5% responded 
that such training has never been provided.   
 
In addition, 30% informed that training on gender planning, analysis, implementation, 
monitoring and evaluation was provided while 22.5% and 10% responded that such training has 
not been conducted at all and it is conducted to a moderate extent respectively. Only 5% staffs 
agreed that that gender planning, analysis, implementation, monitoring and evaluation was fully 
provided. Regarding training of senior management on gender integration, none of the 
participants responded that there has been any training on this regard. The majority of the 
participants (70%) responded that they do not know whether such training is conducted while 
22.5% agreed that such training was conducted to a limited extent. Limitations are also 



observed in accessibility of resources/reference material on gender for staff – only 5% of staffs 
confirmed that reference materials on gender are fully accessible.  
 
Regarding gradual increase of gender expertise among technical staff members, data from key 
informant interview indicate that increment in expertise has not been observed among technical 
staff and management at each level of responsibilities although there might be progress in terms 
of awareness on gender concepts. Quantitative data show that only 25.5% of staffs believe that 
trend of gender expert in the organization is increasing.  
 
Table 4: Staff opinion on staff knowledge and technical capacity on gender 

Gender mainstreaming in 
projects/programs  

Percentage (%) 

Not at 
all 
 

To a 
limited 
extent 

To a 
moderate 
extent 

To a significant 
extent 

Fully 
 

Don't  
know 

Training on gender 
planning, analysis, 
implementation, M&E 

22.5 
 

30 
 

10 
 

10 
 

5.0 
 

22.5 
 

Accessibility of 
resources/reference 
material on gender for staff 

10 
 

40 
 

10.0 
 

5 
 

5.0 
 
 

30 

Role of expertise on 
advocacy& lobby gender 
issues 

7.5 
 

22.5 
 
 

22.5 
 

22.5 
 

7.5 
 

17.5 

Training of staff on gender 
awareness and sensitization 

5 52.5 22.5 0 12.5 7.5 

Training of senior mgt on 
gender integration 

5 20 5. 0 0 70.0 

Trend of gender expert in 
the organization 

2.5  2.5 25.5  0 25. 25.5 

 
Regarding availability of effective mechanisms for co-ordination and consultation among staff in 
terms of gender learning data from key informant interview indicates that there is such a 
tradition of working together harmoniously, men and women. Quantitative data shows that the 
majority of staffs (37.5%) agree that staffs are enthusiastic to work on gender issues.  
 
 
 
 
 
 
 
 
 
 



 
 
In summary, Pact Ethiopia has shown commitment in terms of creating awareness and 
sensitization on gender issues for staff members and partners. From the data, it is found that a 
gradual increase of gender expertise has not been significantly observed. This could be 
attributed to the focus of being limited to awareness raising and sensitization. To make practical 
change on the ground, staffs‟ technical expertise should be enhanced and the trainings should 
be applicable, extensive and practical. In addition, as the data shows, management staffs have 
limited exposure to such trainings and there should be an improvement on this regard.  

3.1.3. FINANCIAL RESOURCE     

In some of the documents reviewed, allocation of budget for women empowerment activities is 
observed. In Metebaber project for instance financial resources are allocated particularly for the 
gender audit, gender mainstreaming, staff and partners training on gender, and community 
training and sensitization activities.  However, gender specific budget along with activities is not 
planned in both TEACH and Yekokeb Berhan projects. Data from key informant interviews 
indicate that specific budget for gender mainstreaming has not been consistently allocated. 
Budget has not also been allocated from organization‟s own resources for gender mainstreaming 
activities. Data from FGD also indicate that budget allocation for gender mainstreaming 
initiatives is not a regular practice. Quantitative data show that the majority of staffs (40%) 
responded that specific budget has not been allocated for gender mainstreaming initiatives while 
only 5% of the respondents informed that such budget is fully allocated. Regarding budget 
allocation for staff training, only 12.5% of staffs responded that this is fully practiced in the 
organization while 15% responded that budget has never been allocated. The remaining 17.5%, 
15%, 2.5% and 37.5% responded to a limited extent, to a moderate extent to a significant 
extent and do not know respectively.  
 
Table 5: Staff response on budget allocation for gender mainstreaming initiatives 

Budget allocation for 
gender  

Not at all 
 
 

To a limited 
extent 
 

To a moderate 
extent 
 

To a significant 
extent 
 

Fully 
 

Don't  
know 

Budget allocation to 
support gender 
integration 

40.0 10.0 12.5 2.5 5.0 30.0 

Budget allocation for 15.0 17.5 15.0 2.5 12.5 37.5 

2.5

2.5

25

37.5

12.5

20

0 5 10 15 20 25 30 35 40

Strongly disagree

Disagree

No opinion

Agree

Strongly agree

Don't know

Figure 2: Staff Opinion staff Enthusiasm to Work on gender issues 

Percentage (%)



training of staff on 
gender 

 
In summary, the data show that Pact Ethiopia has a practice of earmarking budget for specific 
women empowerment activities in projects reviewed for the audit; while consistent allocation of 
budget for gender mainstreaming activities is lacking. In fact some initiatives are observed; 
however such initiatives are project specific and are not seen across different projects. The 
organization should allocate budget from its own resources for gender mainstreaming activities 
(such as budget for GFPs, female staff capacity building, and for improving policy and practice).    

3.2. ORGANIZATIONAL ISSUES  

In this section, organizational policies (such as human resources procedures manual and 
strategic plan) are reviewed for their gender considerations.  Accordingly, the outcomes of the 
document review and interview and survey results are presented in this section.  

3.2.1. ORGANIZATIONAL POLICIES, STRATEGIES, & PROCEDURES  

Organizational human resource policy and procedures manual 
The human resource policy and procedures manual has a number of provisions on promoting 
female staff representation in the organization.  It states that women should be provided 
opportunities and space for participation at all levels and in different capacities and recognizes 
meaningful representation in the organization including senior management levels, not just 
balancing the statistics. The policy has the following key provisions: 
 

♂  Avoid discrimination against women with regard to employment and more efforts shall 
be made to identify and recruit female senior level positions,  

♂  Provide opportunity for women development and participation at all levels both 
horizontally and vertically,   

♂  Provide training and capacity building programs focusing on the special development 
needs of women at all levels;  

♂  Adapt flexibility to suit women‟s family responsibilities especially nursing mothers, and 
those living separate from families.  

♂  Maternity and paternity leave – maternity leave for three months and paternity leave of 
7 working days within a fifteen days period before or after delivery of the baby 

♂  Childcare and dependent care leave policy - breast-feeding time of one hour may be 
provided to a female employee after lunch hours until her baby becomes six months 
old‟‟.  

 



Pact Ethiopia staffs more or less has 
knowledge on existence of the HR policy. 
Data from the survey indicates that 77.5% 
of respondents to the fullest extent know 
about the existence of maternity, paternity 
and leave policy while 10% do not know 
about the existence of the policy. The 
remaining 12.5% responded that they to a 
moderate and limited extent know about its 
existence.  
 
However, gender awareness/skills are not 
included in their recruitment and selection 
process of the HR policy. Moreover, gender 
awareness is not evaluated in job 
performance reviews based on the policy 
document. Although the staff knowledge on 
the existence of the policy is very good, 
PACT ETHIOPIA needs to familiarize the 
major provisions of existing policies to staffs 
and partners.   
 

Gender Policy  
One of the evident gaps identified from this 
gender audit process through document review is the lack of a separate written, documented, 
and clearly understood gender policy in Pact Ethiopia. 
 

Strategic Plan (2006-2010)  
Pact Ethiopia‟s Mission and Vision statements (2006-2010) are shown in Box 5 opposite. The 
previous, 2006-2010 visions, missions and also values of the organizations are generally less 
responsive to gender in that they do not reflect what the organization is actually doing, its 
commitment and aspirations, and do not strongly commit the organization to promote gender 
equality and women‟s empowerment. Gender responsiveness of vision and mission has 
implications on resource allocation, as evidenced in this organization where most of the 
organization‟s resource allocation is geared more towards achieving what is stated in their 
mandate. 
 
 
 
 
 
 
 
 
 

Box 4: Best Practice on Integrating 
Gender issues into HR Policies 

 
Pact Ethiopia‟s Policy on HR takes a 
gendered approach. The policy makes 

clear that Pact Ethiopia subscribes fully to 
the doctrine of non-discrimination in 
employment regarding race, colour, 
nationality, ethnicity, disability, religion, 

sex, age, sexual orientation etc. It also 
specifically states that until a satisfactory 
gender balance, especially at the middle 

and a senior level is achieved, the 
recruitment of women will be encouraged. 
  

The policy also includes a separate title 
on „Gender „(i.e. # 11 and page 48) 
which takes a gender approach. The HR 
gender policy component states that 
…gender shall be mainstreamed in all 
aspects of the human resource policies 
and practices of Pact.  

    
 

 
 

 
 

 

Box 5: Pact Ethiopia Mission and Vision Statements (2006-2010) 
 
Vision: Pact Ethiopia would like to see an empowered society, whose social, 

political and economic rights are ensured. 
 
Mission: Pact Ethiopia enhances capacity of development partners to ensure the 

attainment of social justice and improved economic opportunities for a peaceful 
co-existence. 
 
Source:  Strategic Plan Summary Report Pact Ethiopia May 2006, PP7. 
 



The design and development of program goals, objectives implementation strategies are 
generally based on the conventional planning process focusing on the traditional needs 
assessment and prioritization with no gender analysis. Therefore, goals and objectives are not 
well informed of the practical and strategic gender needs/gaps coming out of a comprehensive 
gender analysis and hence gender related outcomes/targets are not well integrated with the 
strategic plan objectives and results. Correspondingly, major activities are more „women‟ focused 
than gender focused; and do not seem to have clear strategy on community participation, 
particularly for women, in the project cycle. This is very likely to compromise communities‟ sense 
of ownership and women‟s empowerment to manage programs. 
 

New Strategic Plan (2010-2015)  
Pact Ethiopia has developed new mission and vision statements, shown in Box 6 below. These 
indicate Pact Ethiopia‟s commitment to gender equality to a greater extent than previous 
statements. The mission statement emphasizes attainment of sustainable and equitable 
development through enhancing capacity building. 
 
Whilst the new Mission and Vision statements make direct reference to gender equality, these 
statements still do not demonstrate completely that Pact Ethiopia is committed to a gender 
equality approach. To fully demonstrate the commitment to gender equality within its mission 
and mandate, Pact Ethiopia could take inspiration from other organizations where this 
commitment is more fully integrated into mission and mandate.  

 
 
 
 
 
 
 
 
 
 
 
 
 
However, the audit survey shows that 20% of staffs reported that they do not believe that 
gender is being effectively considered in SPM while 37.5% of staffs responded that they do not 
know about this. Also, 15% and 15% of participants responded that gender is considered in the 
SPM to moderate and limited extent respectively. Only 5% of staffs responded that gender is 
fully considered in SPM.  

 
Anti Sexual Harassment policy  
Pact Ethiopia does not have a separate anti sexual harassment policy. There are certain 
provisions within the Human Resource manual where Pact Ethiopia recognizes the right of 
employees to work in an environment free of personalization, stigmatization and sexual 
harassment. Under the “Discrimination, Harassment and Retaliation” section; conducting 

Box 6: Pact Ethiopia New Mission and Vision Statements 
 
Vision: Pact Ethiopia aspires to see a peaceful and prosperous nation whose 

citizens‟ social, economic and environmental wellbeing is sustainably ensured. 
 
Mission: Pact Ethiopia works for the attainment of sustainable and equitable 

development through enhancing capacity development actors and communities, 
and by promoting partnership and inter- sectoral linkages 
 
Source: Country Strategy Plan Document (2010-2015), PP4. 
 



constituting prohibited sexual harassment and reporting procedures are stated. However, such 
provisions are not sufficient enough to prevent sexual exploitation and abuse of staffs and 
beneficiaries.  
 

Summary of gaps 
In summary, pact Ethiopia doesn‟t have written gender policy as well as separate anti sexual 
harassment policy. In the organizational human resource policy and procedures manual, there 
are some provisions of promoting female representation and capacity development. But, Pact 
Ethiopia should have separate gender and anti harassment policies. The anti harassment policy 
should be supported by a clear and confidential complaining procedure and investigation 
guideline. There should also be trained personnel to conduct investigations. Pact Ethiopia  should 
be part of /if not already/ HR working groups established by INGOs operating in Ethiopia to 
share lessons and experiences on designing and implementing such policies and procedures. 
Pact Ethiopia should also build the capacity of HR staffs on such issues.  
 
The other major gap observed in the HR policy and procedures manual is lack of clear guidelines 
of recruitment and promotion procedures that encourage female staff recruitment and 
promotion. There are encouraging provisions of creating family friendly working environment 
such as breast feeding policies to help women execute child care responsibilities.   
 

Organizational Culture  
Key informant interview indicates that diversity consideration at Pact Ethiopia is acceptable. 
Quantitative data indicates that only 5% of the respondents believe that gender sensitive 
behavior is being promoted in Pact Ethiopia; 25% responded gender sensitive behavior is being 
promoted to a significant extent. The remaining 20% , 22.5% and 12.5% responded that gender 
sensitive behavior is being promoted to a moderate extent, to a limited extent and not at all 
respectively. In addition, 37.5% of staffs reported that there is openness to a moderate extent 
to discuss gender issues in the organization; while 22.5% and 12.5% responded to a limited 
extent and not at all respectively. Only 5% of staffs responded that openness on gender issues is 
being fully practiced. Regarding promotion of gender sensitive behavior to prevent sexual 
harassment, only 2.5% of respondents informed that this is fully practical. 22.5% agree that 
promotion of gender sensitive behavior to prevent sexual harassment is practiced to a limited 
extent while 10% responded this is not a practice at all. In addition, 7.5% of the respondents 
believe that there is gap among women on viewing gender issues, while 22.5% believe that 
there is gap to a significant extent. Please see the table below for detail information. 
 

Table 6: Participants’ opinion of Pact Ethiopia’s organizational culture  

Organizational Culture  Percentage (%) 

Not at 
all 
 
 

To a limited 
extent 
 

To a moderate 
extent 
 

To a significant 
extent 
 

Fully 
 

Don't  
know 

Promotion of gender 
sensitive behavior 

12.5 22.5 20 25 5 15 

Openness to discuss 12.5 22.5 37.5 7.5 2.5 2.5 



gender issues in the 
organization 

promotion of gender 
sensitive behavior to 
prevent sexual harassment 

10 22.5 12.5 12.5 2.5 40 

Gap among women on 
viewing gender issues 

7.5 27.5 15 22.5 10 17.5 

 

Regarding the participation of male and female staffs in the organization‟s meetings and events, 
5% of respondents responded that the meetings are dominated by male staffs while 62.5% 
disagree that meetings are dominated by male staffs while only 17.5% responded that they 
strongly disagree In addition, 40% of the respondents informed that time is available for women 
and men to establish personal networks while 27.5% strongly disagree. Only 10% of staffs agree 
on the availability of time to establish networks. Over all, it is possible to infer that there is 
enabling environment in the organization for participation of both sexes both internally and 
externally (using personal networks).   
 
                  Table 7: Staff response on the organizational culture  

Organizational Culture Percentage (%) 

Strongly 
disagree 

Disagree Agree Don't know 

Meetings of Pact Ethiopia 
is dominated by men 

17.5 62.5 5.0 15.0 

Values on the work of 
women and men 

35.0 47.5 - 17.5 

Time  available for 
women and men to 
establish personal 
networks 

27.5 40.0 10.0 22.5 

3.2.2. STAFFING AND HUMAN RESOURCES 

Data from key informant interviews indicate that one of the proactive strategies employed by 
Pact Ethiopia to promote women in recruitment is setting a condition with project partners that 
project agreements wouldn‟t be signed unless more women are recruited and assigned to certain 
positions in different areas. This strategy has been proved to be effective to see more positions 
assumed by women while the recruitment procedures need to be competency based. Such 
actions also show a demonstrated political will of Pact Ethiopia‟s senior management. 
Recruitment of women in men profiled fields is being seriously attempted by Pact Ethiopia. An 
evidence for this is the recruitment of a female driver. From the quantitative data, 30% of staffs 
responded that Pact Ethiopia‟s senior management is fully committed to bringing women in 
senior levels; while 20% responded to moderate extent and 7.5% do not believe that 
management is committed to promoting female staffs to senior management positions. In 
addition, 37.5% of staffs agree on the availability of proactive strategies to recruit women in the 
organization, 7.5% and 12.5% responded strongly disagree and strongly agree respectively.  
 



              Table 8: Staff response on staffing and human resources  

 

 

According to FGD participants, Pact Ethiopia has proactive strategies to recruit and promote 
women in the organization (unlike what is mentioned in the HR section). Focus group 
discussants also said that, it is sometimes impossible to get women as desired although there 
are fair recruitment procedures. They argued that more women should be represented at 
management level; and such representation should not be meaningful - the number of women 
doesn‟t show representation and the level of responsibility they assume. Data from the 
document review indicate that 38% of Pact Ethiopia staffs (from Addis Ababa office) are females 
while 62% are males.   
 
            Table 9: Staff sex distribution across all programs/units  

Program/Unit Male Female Total 

Number Percentage Number Percentage 

CD/ACD 0 0% 2 100% 2 (100%) 

Admin And HR 28 74% 10 26% 38 (100%) 

CDI 3 100% 0 0% 3(100%) 

Finance and Grant 13 48% 14 52% 27(100%) 

HVC 5 63% 3 38% 8(100%) 

IQPEP 1 33% 2 67% 3(100%) 

LIVELIHOOD 0 0% 4 100% 4(100%) 

PAD 8 62% 5 38% 13(100%) 

Teach 14 74% 5 26% 19(100%) 

Total Number of Staff 
Based in A.A 

72 62% 45 38% 117 

 

Still there is low representation of women in Pact Ethiopia‟s staffs and Pact Ethiopia should revise 
its recruitment procedures to enhance increased representation of women especially in senior 
management levels through enhancing the capacity of existing female staffs and promoting 
them to assume better position 

Staffing and human 
resources 

Percentage (%) 

Strongly 

disagree 

Disagree Agree Strongly 

Agree 

Don't 

know 

Promotion of team 
work comprising 
women and men 
equally 

12.5 5.0 32.5 32.5 17.5 

Increase in the 

number of gender 
expert 

10.0 15.0 37.5 12.5 25.0 

Proactive strategies to 
recruit women in the 
organization 

7.5 10.0 37.5 12.5 32.5 



3.2.3. ACCOUNTABILITY AND INSTITUTIONAL STRUCTURE    

This section assesses the extent to which the organization has institutional systems and 
structures in place to support its commitment to address inequalities. Inclusion of gender in staff 
job description and performance objectives is one mechanism of ensuring that commitments are 
being enforced by staff, especially by senior managers. Data from key informant interviews 
indicate gender is not included in job performance objectives. Key informants interviewees 
stressed that to make the issue everybody‟s responsibility the dedication of management is very 
essential because management has more power to institutionalize the issue. Key informants also 
informed that gender is incorporated in job description in its detailed form (there is no secondary 
data from review of job descriptions.). From the quantitative data, 70% staffs responded that 
gender awareness is not included in the job performance; while 12.5% responded that it is 
included to a limited extent.  
 

 
 

                         Table 10: Accountability and institutional structures 

 Percentages (%) 

Accountability and institutional 
structures 

Strongly 
disagree 

Disagree Agree Strongly 
Agree 

No 
opinion  

Don't 
know 

 Competency of Pact Ethiopia  
on gender issues 

2.5 2.5 42.5 2.5 30.0 20.0 

Pact Ethiopia  could do more 
than what it is currently 
working on gender 

35.0 5.0 35.0 - 15.0 10.0 
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Figure 3: Staff response on inclusion of gender awareness in Job Performance  
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SECTION IV: RECOMMENDATIONS  

4.1. PROGRAM ISSUE  

Major gap  

 Inadequate gender mainstreaming practices in programs and internal practices 

Recommendations to fill the gap  

♂  Review programs/projects from gender equality perspectives and design 
programs/projects‟ objectives, strategies, and activities as to incorporate the needs of 
men, women, boys and girls; 

♂  Develop standard gender mainstreaming checklists, tools and guidelines to assist the 
integration of gender in programs/projects;  

♂  Revise the existing  Performance monitoring plan (PMP);  
© Develop quantitative and qualitative gender specific indicators for all 

projects/programs,  
© Consistently use gender disaggregated data for analysis, planning and 

reporting, 
© Equally involve male and female beneficiaries in the monitoring and 

evaluation process as targets. 

♂  Conduct a gender analysis in program/project implementation areas and use the 
findings for planning and learning,  

♂  Design strategies of engaging men and boys as allies in promoting gender quality 
across all projects as relevant.  

♂  Develop the technical capacity of staffs on gender mainstreaming practice  
© Organize trainings on gender integration focusing on basic concepts, legal 

and policy frameworks, and existing standardized tools (i.e. Harvard and 
Moser frameworks for instance) and checklists of gender analysis and 
mainstreaming including the application of these tools in programs/projects 
for staffs and partners,  

© Conduct regular (monthly, quarterly, etc) staff discussions on emerging 
gender issues, 

© Develop gender induction pack and promote its application for staffs and 
partners  

♂  Allocate budget for gender mainstreaming and women empowerment activities 
regularly for every project and from organization‟s own resources  

 
 
 
 
 



4.2. ORGANIZATIONAL ISSUES 

 

Major gap 
Existing policies and procedures are inadequate to effectively promote gender equality within the 
organization     
 

Recommendations 

♂  Develop gender equality policy  
 

© Develop policy implementation guideline/strategy 
© Communicate the policy among staffs and partners  
© Ensure senior managers are held accountable in enforcing the gender policy 
© Put in place effective monitoring mechanism for effective implementation of 

the policy 
 

♂  Develop and enforce Anti Sexual Harassment policy including investigation guideline 
and complaining procedures:  
 

© Provide induction for staffs on the policy, investigation guideline and 
complaining procedures;  

© Allocate budget for training and awareness raising on the policy prevention 
and reporting procedures;  

© Monitor and review policy implementation.  

♂  Review organizational polices strategies, and procedures from gender perspectives. 

♂  Promote women‟s participation in organizational meetings and events,  

♂  Ensure that the safety and security of female staffs travelling to field offices are 
maintained through enforcing security guidelines.  

♂  Review HR Manual and incorporate provisions related to taking special measures 
including affirmative action for recruitment and promotion of women in senior 
management positions (examples include: enhance the capacity of existing female 
staffs and promote them to senior positions based on competency; ensure that at least 
one female candidate is shortlisted for senior management positions; employ head 
hunting to get highly qualified female candidates, etc). 

♂  Recruit senior management based on experience, understanding and commitment to 
gender equality; 

♂  Include promotion of gender equality in the job description and annual plan of action of 
senior staff and monitor its implementation;  

♂  Identify capacity development needs of senior management and address where 
needed.  

♂  Include gender mainstreaming as agenda item in senior management meetings 

♂  Employ competency-based recruitment procedures  



♂  Assign women in non-traditional positions to break stereotypes (there are certain 
positions traditionally considered as „women‟s positions‟ – such as secretary, office 
attendant, gender focal person, etc.) 

♂  Enhance the capacity of female staffs using different strategies /secondment, training, 
support of education fees, etc/, 

♂  Encourage internship of female students. 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 

 

 

 

 

 

SECTION V: ACTION PLAN  

 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
 
 
 
 
 
 
 



ANNEXES  

Annex A: Gender Audit Key Informant Interview Guide 
General 
Date___________________________ 
Name of the interviewer ____________________ 
Name of the 

supervisor______________________ 
“Hello, I am ------------------------------------- we are here with my colleague to learn your 
experience on implementation of gender in your organization. We do this assessment to find 
gaps and challenges that exist in your organization and to improve your understanding about 
gender equality. We emphasize that there exist no good and right actions and answers and 
that talking is voluntary. We would like you to share your honest feelings that you have noted 
in your experience. For careful data collection everything that you say here will be kept 
confidential, and your names and any other identifying information will not be used in any 
report coming from this research.  
Can you allow us?  
If yes; “Thank you for allowing us for this interviewer. Know that you have the right to ask 
anything you are not clear with and to stop the recording at any time.” 
No; “Thank you, we appreciate your honesty.”  
Yes I am willing _________________ Please put your name and signature and Continue. 

Thank you! 
 

Guide Questions 
1. Do you agree that management rather than technical staff are responsible for the 

development and implementation of gender mainstreaming? 
2. Does the management show respect for diversity in work and management styles in 

your organization? How do you show this? 
3. Is addressing gender issues included in your job performance criteria? 
4. How are gender issues addressed in your organization? 
5. Has your organization budgeted adequate financial resources to support gender? 
6. Is staff training in gender integration and gender analysis systematically budgeted in 

your organization? 
7. Are good performance in gender integration and achievement of gender equality 

goals rewarded at your organization? 
8. Does your organization promote teamwork, involving both men and women as equal 

partners – including in different committees? 
9. Do you think there has been a gradual increase over the past few years of gender 

expertise among staff members at your organization (e.g., more training on gender, 
hiring more people with knowledge of gender, etc.)? 

10. Do you have proactive strategies to recruit or promote women in your organization? 
11. Any other comments? 

 
Annex B: Focus Group Discussion Guide 
 



General 
  
 “Hello, I am -------------------------------------, we are here with my colleague to learn your 
experience on implementation of gender in your organization. We do this research to find 
gaps and challenges that exist in your organization and to improve your understanding about 
gender equality. We emphasize that there exist no good and right actions and answers and 
that talking is voluntary. We would like you to share your honest feelings that you have noted 
in your experience. For careful data collection everything that you say here will be kept 
confidential, and your names and any other identifying information will not be used in any 
report coming from this research.  
Can you allow us?  
 
If yes; “Thank you for allowing us for this FGDs. Know that you have the right to ask anything 
you are not clear with and to stop the recording at any time.” 
No; “Thank you, we appreciate your honesty.”  
Yes I am willing _______Please put your name and signature and Continue with the FGDs                                          
 
Thank you!! 
 
Guide Questions 

1. In your opinion, what are the characteristics of an ideal worker at your organization? 
Probe! 

2. How does your organization promote gender equality? 
3. What do you think your organization should do to promote gender equality in its 

internal operations and policies? 
4. Please describe any successes or challenges you have experienced in integrating 

gender in programming or other aspects of work in your organization? 
5. Do you think your organizational culture places higher value on the way men tend to 

work and less value on the way women tend to work? So why?  
6. This question gas been crossed off. 
7. If gender is not well integrated and incorporated in your organization, what are the 

limitations? What is your opinion on how this can improve it? 
8. What is expected from the management of your organization to implement gender 

equality? 
9. What is expected from the public relation of your organization to implement gender 

equality? 
10. What is expected from each employee of your organization to implement gender 

equality 
11. Discussion about gender institutional issues SLOT exercise to try and unpack some of 

these Can you please identify?  
a) The main institutional strengths in the organization to mainstream gender;  
b) The main limitation in gender in mainstreaming gender;  
c) The main opportunities we can make use of 
d) Main constraints to overcome 

12. Any Other Comments   



   Annex C: Key informant Interview Participants  
 
 (a) Key informant Interview Participants  

1. Leslie Mitchell, Country Directress  
2. Yodith Yimenu, Metebaber Program Officer 
3. Makda  Getachew, Education Program Officer 
4. Yemane Kejela, Senior Admin and HR Manager 
5. Tadesse Alemayehu, Procurement and Administration Manager 
6. Dereje Getahun, Senior MERL Manager 
7. Metaligne Ayehu, MERL Manager 

 
    Annex D: FGD Participants 
    Table 13: List of Focus Group Discussants and their Profile  

No Name  Sex  Education 
Level  

Department  Position Service Year 
in Pact  

1 Mulugeta Wordofa Male BA Finance & Admin Senior Officer 6 

2 Blen Mekonnen Female MBA Program Senior Officer 3 

3 Sebsibe Tilahun Male Certificate Finance & Admin Admin Officer 16 

4 Benyam Akalu Male MA Program Program Manager 5 

5 Asnakech Tefera  
  

 

Female Mcs MERL  MERL Officer 2 

6 Helen Awoke Female BA Finance & Admin SCEPS Officer 2.5 

7 Lula Ahmed Female 10th Grade  Finance & Admin Janitor/Cleaner  

8 Bezawit Bekele Female  MA Capacity 
Development   

CDU Manager  2 

9 Fikre Korawe Male  11th Grade Finance & Admin Guard 12 

10 Selamawit Menkir  Female  MA Program  Livelihood Program 
Manager   

4 
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