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Apstrakt: Rad predstavlja sveobuhvatnu analizu novog ,Globalnog vodica za praksu: Okvir kompeten-
cija interne revizije” koji je Institut internih revizora (llIA Global) objavio 2025. godine kao odgovor na rastuce
zahteve savremenog poslovnog okruZenja. Vodic predstavlja prvi sistematican pristup definisanju i proceni
kompetencija koje su potrebne savremenim internim revizorima, po pozicijama i funkcijama u profesiji. Rad
analizira kako novi okvir odgovara na kljucne nedostatke identifikovane u akademskoj literaturi poslednje
decenije, posebno u oblasti mekih vestina, tehnoloske pismenosti i evolucije uloge internog revizora ka stra-
teskom savetniku. Kroz detaljnu analizu strukture okvira, postupka procene kompetencija i jedanaest defini-
sanih profila uloga, rad pokazuje kako ovajinstrument omogucava organizacijama sistematicno upravljanje
ljudskim resursima funkcije interne revizije. Prakticna vrednost okvira ogleda se u mogucnostiidentifikovanja
jazova u kompetencijama, planiranja ciljanih programa razvoja i demonstriranja uskladenosti sa Globalnim
standardima interne revizije. Rad zakljucuje da novi okvir predstavlja znacajan napredak u profesionalizaciji
interne revizije i njen odgovor na izazove digitalne transformacije
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uvoD

Prema Izjavi o svrsi interne revizije, ,interna revizija jaca sposobnost organizacije da
stvori, zastiti i odrzi vrednost tako $to odboru i rukovodstvu pruza nezavisno, objektivno
i na riziku zasnovano uveravanje, savet, uvid i predvidanje” (6).

Ostvarenje ove svrhe zahteva da interna revizija aktivno doprinosi postizanju orga-
nizacionih ciljeva, unapredenju procesa upravljanja, upravljanja rizicima i kontrolnih
mehanizama, kao i donosenju odluka i sprovodenju nadzora. Istovremeno, savremena
interna revizija mora da odgovori na sve sloZenije izazove poslovnog okruzenja, ukljucu-
juci digitalizaciju, promene u regulatornim okvirima i rastuce zahteve za transparentno-
$¢u i odgovornoscu. Posebno se od nje ocekuje da doprinese jacanju ugleda organizacije
kod zainteresovanih strana i njenoj sposobnosti da deluje u javnom interesu.

Kljucno pitanje koje se postavlja jeste: kako interna revizija moze da odgovori na ove
rastuce zahteve i o¢ekivanja? Da bi unapredili sposobnost pruzanja uveravanja, saveta,
uvida i predvidanja, od internih revizora se ocekuje kontinuirani razvoj kompetencija
— kako na individualnom, tako i na kolektivnom nivou. Ova potreba za profesionalnim
usavr$avanjem nije samo preporuka, ve¢ obaveza koja proizlazi iz vazecih profesionalnih
standarda.

Analiza Standarda 10.2 — Upravljanje ljudskim resursima — pokazuje da efektivno
funkcionisanje interne revizije zahteva adekvatne ljudske resurse, odnosno odgovarajucu
kombinaciju znanja, vestina i sposobnosti neophodnih za realizaciju plana interne revizije
(6). Ispunjavanje ove obaveze podrazumeva kontinuiranu procenu sposobnosti pojedi-
nac¢nih revizora i podsticanje njihovog profesionalnog razvoja. Time se pred organizaciju
postavlja konkretna potreba za sistemati¢nim pristupom upravljanju kompetencijama.

Prepoznajudi ovu potrebu, Institut internih revizora objavio je posebnu smernicu pod
nazivom Vodic¢ za globalnu praksu: Okvir kompetencija internih revizora. Ovim doku-
mentom sistematski su uredeni procesi ocenjivanja postoje¢ih individualnih i kolektiv-
nih kompetencija, usmeravanja razvoja ka sticanju novih znanja i vestina, kao i njihovo
uskladivanje sa organizacionim prioritetima i eksternim faktorima trzi$nih promena.

Prakti¢na primena okvira zasniva se na metodoloskom pristupu koji objedinjuje teo-
rijske osnove sa konkretnim alatima za procenu kompetencija. Ovaj pristup obuhvata
strukturiran skup zahteva i kriterijuma, operacionalizovan kroz standardizovane obrasce
i $ablone za ocenjivanje. Takva sistematizacija obezbeduje konzistentnost i objektivnost
u evaluacionom procesu, $to je od sustinskog znacaja za ocuvanje kredibiliteta profesije.
Zahtevi i kriterijumi definisani su u skladu sa Globalnim standardima interne revizije,
koji preciziraju obaveze pojedinac¢nih revizora, supervizora angazmana i izvr$nih ruko-
vodilaca funkcije interne revizije.

Implementacija Okvira kompetencija interne revizije omogucava organizacijama da sa
ve¢om sigurno$c¢u upravljaju ljudskim resursima funkcije interne revizije, obezbedujuci
da se oc¢ekivanja postavljena pred ovu funkciju ispune u potpunoj uskladenosti sa Glo-
balnim standardima interne revizije.
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PREGLED LITERATURE

Nadovezujudi se na potrebu za sistemati¢nim pristupom razvoju revizora, analiza rele-
vantne akademske literature i stru¢nih publikacija otkriva jasan konsenzus oko klju¢nih
kompetencija neophodnih savremenim internim revizorima. Istrazivanja sprovedena
$irom sveta, od Juzne Afrike do Kanade i Indonezije, konzistentno identifikuju tri stuba
razvoja profesije: meke vestine i komunikaciju, tehnoloske i analiticke kompetencije, i pre-
lazak ka ulozi strateskog savetnika. Kroz ovo poglavlje autori izlazu pregled ovih saznanja
i analizira se na koji na¢in novi “Okvir kompetencija interne revizije” Instituta internih
revizora (ITA) odgovara na identifikovane potrebe i nedostatke. (7)

Vazna tema u savremenoj literaturi jeste presudan znacaj, ali i hroni¢an nedostatak,
razvijenih mekih vestina kod internih revizora. Vise studija potvrduje da tehnicko znanje
samo po sebi viSe nije dovoljno. Prakti¢no od samih pocetaka diskusije o modernizaciji
profesije, jedna od najdominantnijih tema jeste presudan znacaj, ali i hroni¢an nedosta-
tak, razvijenih mekih vestina. Jos je Common Body of Knowledge (CBOK) izvestaj iz
2015. godine pokazao da se revizori ose¢aju najkompetentnijim u oblastima profesionalne
etike i komunikacije (9, 2). Medutim, brojne kasnije studije ukazuju na znacajan rasko-
rak izmedu samopercepcije i stvarnih potreba trzista. Istrazivanje sprovedeno u Juznoj
Africi istice da su adaptibilnost, komunikacija, kriticko razmisljanje i timski rad klju¢ne
netehnicke vestine za nove revizore (8). U sli¢cnom kontekstu, Coetzee & du Plessis (4)
identifikuju cak 21 specifi¢nu “face-to-face” meku vestinu, poput empatije, aktivnog slu-
$anja i resavanja konflikata, i zaklju¢uju da su dotadasnje smernice IIA po ovom pitanju
bile fragmentirane. Studija Steyn et al. (11) potvrduje ovaj raskorak, navodeci da su vestine
poput uticanja, pregovaranja i ubedivanja ocenjene kao izuzetno vazne, ali nedovoljno
razvijene kod revizora. U istom smeru, Anti¢ i Bogeti¢ (1) naglasavaju kompetencije za
reSavanje problema kao klju¢ne, povezujuci analiticko i kreativno razmisljanje sa spo-
sobnosc¢u organizacije da efikasno odgovori na izazove i povec¢a zadovoljstvo korisnika.

Novi Okvir kompetencija ITA direktno adresira sve ove nedostatke. Uvodenjem kate-
gorije “Profesionalne kompetencije” (Professional Competencies), koja sadrzi potkatego-
rije kao $to su “Profesionalna komunikacija” (Professional Communications), “Liderstvo”
(Leadership) i “Pregovaranje i upravljanje konfliktima” (Negotiation and Conflict Mana-
gement), ITA sistematski odgovara na zahteve struke i akademske zajednice za eksplicit-
nim definisanjem i razvojem ovih vestina.

Drugi stub na kome se temelji kompetentnost savremenog internog revizora jeste
tehnoloska pismenost. Naime, paralelno sa zahtevima za unapredenjem mekih vestina,
dogodila se i tehnoloska revolucija koja je fundamentalno promenila poslovno okruzenje.
Era Industrije 4.0, kako isti¢u Dasi¢ i Anufrijev (5), donela je automatizaciju rutinskih
zadataka i nametnula potrebu za potpuno novim setom znanja u domenu vestacke inte-
ligencije, analitike velikih podataka i blockchain tehnologije. Mozda male organizacije
to jo$ ne uvidaju, ali taj tehnoloski talas direktno uti¢e na racunovodstvenu i revizorsku
profesiju, transformisuci tradicionalne uloge. Studija Setyaningrum et al. (10) u Aziji
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otkriva veliki jaz u tehnolo$kim znanjima, naglasavajuci da revizori moraju ovladati agil-
nim metodologijama revizije i analitikom podataka. Slicno tome, medunarodna studija
autora Vitalis, Boritz & Simeoni (12) zakljucuje da ¢e budu¢i interni revizori morati da
poseduju znacajno $iri spektar kompetencija od tradicionalnog poznavanja ra¢unovod-
stva i finansija, sa posebnim akcentom na IT i analitiku podataka. Njihovo istrazivanje
je bilo toliko jasno po ovom pitanju da su predlozili uvodenje potpuno nove, zasebne
kategorije za Informacione tehnologije u Okvir kompetencija, $to je IIA koliko ¢e se videti
u nastavku rada, kasnije i usvojio. Naime, okvir kompetencija ITA iz 2025. godine pre-
poznaje ovu promenu paradigme. U okviru kategorije “Kompetencije operativnog pod-
rucja” (Operational Area Competencies), uvedene su specificne potkategorije “Analiza
podataka” (Data Analysis), “Kiberneticka sigurnost” (Cybersecurity) i “Informaciona
tehnologija” (Information Technology). Sve to potvrduje da su napredna analitika, razu-
mevanje ERP sistema i IT bezbednosti postale fundamentalne, a ne vise samo pozeljne
vestine za interne revizore.

Konac¢no, sinergija mekih vestina i tehnoloske pismenosti omogucava evoluciju uloge
internog revizora od tehnickog kontrolora ka stratesSkom partneru menadzmenta. Zani-
mljivo je da je jos izvestaj Rose iz 2015 (9) pokazao da su se revizori osecali najmanje
kompetentnim u tehnickim oblastima kao $to su poznavanje IPPF-a, upravljanje, rizik
i kontrola (GRC) i poslovna pronicljivost (Business Acumen). Dakle sve to sugerise da,
iako su tehnicke osnove vazne, pravi izazov lezi u njihovoj primeni u strateskom kon-
tekstu organizacije (3). Kasnije je ovaj nalaz potvrduje i Adam Vitalis, J. Efrim Boritz i
Laura Simeonial koji su u svojoj studiji pokazali da, iako su tehnicke vestine “pretpostav-
ljene”, poslodavci sve vise traze “Siru poslovnu pronicljivost” i sposobnost interakcije sa
poslovnim jedinicama radi dodavanja vrednosti. Setyaningrum et al. (8) idu korak dalje,
primecujuci da se od internih revizora, sa sazrevanjem sistema upravljanja podacima,
sve vi$e ocekuje preuzimanje liderske uloge. Sve navedene trendove je takode prepoznao
globalni ITA iintegrisao u novi Okvir. Kroz potkategorije kao $to su “Liderstvo” (Leaders-
hip), “Strategija” (Strategy) i “Poslovna pronicljivost” (Business Acumen to jest implicitno
kroz druge kategorije), Okvir formalno priznaje da uloga internog revizora evoluira ka
proaktivnom savetniku koji mora biti sposoban da pruzi uvid i predvidanje, i time utice
na strate$ko odlucivanje.

Dakle, novi “Okvir kompetencija interne revizije” ne predstavlja samo interni doku-
ment profesije, ve¢ sistematican i sveobuhvatan odgovor na klju¢ne izazove i nedostatke
koji su godinama unazad identifikovani u nau¢noj i stru¢noj literaturi. On pruza jasan
putokaz za transformaciju interne revizije u funkciju koja je sposobna da ispuni svoju
svrhu - da stvara, 8titi i odrzava vrednost organizacije u 21. veku.
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STRUKTURA OKVIRA KOMPETENCIJA

Okvir kompetencija interne revizije'™ (7) predstavlja fundamentalan alat za sistemati¢nu
strukturiranje i procenu kompetencija potrebnih u profesiji interne revizije. Ovaj okvir je
dizajniran kao fleksibilan instrument koji predstavlja kompetencije u Cetiri Siroke grupe
kategorija znanja i vestina i 28 podkategorija specifi¢nih znanja i vestina koje se mogu
prilagoditi tako da odrazavaju prioritete i strukturu organizacije.

Okvir kompetencija interne revizije sastoji se iz tri medusobno povezana segmenta
koji ¢ine celinu sistemskog pristupa upravljanju kompetencijama.

Prvi segment, zahtevi Globalnih standarda koji se odnose na kompetencije, a koje
pokrivaju i pojedinacne interne revizore i funkciju interne revizije kao celinu. Ovaj deo
predstavlja normativan osnov za ceo okvir i definiSe minimalne zahteve koje profesija
postavlja pred svoje prakticare. Interni revizori mogu imati operativne i nadzorne uloge.
Izvrsni rukovodioci revizije su odgovorni za upravljanje funkcijom interne revizije.
Clanovi odbora za reviziju su odgovorni za nadzor funkcije interne revizije. Zahtevane
kompetencije navedene su u domenima: Domen II Etika i profesionalnost, Domen III
Upravljanje funkcijom interne revizije, Domen IV Rukovodenje funkcijom interne revi-
zijei Domen V Pruzanje usluga interne revizije.

Drugi segment - matrica kompetencija. U ovom segmentu navode se znacajne grupe
oblasti znanja i vestina (8iroke kategorije i pojedinacne kompetencije), zajedno sa standar-
dizovanim ocekivanjima nivoa stru¢nosti. Dakle drugi deo predstavlja srce celokupnog
okvira, jer operacionalizuje apstraktne zahteve standarda u konkretne, merljive kompe-
tencije. Cetiri $iroke kategorije znanja i vestina odnose se na:

I. Kompetencije interne revizije.

Siroka kategorija kompetencija interne revizije obuhvata slede¢a znanja i vestine:
1. Medunarodni okvir profesionalne prakse;

2. Etikaiprofesionalnost;

3. Program obezbedenja i unapredenja kvaliteta;

4. Metodologije revizije;

5. Integrisano i koordinisano uveravanje; i

6. Izvestavanje o rezultatima.

Sve navedene kompetencije predstavljaju tehnicko jezgro profesije i obuhvataju spe-
cifi¢na znanja koja razlikuju interne revizore od drugih profesionalaca u organizaciji.
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II. Profesionalne kompetencije internih revizora.

Siroka kategorija profesionalnih kompetencija obuhvata slede¢a znanja i vestine:
1. Liderstvo;

2. Profesionalna komunikacija;

3. Pregovaranje i upravljanje konfliktima;

4. Analiza podataka; i

5. Upravljanje projektima.

Dakle ova druga kategorija obuhvata ono $to literatura oznacava kao “meke vestine”,
koje su se pokazale kao kriti¢ne za uspes$no obavljanje revizorskih funkcija u savreme-
nom poslovnom okruzenju.

III. Kompetencije za upravljanje organizacijom i upravljanje rizicima.

Siroka kategorija koja obuhvata slede¢a znanja i vestine:
1. Upravljanje organizacijom;

2. Strategija;

3. Upravljanje rizicima preduzeca;

4. Uskladenost sa propisima;

5. Prevara;

6. Otpornost organizacije; i

7. Odrzivost.

Treca grupa kompetencija omogucavaju internim revizorima da razumeju siroki kon-
tekst poslovanja i doprinose strateSkom upravljanju organizacijom.

I'V.Kompetencije za oblasti poslovanja.

Svaka $iroka kompetencija obuhvata veéi broj podkategorija znanja i vestina. Siroka

kategorija iz oblasti poslovanja obuhvata sledec¢a znanja i vestine:
1. Rac¢unovodstvo;

Upravljanje odnosima s kupcima;

Sajber bezbednost;

Finansije;

Ljudski resursi;

Informacione tehnologije;

Marketing;

Prodaja;

Upravljanje lancem snabdevanja; i

Ostali znacajni sektori, funkcije ili procesi.

90 0N QU W
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Ova kategorija reflektuje raznovrsnost savremenih organizacija i potrebu inter-
nih revizora da razumeju specifi¢nosti razlic¢itih poslovnih funkcija u kompaniji, to je
posebno znacajno u velikim revizorskim funkcijama, gde postoje sluzbe, pa je jasno da
¢e se zahtevati jedna vrsta kompetencija od internog revizora za finansije i racunovod-
stvo, druga od internog revizora za informacione tehnologije i sisteme, a treca od revi-
zora za brigu o korisnicima.

Treci segment, koji ¢ine prakti¢na primena i alati, opisuje se nacin upotrebe Okvira
kompetencija internih revizora i daje se skup obrazaca/$ablona koji se koriste detaljno
se objagnjava metodologija implementacije okvira kroz konkretne alate i procese koji se
koriste za prepoznavanje i procenu kvaliteta merodavnih kompetencija, usmeravanje
daljeg kontinuiranog razvoja i uskladivanje sa zahtevima Globalnih standarda. Ovaj
segment ¢ini okvir prakti¢no upotrebljivim i omogucava organizacijama da ga efikasno
implementiraju u svoju praksu upravljanja ljudskim resursima.

Graduisana struktura struénosti

Okvir kompetencija prepoznaje Cetiri nivoa strucnosti internih revizora: osnovni, sred-
nji, napredni i ekspertski nivo, koji su uskladeni sa tipi¢cnim ulogama i odgovornostima
u samom radu internih revizora. Navedena graduisana struktura omogucava objektivno
merenje napretka i identifikovanje potreba za dodatnim razvojem, §to je u skladu sa princi-
pima kontinuiranog profesionalnog usavr$avanja koje zahtevaju Globalni standardiinterne
revizije. Odnos kategorija znanja i vestina i nivoa struc¢nosti ilustrujemo slede¢com matricom:

Ilustracija 1: Matrica kompetencija znanja i vestina i nivoa stru¢nosti

Nivoi i karakteristike stru¢nosti
Siroka " Podk.at_egovrl!a Osnovna Srednji nivo Napredna Ekspertska
kategorija znanjaivestina
Kompetencije | Medunarodni Klju¢nereci: Kljucne reci: Klju¢ne redi: Kljucne reci:
internerevizije |okvir Razume... Primenjuje; Samostalno Savetuje
profesionalne potrebno procenjuje, rukovodi/ odborinajvise
prakse; itd. usmeravanje i vrednuje dizajnira/ rukovodstvo
nadzor priprema Dizajnira Pruza
stru¢no vodstvo
Profesionalne | Liderstvo;itd. Kljucne reci: Kljuéne reci: Klju¢ne reci: Kljucne reci:
kompetencije Razume.... Primenjuje; Samostalno Savetuje
internih potrebno procenjuje, rukovodi/ odborinajvise
revizora usmeravanje i vrednuje dizajnira/ rukovodstvo
nadzor priprema Dizajnira Pruza
stru¢no vodstvo
Pompetencije | Upravljanje Kljucne reci: Klju¢ne reci: Kljué¢ne reci: Klju¢ne redi:
zaupravljanje |organizacijom; Razume... Primenjuje; Samostalno Savetuje
organizacijom |itd. potrebno procenjuje, rukovodi/ odborinajvise
iupravljanje usmeravanjei vrednuje dizajnira/ rukovodstvo
rizicima nadzor priprema Dizajnira Pruza
stru¢no vodstvo
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Kompetencije |Racunovodstvo; |[Kljuéneredci: Klju¢ne redi: Klju¢ne redi: Kljucne reci:
za oblasti itd. Razume... Primenjuje; Samostalno Savetuje
poslovanja potrebno procenjuje, rukovodi/ odborinajvise
usmeravanje i vrednuje dizajnira/ rukovodstvo
nadzor priprema Dizajnira Pruza
stru¢no vodstvo

Izvor: (7), prevedeno i prilagodeno od strane autora. Kori§¢eno uz postovanje autorskih prava,
isklju¢ivo u obrazovne svrhe.

Prakti¢na primena okvira oslanja se na detaljnu matricu koja povezuje sve Cetiri $iroke
kategorije kompetencija sa nivoima stru¢nosti. Ova matrica, koja je sadrzana u $ablonu A1l
koji prati okvir, predstavlja operacionalizaciju teoretskog okvira kroz konkretne karakteri-
stike i primere za svaku kombinaciju kompetencije i nivoa stru¢nosti. Poredenje sa prethod-
nim pristupima pokazuje znacajne inovacije u novom okviru. Dok su raniji pristupi IIA bili
fragmentirani i nekonzistentni, novi okvir pruza sveobuhvatan i sistematic¢an pristup koji
pokriva sve aspekte kompetencija potrebnih savremenim internim revizorima. Posebno
je znacajno uvodenje eksplicitnih kategorija za soft skills i tehnoloske kompetencije, $to
direktno odgovara na potrebe identifikovane u akademskoj literaturi poslednje decenije.

Primeri ocekivanih kompetencija

Radi boljeg razumevanja oc¢ekivanih kompetencija, za svaku pojedina¢nu kompetenciju
daje se konkretan primer. Tako, za uzu kategoriju Znanja i vestine u primeni Medunarod-
nog okvira profesionalne prakse interne revizije ($iroka kategorija: Kompetencije interne
revizije), kategorizuju na sledeci nacin:

Siroka kategorija: Kompetencije interne revizije
Kompetencija: Znanja i vestine u primeni Medunarodnog okvira profesionalne prakse interne revizije

« Globalni standardiinterne revizije™
- Nezavisnost funkcije interne revizije

Obuhvat znanjai L -
« Usluge uveravanja i savetovanja

vestina « Aktuelni zahtevi
+ Globalne smernice
Nivo strucnosti Primer za kategorizaciju
Osnovna Objasnjava razliku izmedu Globalnih standarda interne revizije i Tematskih zahteva, ali
zahteva smernice za njihovu primenu na revizorske angazmane.
I Razvija program rada angazmana koji uklju¢uje odgovarajuce standarde, tematske zahteve
Srednji nivo Japrog 9 Jlukiuey) 9 )

i Globalne smernice, pokazujuci duznu profesionalnu paznju.

Rukovodiangazmanom osiguravajuci da su planiranje, rad i izvestavanje uskladeni sa
Napredna Globalnim standardima interne revizije, Tematskim zahtevima i Globalnim smernicama,
prema potrebi.

Dizajnira povelju i metodologije interne revizije koje su verifikovane u skladu sa obaveznim
Ekspertska smernicama i voded¢im praksama, podrzavajudi uskladenost sa organizacionim strategijama
i ocekivanim vrednostima od strane odbora i najviseg rukovodstva.

Izvor: (7), prevedeno i prilagodeno od strane autora. Kori$¢eno uz postovanje autorskih prava,
isklju¢ivo u obrazovne svrhe.
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Primer za uzu oblast liderstvo (Siroka kategorija: Profesionalne kompetencije internih

revizora) je:

Siroka kategorija: Profesionalne kompetencije internih revizora
Kompetencija: liderstvo

Obuhvat znanjai
vestina

- Karakteristike dobrih lidera

« Stratesko razmisljanje, kriticko razmisljanje i reSavanje problema
- Motivisanje i inspirisanje drugih

« Usmeravanje i razvoj drugih

«lzgradnja tima

« Postavljanje i ostvarivanje timskih ciljeva

« Merenje i nagradivanje ucinka

- Efikasna saradnja i izgradnja odnosa

Nivo strucnosti

Primer za kategorizaciju

Pod nadzorom, pomaze u dokumentovanju opisa poslova, rasporeda rada, programa

Osnovna ; . - .
mentorstva i obrazaca za povratne informacije o ucinku.
Srednii nivo Rukovodi delovima revizorskog angazmana, olaksavajuci diskusije sa rukovodstvom o
) naporima za ublazavanje rizika i izvodljivosti unapredenja procesa.
Vodi slozeni revizorski angazman, koordiniraju¢i medu funkcionalne timove i prezentujuci
Napredna S . S R
klju¢ne nalaze, preporuke i zaklju¢ke odboru i najvisem rukovodstvu.
Sprovodi program razvoja liderstva interne revizije kako bi se poboljsala efektivnosti
Ekspertska P prog ) ) P )

efikasnost funkcije interne revizije.

Izvor: (7), prevedeno i prilagodeno od strane autora. Kori§¢eno uz postovanje autorskih prava,
iskljuc¢ivo u obrazovne svrhe.

Primer za uzu oblast Upravljanje organizacijom (Siroka kategorija: Kompetencije za
upravljanje organizacijom i upravljanje rizicima) je:

Siroka kategorija: Kompetencije za upravljanje organizacijom i upravljanje rizicima
Kompetencija: Upravljanje organizacijom

Obuhvat znanjai
vestina

« Organizacioni modeli, uklju¢uju¢ii u javnom sektoru
« Principi upravljanja, model tri linije

« Procesi upravljanja i odgovornost menadZzmenta

- Vrste i odgovornosti razlicitih odbora

Nivo strucnosti

Primer za kategorizaciju

Prikuplja politike, procedure i dokaze o implementaciji procesa za komisije odbora, ali

Osnovna . . )

zahteva smernice za prepoznavanje odstupanja.

I Procenjuje procese upravljanja kako bi se proverilo da li su postignuti ciljevi u pogledu

Srednji nivo - - RN p,

efektivnosti odbora, ukljucujuci uskladenost sa vodecim praksama.

Vodi revizorski angazman procenjujuci zrelost upravljanja i preporucuje unapredenja radi
Napredna L .

uskladivanja sa vodecim praksama.

Dizajnira metodologiju revizije procesa upravljanja organizacijom koja ukljucuje procenu
Ekspertska nezavisnosti i efektivnosti odbora, etiku i nadzor nad upravljanjem rizicima, odgovornost

rukovodstva i angaZovanje zainteresovanih strana.

Izvor: (7), prevedeno i prilagodeno od strane autora. Kori§¢eno uz postovanje autorskih prava,
iskljuc¢ivo u obrazovne svrhe.
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Primer za uzu oblast Rac¢unovodstvo (Siroka kategorija: Kompetencije za oblasti
poslovanja)

Siroka kategorija: Kompetencije za oblasti poslovanja
Kompetencija: Racunovodstvo

- Eksterno finansijsko izvestavanje
« Glavna knjiga

+Osnovna sredstva

« Obaveze prema dobavljac¢ima

« PotraZivanja

«Knjizenja

«Racunovodstvo prihoda

« Ra¢unovodstvo zaliha

« Upravljacko ra¢unovodstvo
«Porezi

+Obracun zarada

« Merenje postene/fer vrednosti

- Rac¢unovodstveni informacioni sistemi

Obuhvat znanjai
vestina

Nivo strucnosti Primer za kategorizaciju

Prikuplja politike, procedure i dokaze o implementaciji kontrolnih procesa za knjizenja u
dnevniku, ali zahteva smernice za prepoznavanje odstupanja.

Procenjuje efektivnost i efikasnost kontrola nad usaglasavanjem bilansa stanja i procese za
reSavanje odstupanja.

Rukovodi revizorskim angazmanom o izvestavanju i objavljivanju informacija o odrzivosti,
Napredna procenjujuci uskladenost sa regulatornim zahtevima, merodavnim okvirima i vode¢im
praksama.

Osnovna

Srednji nivo

Dizajnira metodologiju revizije odrzivosti koja obuhvata procese upravljanja organizacijom,

Ekspertska upravljanja rizicima i kontrole radi postizanja drustvenih i ekoloskih ciljeva.

Izvor: (7), prevedeno i prilagodeno od strane autora. Kori$¢eno uz postovanje autorskih prava,
isklju¢ivo u obrazovne svrhe.

Okvir kompetencija zasnovan je na razumevanju da pojedinci zauzimaju radne uloge
koje nose odredena ocekivanja u pogledu vestina i da se ocekivanja i merodavne kom-
petencije razlikuju u zavisnosti od organizacije. Fleksibilnost okvira omogucava svakoj
organizaciji da odrazi svoje prioritete kroz Zeljenu kombinaciju kompetencija i nivoa
stru¢nosti.

Postupak Procene Kompetencija

Procena individualnih kompetencija predstavlja sistemati¢an proces koji se temelji na
objektivnom vrednovanju znanja i vestina u odnosu na svaku od 28 podkategorija deti-
nisanih u okviru. Ovaj proces podrazumeva kategorizaciju stru¢nosti na cetiri nivoa
- osnovni, srednji, napredniiekspertski - pri ¢emu svaki nivo ima jasno definisane karak-
teristike i o¢ekivanja.
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Ilustracija 2: Matrica znanja i ve$tina sa rangovima kompetencija

za ocenu individualnih kompetencija

Nivoi i karakteristike stru¢nosti

Kategorija
visokog nivoa

Podkategorija znanjaivestina

Osnovna

Srednjinivo | Napredno

Strucnjak

Kompetencije
internerevizije

Medunarodni okvir
profesionalne prakse

X

Etika i profesionalnost

Program obezbedivanja i
unapredenja kvaliteta

Metodologije revizije

Integrisano i koordinisano
uveravanje

X | X]| X

Izvestavanje o rezultatima

>

Meduzbir

wn

Profesionalne
kompetencije

Liderstvo

Profesionalna komunikacija

Pregovaranje i upravljanje
konfliktima

Analiza podataka

Upravljanje projektima

Meduzbir

Kompetencije
za upravljanje
organizacijom
i upravljanje
rizicima

Upravljanje organizacijom

Strategija

Upravljanje rizicima preduzeca

XX |X([N

Uskladenost sa propisima

Prevara

Otpornost organizacije

Odrzivost

Meduzbir

Kompetencije
za oblasti
poslovanja

Racunovodstvo

Upravljanje odnosima s kupcima

Sajber bezbednost

Finansije

Ljudski resursi

Informacione tehnologije

Marketing

Prodaja

Upravljanje lancem snabdevanja

Ostali znacajni sektori, funkcije
ili procesi

X

Meduzbir

5

3 2

0

Izvor: (7), prevedeno i prilagodeno od strane autora. Kori$¢eno uz postovanje autorskih prava,
isklju¢ivo u obrazovne svrhe.
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Dakle ako bismo interpretirali navedenu tabelu analiza prikazanih rezultata otkriva
specifi¢ne karakteristike profila koji odgovara viSem internom revizoru sa specijalistickim
znanjima. Ovaj profil pokazuje da pojedinac poseduje solidnu osnovu u svim kategorijama
kompetencija (ukupno 17 osnovnih kompetencija), srednji nivo u 9 oblasti i napredne kompe-
tencije u 2 specijalizovane oblasti. Ovakav profil ukazuje na osobu sa odredenim profesional-
nim iskustvom koja je razvila ekspertizu u specificnim domenima, $to je tipicno za revizore
koji dolaze iz drugih funkcija u organizaciji pre prelaska u internu reviziju.

Kompetencije se procenjuju u kontinuitetu vremena, tako $to se porede strucnosti u pret-
hodnom i teku¢em periodu i definisu ciljane kompetencije za naredni period, zajedno sa pla-
novima aktivnostima koje se preduzimaju da se zeljeni ciljevi ostvare. Ovaj longitudinalni
pristup omogucava pracenje napretka i identifikovanje trendova u razvoju kompetencija, §to
je klju¢no za efikasno upravljanje karijeram i planiranje nasledstva u funkciji interne revizije.
Kolektivna procena kompetencija koristi se za sumiranje stru¢nosti svih internih revizora
i omogucava izvr$nom rukovodiocu revizije da proceni da li funkcija kao celina poseduje
potrebne kompetencije za realizaciju strateskog plana interne revizije.

Rezultati procene individualnih kompetencija porede se sa profilom uloge koju dati pojedi-
nac moze daima ili ve¢ ima. Profili uloga definisani su za jedanaest razlicitih uloga ili pozicija/
funkcija (mi obi¢no kazemo ,,radnih mesta®) koji pokrivaju celokupnu hijerarhiju i specijaliza-
cije uinternoj reviziji ili funkcijama povezanim sa internom revizijom. Ovi profili su razvijeni
naosnovu analize tipi¢nih ocekivanja i odgovornosti za svaku ulogu i predstavljaju benchmark
za procenu adekvatnosti kompetencija. Prepoznate uloge i o¢ekivani rangovi znanja i vestina
dati su na sledecoj tabeli:

Ilustracija 3: Prepoznate uloge i o¢ekivano rangovi znanja
i vestina individualnih resursa interne revizije

Osnovna Srednjinivo | Napredna Ekspertska

1 | Internirevizor na po¢etnom nivou 16 0 0 0
2 | Internirevizor na nivou izvrsioca 23 5 0 0
3 | Visiinterni revizor (opsti) 14 14 0 0
4 | Visiinterni revizor (specijalista) 17 9 2 0
5 | Vodedirevizor (supervizor angazmana) 5 14 9 0
6 | Vodedirevizor (tehnicki) 6 13 9 0

Visi rukovodilac revizije (na primer

Rukovodilac revizije korporativnih procesa,
7 . N . 0 8 20 0

Rukovodilac revizije usluga, Rukovodilac

revizije infrastrukture, mreze i sistemaii sl
8 D|rektor.|nterne' revizije (neizvrsni 0 2 20 6

rukovodilac revizije)
9 | lzvréni rukovodilac revizije 0 1 14 13
10 | Clan Odbora (Komisije) za reviziju 0 3 13 12
11 | Rukovodilac tima za procenu kvaliteta 0 6 18 4

Izvor: (7), prevedeno i prilagodeno od strane autora. Kori$¢eno uz postovanje autorskih prava,
isklju¢ivo u obrazovne svrhe.
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Analiza profila uloga otkriva jasnu progresiju kompetencija kroz hijerarhijske nivoe. Na
pocetnom nivou, revizori poseduju osnovne kompetencije u svim oblastima (ukupno 16), dok
iskusniji prakticari pokazuju sve ve¢i udeo naprednih i ekspertskih kompetencija. Posebno je
zanimljiv profil ¢lana odbora (komisije) za reviziju, koji iako nije deo funkcije interne revizije,
mora posedovati znacajan nivo ekspertskih kompetencija (ukupno 12) $to naglasava vaznost
kvalifikovanih ¢lanova odbora za efikasan nadzor funkcije interne revizije.

Za svaki profil dat je odgovarajuci opis profila. Na primer, za internog revizora pocetnog
nivoa navedeno je da on obi¢no ima vrlo veoma malo profesionalnog iskustva ili znanja u obla-
sti interne revizije. Ocekuje se da ima izvesno znanje o internoj reviziji, kao i o profesionalnim
kompetencijama i kompetencijama za upravljanje organizacijom i upravljanje rizicima, ali mu je
potrebna znacajna podrska i mentorstvo u prakticnoj primeni ovih znanja. Revizoru na pocet-
nom nivou bio bi potreban direktan nadzor za obavljanje vec¢ine zadataka. Na suprotnom kraju
spektra, izvr$ni rukovodilac revizije poseduje ekspertsko znanje u svim oblastima interne revi-
zije i skoro svim profesionalnim kompetencijama i obi¢no ima napredno znanje u ve¢ini oblasti
poslovanja $to mu omogucava da funkcionise kao strateski savetnik i da utice na upravljanje
rizicima na nivou cele organizacije.

ZAKLJUCAK

Globalni okvir kompetencija interne revizije predstavlja prekretnicu u evoluciji profesije, obez-
bedujuci sistemati¢an odgovor na kompleksne izazove savremenog poslovnog okruzenja. Ovaj
okvir ne samo da operacionalizuje obavezu kontinuiranog razvoja kompetencija koju propi-
suju Globalni standardi interne revizije, ve¢ je ¢ini i prakti¢no primenljivom kroz strukturiran
metodoloski pristup. Posebno Standardom 10.2 Upravljanje ljudskim resursima koji zahteva da
funkcija interne revizije kolektivno poseduje kompetencije potrebne za realizaciju plana interne
revizije.

Klju¢ni doprinos novog okvira ogleda se u njegovom sveobuhvatnom pristupu koji pokriva
sva Cetiri stuba savremene interne revizije: tehnicke kompetencije specifi¢ne za profesiju, meke
vestine kriticne za komunikaciju i liderstvo, kompetencije za razumevanje sireg konteksta uprav-
ljanja organizacijom i rizicima, kao i specijalizovane kompetencije za razlicite oblasti poslovanja.
Kroz 28 podkategorija kompetencija i ¢etiri nivoa stru¢nosti, organizacije mogu sa nevidenom
preciznoscu da identifikuju oblasti individualnih i kolektivnih sposobnosti i jazove izmedu
trenutnih i potrebnih vestina.

Jedanaest definisanih profila uloga, od internog revizora pocetnog nivoa do izvrsnog rukovo-
dioca revizije, predstavlja merilo, tj. standard koji omogucava objektivno pozicioniranje i plani-
ranje karijere u profesiji. Longitudinalni pristup proceni, kroz kontinuirano poredenje stru¢nosti
u prethodnom i tekuc¢em periodu uz definisanje ciljanih kompetencija za naredni period, ¢ini
ovaj okvir dinamickim instrumentom koji podrzava ciklus kontinuiranog unapredenja.

Implementacija sistemske procene kompetencija omogucava organizacijama da identifi-
kuju jazove u kompetencijama i planiraju ciljane programe razvoja, pruza objektivou osnovu
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za kadrovski menadzment i pomaze u demonstriranju uskladenosti sa zahtevima Globalnih
standarda interne revizije.

Fleksibilnost okvira omogucava organizacijama da odraze svoje prioritete kroz zeljenu kom-
binaciju kompetencija i nivoa stru¢nosti, dok standardizovana metodologija osigurava konzi-
stentnost i objektivnost. Procena kompetencija predstavlja ciklus kontinuiranog unapredenja
koji omogucava funkciji interne revizije da prati svoj napredak, prilagodava se menjaju¢im potre-
bama organizacije i osigurava da ostane relevantna u dinami¢nom poslovnom okruzenju. Novi
Okvir kompetencija interne revizije tako predstavlja ne samo alat za pocenu trenutnog stanja,
vec i strateSku mapu za buducnost profesije koja je sposobna da stvori, zastiti i odrzi vrednost
organizacije u eri ubrzanih promena i rastuce slozenosti poslovnog okruzenja.
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Abstract: This paper provides a comprehensive analysis of the new Global Practice Guide: Internal Audit
Competency Framework, published by the Institute of Internal Auditors (IIA Global) in 2025 in response to the
increasing demands of the contemporary business environment. The guide introduces the first systematic
approach to defining and assessing the competencies required of today’s internal auditors, structured by posi-
tions and roles within the profession. The paper examines how the new framework responds to key shortcom-
ings identified in academic literature over the past decade, particularly in the areas of soft skills, technological
literacy, and the evolving role of internal auditors as strategic advisors. Through an in-depth analysis of the
framework’s structure, the competency assessment process, and the eleven defined role profiles, the paper
demonstrates how this tool enables organizations to systematically manage the human resources of the inter-
nal audit function. The framework’s practical value lies in its ability to identify competency gaps, plan targeted
development programs, and provide evidence of compliance with the Global Internal Audit Standards. The
paper concludes that the new framework represents a significant advancement in the professionalization of
internal auditing and its alignment with the challenges of digital transformation.
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INTRODUCTION

According to the Statement of Purpose of Internal Auditing, “internal auditing enhances an
organization’s ability to create, protect, and sustain value by providing the board and man-
agement with independent, objective, risk-based assurance, advice, insight, and foresight” (6).

Fulfilling this purpose requires internal audit to contribute meaningfully to the
achievement of organizational objectives, the enhancement of governance, risk manage-
ment, and control processes, as well as informed decision-making and effective oversight.
Simultaneously, modern internal audit must respond to increasingly complex business
challenges, including digital transformation, evolving regulatory landscapes, and grow-
ing demands for transparency and accountability. In particular, internal audit is expected
to strengthen the organization’s reputation among stakeholders and reinforce its capacity
to serve the public interest.

The central question, therefore, is how internal audit can effectively respond to these
expanding expectations. To deliver assurance, advice, insight, and foresight at a high
level, internal auditors must continuously develop their competencies—both individually
and as a function. This imperative for ongoing professional development is not merely
aspirational; it is embedded in professional standards.

An analysis of Standard 10.2 - Human Resource Management — reveals that the effec-
tive performance of internal audit depends on the adequacy of its human resources. This
implies the presence of a well-balanced mix of knowledge, skills, and abilities necessary
to execute the internal audit plan (6). Achieving this standard requires continuous eval-
uation of auditors’ capabilities and active support for their professional growth. Con-
sequently, organizations face a tangible need for a structured approach to competency
management.

Recognizing this need, the Institute of Internal Auditors (IIA) issued the Global Prac-
tice Guide: Internal Audit Competency Framework. This guide provides a systematic
methodology for assessing current competencies, guiding development toward future
needs, and aligning individual and collective capabilities with organizational priorities
and external market drivers.

The practical implementation of the framework is grounded in a methodological
approach that integrates theoretical principles with operational tools for competency
assessment. It includes a structured set of requirements and criteria, operationalized
through standardized templates and evaluation forms. This ensures consistency and
objectivity in the assessment process—an essential element for maintaining the credibil-
ity of the internal audit profession. The systematization of these requirements is aligned
with the Global Internal Audit Standards, which define the responsibilities of individual
auditors, engagement supervisors, and chief audit executives.

Implementing the Internal Audit Competency Framework enables organizations to
manage the human resources of the internal audit function with greater precision, ensur-
ing that expectations are met in full compliance with the Global Internal Audit Standards.
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Allillustrations in this paper related to the Internal Auditing Competency Framework
were sourced from the publication by The Institute of Internal Auditors, Inc., and trans-
lated/adapted by the author. They are used in accordance with copyright ©2025 The
Institute of Internal Auditors, Inc., solely for educational and non-commercial purposes.

LITERATURE REVIEW

Building on the need for a systematic approach to auditor development, a review of rele-
vant academic literature and professional publications reveals a clear consensus on the key
competencies required of modern internal auditors. Studies conducted worldwide—from
South Africa to Canada and Indonesia—consistently identify three pillars of professional
development: soft skills and communication, technological and analytical competencies,
and the transition toward the role of strategic advisor. This chapter provides an overview
of these findings and analyzes how the new Internal Audit Competency Framework of the
Institute of Internal Auditors (IIA) addresses the identified needs and deficiencies (7).

A major theme in the contemporary literature is the critical importance—but also
the chronic lack—of well-developed soft skills among internal auditors. Multiple studies
confirm that technical knowledge alone is no longer sufficient. From the very beginning
of discussions on the modernization of the profession, one of the most dominant topics
has been the decisive importance, yet persistent shortage, of soft skills. The Common Body
of Knowledge (CBOK) report of 2015 already indicated that auditors felt most competent
in the areas of professional ethics and communication (9, 2). However, numerous subse-
quent studies point to a significant gap between self-perception and actual market needs.
Research conducted in South Africa highlights adaptability, communication, critical
thinking, and teamwork as essential non-technical skills for new auditors (8). Similarly,
Coetzee & du Plessis (4) identify as many as 21 specific “face-to-face” soft skills—such as
empathy, active listening, and conflict resolution—concluding that previous IIA guidance
in this area had been fragmented. The study by Steyn et al. (11) confirms this gap, noting
that influence, negotiation, and persuasion are considered extremely important yet insuf-
ficiently developed among auditors. In the same vein, Anti¢ and Bogeti¢ (1) emphasize
problem-solving competencies as critical, linking analytical and creative thinking to an
organization’s ability to respond effectively to challenges and enhance user satisfaction.

The new ITA Competency Framework directly addresses these deficiencies. By intro-
ducing the category of Professional Competencies, which includes subcategories such as
Professional Communications, Leadership, and Negotiation and Conflict Management,
the ITA systematically responds to the demands of both the profession and the academic
community for the explicit definition and development of these skills.

The second pillar of modern internal auditor competency is technological literacy.
Alongside the demand for improved soft skills, a technological revolution has funda-
mentally transformed the business environment. The era of Industry 4.0, as emphasized

135



Internal Audit Competency Framework™

by Dasi¢ and Anufriev (5), has automated routine tasks and created the need for a com-
pletely new set of knowledge in areas such as artificial intelligence, big data analytics,
and blockchain technology. While smaller organizations may not yet fully recognize this
shift, the technological wave is directly impacting the accounting and auditing profession,
transforming traditional roles. The study by Setyaningrum et al. (10) in Asia reveals a
significant gap in technological knowledge, emphasizing the need for auditors to master
agile audit methodologies and data analytics. Similarly, the international study by Vitalis,
Boritz, and Simeoni (12) concludes that future internal auditors will need a much broader
spectrum of competencies beyond traditional accounting and finance, with particular
emphasis on I'T and data analytics. Their findings were so conclusive that they proposed
a completely new, separate category for Information Technology within the Competency
Framework—an idea later adopted by the ITA, as discussed further in this paper. Indeed,
the 2025 ITA Competency Framework recognizes this paradigm shift. Within the category
Operational Area Competencies, specific subcategories such as Data Analysis, Cyberse-
curity, and Information Technology have been introduced. This confirms that advanced
analytics, ERP systems knowledge, and IT security have become fundamental, rather
than optional, skills for internal auditors.

Finally, the synergy of soft skills and technological literacy enables the evolution of
the internal auditor’s role from that of a technical controller to a strategic partner of
management. Interestingly, Rose’s 2015 report (9) already showed that auditors felt least
competent in technical areas such as knowledge of the IPPF, governance, risk, and control
(GRC), and business acumen. This suggests that while technical foundations are impor-
tant, the true challenge lies in their application within the organization’s strategic context
(3). Later, this finding was confirmed by Vitalis, Boritz, and Simeoni, who demonstrated
that while technical skills are “assumed,” employers increasingly seek “broader business
acumen” and the ability to interact with business units to add value. Setyaningrum et
al. (8) go further, noting that as data management systems mature, internal auditors are
increasingly expected to assume leadership roles. All these trends have also been recog-
nized by the global ITA and integrated into the new Framework. Through subcategories
such as Leadership, Strategy, and Business Acumen (implicitly within other categories as
well), the Framework formally acknowledges that the role of internal auditors is evolving
into that of proactive advisors who must provide insight and foresight, thereby influenc-
ing strategic decision-making.

Thus, the new Internal Audit Competency Framework is not merely an internal profes-
sional document but a systematic and comprehensive response to the key challenges and
deficiencies identified in academic and professional literature over the years. It provides
a clear roadmap for transforming internal audit into a function capable of fulfilling its
purpose—to create, protect, and sustain organizational value in the 21* century.
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STRUCTURE OF THE COMPETENCY FRAMEWORK

The Internal Audit Competency Framework™ (2) represents a fundamental tool for the
systematic structuring and assessment of competencies required in the internal audit
profession. This framework is designed as a flexible instrument that organizes compe-
tencies into four broad categories of knowledge and skills, along with 28 subcategories of
specific knowledge and skills that can be adapted to reflect the priorities and structure
of the organization.

The Internal Audit Competency Framework consists of three interrelated segments
that together form a comprehensive approach to competency management.

The first segment includes the competency-related requirements of the Global Stand-
ards, which apply both to individual internal auditors and to the internal audit function
as a whole. This segment provides the normative foundation for the entire framework
and defines the minimum requirements imposed by the profession on its practitioners.
Internal auditors may serve in operational or supervisory roles. Chief Audit Executives
are responsible for managing the internal audit function, while members of the audit
committee are responsible for overseeing the function. The required competencies are
defined within the following domains: Domain II Ethics and Professionalism, Domain II1
Managing the Internal Audit Function, Domain IV Leading the Internal Audit Function,
and Domain V Delivering Internal Audit Services.

The second segment is the competency matrix. This segment identifies significant
groups of knowledge and skill areas (broad categories and individual competencies),
together with standardized expectations regarding levels of proficiency. This part rep-
resents the core of the framework, as it operationalizes the abstract requirements of the
Standards into concrete, measurable competencies. The four broad categories of knowl-
edge and skills are as follows:

I. Internal Audit Competencies.

This category encompasses the following knowledge and skills:
International Professional Practices Framework (IPPF)
Ethics and Professionalism

Quality Assurance and Improvement Program

Audit Methodologies

Integrated and Coordinated Assurance

Reporting of Results

U W

All of these competencies represent the technical core of the profession and encom-
pass the specialized knowledge that differentiates internal auditors from other profes-
sionals within the organization.
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II. Professional Competencies of Internal Auditors

This category encompasses the following knowledge and skills:
Leadership

Professional Communication

Negotiation and Conflict Management

Data Analysis

Project Management

MBS

This second category includes what the literature often describes as “soft skills,” which
have proven to be critical for the successful performance of audit functions in the con-
temporary business environment.

III.Competencies for Organizational Governance and Risk Management.

This category encompasses the following knowledge and skills:
Organizational Governance

Strategy

Enterprise Risk Management

Regulatory Compliance

Fraud

Organizational Resilience

Sustainability

NG w

This third group of competencies enables internal auditors to understand the broader
business context and contribute to the strategic management of the organization.

IV Business Area Competencies.

Each broad competency category is divided into multiple subcategories of knowledge
and skills. The business area category encompasses the following:
Accounting
Customer Relationship Management
Cybersecurity
Finance
Human Resources
Information Technology
Marketing
Sales
. Supply Chain Management
10 Other significant sectors, functions, or processes

00N U R B
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This category reflects the diversity of modern organizations and the need for internal
auditors to understand the specificities of different business functions. This is particu-
larly important in large audit functions, where specialized departments exist, and where,
for example, one type of competency will be required of internal auditors in finance and
accounting, another of auditors specializing in information systems, and yet another of
auditors focusing on customer service.

The third segment, consisting of practical application and tools, explains how the
Internal Audit Competency Framework is to be used. It provides a set of templates and
forms, along with a detailed methodology for implementing the framework through con-
crete tools and processes used to identify and assess relevant competencies, guide ongoing
professional development, and align with the requirements of the Global Standards. This
segment makes the framework practically applicable and enables organizations to inte-
grate it effectively into their human resource management practices.

Graduated Structure of Proficiency

The Internal Audit Competency Framework ™ recognizes four proficiency levels for inter-
nal auditors: basic, intermediate, advanced, and expert, each aligned with the typical
roles and responsibilities performed in internal audit work. This graduated structure ena-
bles objective measurement of progress and the identification of additional development
needs, in line with the principles of continuous professional development required by the
Global Internal Audit Standards. The relationship between categories of knowledge and
skills and proficiency levels is illustrated by the following matrix:

Illustration 1: Competency Matrix of Knowledge, Skills, and Proficiency Levels

Levels and Characteristics of Proficiency
Subcategory of
Broad Category | Knowledge and | Basic Intermediate Advanced Expert
Skills
Internal Audit | International Keywords: Keywords: Keywords: Keywords:
Competencies | Professional Understands Applies; assesses; | Independently | Advises the
Practices ... requires evaluates manages/ board and senior
Framework guidance and designs/ management;
(IPPF), etc. supervision prepares designs; provides
professional
leadership
Professional Leadership, etc. | Keywords: Keywords: Keywords: Keywords:
Competencies Understands Applies; assesses; | Independently | Advises the
of Internal ... requires evaluates manages/ board and senior
Auditors guidance and designs/ management;
supervision prepares designs; provides
professional
leadership
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Competencies |Organizational | Keywords: Keywords: Keywords: Keywords:
for Governance | Governance, etc. | Understands Applies; assesses; | Independently Advises the
and Risk ... requires evaluates manages/ board and senior
Management guidance and designs/ management;
supervision prepares designs; provides
professional
leadership
Business Area | Accounting, etc. | Keywords: Keywords: Keywords: Keywords:
Competencies Understands Applies; assesses; | Independently | Advises the
... requires evaluates manages/ board and senior
guidance and designs/ management;
supervision prepares designs; provides
professional
leadership

Source: (7), translated and adapted by the author. Used with permission for educational purposes.

The practical application of the framework is grounded in a detailed matrix thatlinks all
four broad categories of competencies with proficiencylevels. This matrix, included in Tem-
plate A1 accompanying the framework, represents the operationalization of the theoretical
model through concrete characteristics and examples for each combination of competency
and proficiency level. Comparison with previous approaches reveals significant innovations
in the new framework. While earlier ITA approaches were fragmented and inconsistent, the
new framework provides a comprehensive and systematic methodology that encompasses
all aspects of competencies required of modern internal auditors. Particularly important is
the introduction of explicit categories for soft skills and technological competencies, directly
addressing the needs identified in the academic literature over the past decade.

Examples of Expected Competencies

To provide a clearer understanding of expected competencies, each individual compe-
tency is illustrated with a concrete example. Thus, for the subcategory Knowledge and
Skills in Applying the International Professional Practices Framework (IPPF) (broad cate-
gory: Internal Audit Competencies), the classification is as follows:

Broad Category: Internal Audit Competencies
Competency: Knowledge and Skills in Applying the International Professional Practices Framework (IPPF)

- Global Internal Audit Standards™

Scope of - Independence of the Internal Audit Function
Knowledge and - Assurance and Advisory Services
Skills - Current Requirements

- Global Guidance

Proficiency Level |Example of Categorization

Explains the difference between the Global Internal Audit Standards and the Topical
Requirements but requires guidance in applying them to audit engagements.

Develops an engagement work program that incorporates relevant standards, topical
requirements, and Global Guidance, demonstrating due professional care.

Leads an engagement, ensuring that planning, execution, and reporting are consistent with the
Global Internal Audit Standards, Topical Requirements, and Global Guidance, as applicable.

Basic

Intermediate

Advanced

140



Internal Audit Competency Framework™

Expert

Designs the internal audit charter and methodologies validated against mandatory guidance
and leading practices, supporting alignment with organizational strategies and the expectations
of the board and senior management.

Source: (7), translated and adapted by the author. Used with permission for educational purposes.

For the subcategory Leadership (broad category: Professional Competencies of Inter-
nal Auditors), the classification is:

Broad Category: Professional Competencies of Internal Auditors Competency: Leadership

Scope of
Knowledge and
Skills

- Characteristics of effective leaders

- Strategic thinking, critical thinking, and problem solving
- Motivating and inspiring others

- Coaching and developing others

- Team building

- Setting and achieving team objectives

- Measuring and rewarding performance

- Effective collaboration and relationship building

Proficiency Level

Example of Categorization

Basic

Under supervision, assists in documenting job descriptions, work schedules, mentoring
programs, and performance feedback templates.

Intermediate

Leads parts of an audit engagement, facilitating discussions with management on risk
mitigation efforts and feasibility of process improvements.

Advanced

Leads a complex audit engagement, coordinating cross-functional teams and presenting
key findings, recommendations, and conclusions to the board and senior management.

Expert

Implements a leadership development program for internal audit to improve the
effectiveness and efficiency of the internal audit function.

Source: (7), translated and adapted by the author. Used with permission for educational purposes.

For the subcategory Organizational Governance (broad category: Competencies for
Governance and Risk Management), the classification is:

Broad Category: Competencies for Governance and Risk Management
Competency: Organizational Governance

Scope of
Knowledge and
Skills

- Governance models, including in the public sector

- Principles of governance, Three Lines Model

- Governance processes and management accountability

- Types and responsibilities of various boards and committees

Proficiency Level

Example of Categorization

Collects policies, procedures, and evidence of implementation for board committee

Basic . . L P -
processes but requires guidance in identifying deviations.
. Evaluates governance processes to verify whether objectives related to board effectiveness
Intermediate . . ) ; - . )
have been achieved, including compliance with leading practices.
Advanced Leads an audit engagement assessing governance maturity and recommends
improvements for alignment with leading practices.
Designs an audit methodology for organizational governance processes, including
Expert assessment of board independence and effectiveness, ethics, risk oversight, management

accountability, and stakeholder engagement.

Source: (7), translated and adapted by the author. Used with permission for educational purposes.
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For the subcategory Accounting (broad category: Business Area Competencies), the
classification is:

Broad Category: Business Area Competencies
Competency: Accounting

- External financial reporting
- General ledger

- Fixed assets

- Accounts payable

- Accounts receivable

Scope of - Journal entries
Knowledge and - Revenue accounting
Skills - Inventory accounting

- Managerial accounting

- Taxation

- Payroll

- Fair value measurement
- Accounting information systems

Proficiency Level |Example of Categorization

Collects policies, procedures, and evidence of implementation of controls over journal
entries but requires guidance in identifying deviations.

Evaluates the effectiveness and efficiency of controls over balance sheet reconciliations
and processes for resolving discrepancies.

Leads an audit engagement on sustainability reporting and disclosure, assessing
compliance with regulatory requirements, applicable frameworks, and leading practices.

Basic

Intermediate

Advanced

Designs a sustainability audit methodology encompassing governance, risk management,

Expert . ) ; o
P and control processes to achieve social and environmental objectives.

Source: (7), translated and adapted by the author. Used with permission for educational purposes.

The competency framework is based on the understanding that individuals hold roles
that carry certain skill expectations, and that expectations and relevant competencies
differ depending on the organization. The flexibility of the framework allows each organ-
ization to reflect its own priorities through a desired combination of competencies and
proficiency levels.

Competency Assessment Process

The assessment of individual competencies represents a systematic process based on the
objective evaluation of knowledge and skills across each of the 28 subcategories defined
in the framework. This process involves categorizing proficiency into four levels—basic,
intermediate, advanced, and expert—with each level having clearly defined characteris-
tics and expectations.
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Illustration 2: Knowledge and Skills Matrix with Competency Ratings
for Individual Assessment

Levels and Characteristics of Proficiency

High-Level
Category

Subcategory of Knowledge
and Skills

Basic

Intermediate

Advanced

Expert

Internal Audit
Competencies

International Professional
Practices Framework (IPPF)

Ethics and Professionalism

Quiality Assurance and
Improvement Program

Audit Methodologies

Integrated and Coordinated
Assurance

Reporting of Results

Subtotal

Professional
Competencies

Leadership

X|wn|X]| X [X[| X

Professional Communication

Negotiation and Conflict
Management

Data Analysis

Project Management

Subtotal

Competencies
for Governance
and Risk
Management

Organizational Governance

Strategy

Enterprise Risk Management

X[X[X[N

Regulatory Compliance

Fraud

Organizational Resilience

x

Sustainability

Subtotal

Business Area
Competencies

Accounting

Customer Relationship
Management

Cybersecurity

Finance

Human Resources

Information Technology

Marketing

Sales

Supply Chain Management

Other Significant Sectors,
Functions, or Processes

X

Subtotal

5

3

2

0

Source: (7), translated and adapted by the author. Used with permission for educational purposes.
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Thus, if we interpret the presented table, the analysis of the results reveals the specific
characteristics of a profile corresponding to a senior internal auditor with specialized knowl-
edge. This profile indicates that the individual possesses a solid foundation across all com-
petency categories (a total of 17 basic competencies), an intermediate level in 9 areas, and
advanced competencies in 2 specialized areas. Such a profile points to a person with certain
professional experience who has developed expertise in specific domains, which is typical
for auditors who have transferred into internal audit from other organizational functions.

Competencies are assessed continuously over time, by comparing proficiency levels
in previous and current periods and by defining targeted competencies for the next
period, together with planned activities to achieve the desired objectives. This longitu-
dinal approach makes it possible to monitor progress and identify trends in competency
development, which is essential for effective career management and succession planning
within the internal audit function. The collective assessment of competencies is used to
summarize the proficiency levels of all internal auditors and allows the Chief Audit Exec-
utive to determine whether the function as a whole possesses the necessary competencies
to implement the strategic internal audit plan.

The results of the individual competency assessment are compared against the role pro-
file that a given individual may assume or already holds. Role profiles are defined for eleven
distinct roles or positions/functions (commonly referred to as “job positions”) that cover the
entire hierarchy and specializations within internal audit or audit-related functions. These
profiles were developed based on an analysis of typical expectations and responsibilities
for each role and serve as a benchmark for assessing competency adequacy. The identified
roles and the expected ranges of knowledge and skills are presented in the following table:

Illustration 3: Recognized Roles and Expected Ranges of Knowledge
and Skills of Internal Audit Human Resources

Basic Intermediate | Advanced Expert

1 | Entry-Level Internal Auditor 16 0 0 0
2 | Staff Internal Auditor 23 5 0 0
3 | Senior Internal Auditor (Generalist) 14 14 0 0
4 | Senior Internal Auditor (Specialist) 17 9 2 0
5 | Lead Auditor (Engagement Supervisor) 5 14 9 0
6 | Lead Auditor (Technical) 6 13 9 0

Senior Audit Manager (e.g., Manager of
7 Corpprate Process Audit, Manager of 0 8 20 0

Service Audit, Manager of Infrastructure/

Network/Systems Audit, etc.)
3 E)i(reeccuttc;\r/;))f Internal Audit (non-Chief Audit 0 ) 2 6
9 | Chief Audit Executive (CAE) 0 1 14 13
10 | Audit Committee Member 0 3 13 12
11 | Quality Assessment Team Leader 0 6 18 4

Source: (7), translated and adapted by the author. Used with permission for educational purposes.
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The analysis of role profiles reveals a clear progression of competencies across hierarchi-
cal levels. At the entry level, auditors possess only basic competencies across all areas (16 in
total), while more experienced practitioners demonstrate a higher share of advanced and
expert competencies. A particularly interesting case is the profile of the Audit Committee
Member, who—although not formally part of the internal audit function—must still possess
asignificant number of expert-level competencies (12 in total). This highlights the importance
of having qualified board members for the effective oversight of the internal audit function.

Each role profile is accompanied by a description. For instance, the Entry-Level Internal
Auditor typically has very little professional experience or knowledge in the field of internal
audit. Such an individual is expected to have some knowledge of internal audit, as well as pro-
fessional competencies and competencies for governance and risk management, but requires
significant support and mentoring in applying this knowledge in practice. An entry-level
auditor would need direct supervision for most tasks. At the other end of the spectrum, the
Chief Audit Executive (CAE) possesses expert-level knowledge across all areas of internal
audit and nearly all professional competencies, and typically holds advanced knowledge in
most business areas. This enables the CAE to function as a strategic advisor and to influence
risk management at the organizational level.

CONCLUSION

The Global Internal Audit Competency Framework represents a milestone in the evolution
of the profession, providing a systematic response to the complex challenges of the modern
business environment. This framework not only operationalizes the obligation of continuous
competency development prescribed by the Global Internal Audit Standards but also makes it
practically applicable through a structured methodological approach—particularly through
Standard 10.2 Human Resource Management, which requires that the internal audit function
collectively possesses the competencies necessary to implement the internal audit plan.

The key contribution of the new framework lies in its comprehensive approach that covers
all four pillars of modern internal auditing: technical competencies specific to the profes-
sion, soft skills critical for communication and leadership, competencies for understanding
the broader context of governance and risk management, and specialized competencies for
different areas of business. Through 28 subcategories of competencies and four proficiency
levels, organizations can identify, with unprecedented precision, the areas of individual and
collective capabilities as well as the gaps between current and required skills.

The eleven defined role profiles—from entry-level internal auditor to Chief Audit Exec-
utive—serve as a benchmark, i.e., a standard that enables objective career positioning and
planning within the profession. The longitudinal approach to assessment, through continu-
ous comparison of proficiency levels in previous and current periods while defining targeted
competencies for the upcoming period, makes this framework a dynamic instrument that
supports the cycle of continuous improvement.
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The implementation of systematic competency assessment enables organizations to
identify competency gaps and plan targeted development programs, provides an objective
foundation for human resource management, and helps demonstrate compliance with the
requirements of the Global Internal Audit Standards.

The framework’s flexibility allows organizations to reflect their priorities through a
desired combination of competencies and proficiency levels, while the standardized meth-
odology ensures consistency and objectivity. Competency assessment thus represents a cycle
of continuous improvement that enables the internal audit function to monitor its progress,
adapt to the changing needs of the organization, and ensure it remains relevant in a dynamic
business environment. The new Internal Audit Competency Framework therefore serves not
only as a tool for assessing the current state but also as a strategic roadmap for the future of
the profession—one capable of creating, protecting, and sustaining organizational value in
an era of accelerated change and increasing business complexity.
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