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of human rights, to an apprecia�on of everyone’s individual 
human rights. Through securing human rights, par�cularly 
for the poor and marginalised, we aim to restore our indi-
vidual and collec�ve dignity as a na�on. 

Our new vision, mission and values therefore recog-
nise our individuality within the broader collec�ve, 
placing a responsibility on us to transform society,  
secure rights and restore dignity. 

While the rethinking process has commenced, the Commis-
sion is s�ll required to deliver on its mandate. The specific 
mandate of the Commission is to promote, protect and 
monitor human rights. The Commission is essen�ally an in-
termediary ins�tu�on situated between the ci�zens and the 
government. This link with the people is what allows us to 
play the role of ge�ng the government to account thereby 
enhancing its accountability on the one hand, and fulfilling 
our commitment to contribute to the cons�tu�onal impera-
�ve of transforma�on, on the other. In a young democracy 
such as ours where many people are impoverished, have 
limited access to services and limited contact with poli�-
cians, the importance of ins�tu�ons that can serve as in-
termediaries between the people and the government is 
absolutely cri�cal. 

Currently, the Commission does not have sufficient  
resources to fulfil its mandate. To this end the ins�tu�on has 

A�er joining the Commission in August 2010,  
I worked closely with Commissioners and the Sec-

retariat to ini�ate a process of rethinking the Com-
mission. Rethinking the Commission involves ask-
ing difficult ques�ons, reviewing performance, cri�cal 
self-reflec�on and ul�mately, realigning our limited  
resources with a structure that ensures greater  
organisa�onal effec�veness. 

The rethinking process includes a deeper and more sub-
stan�ve analysis of the issues and challenges facing us. It 
goes beyond filling the gaps, and moves away from the 
quick fix, short-term approach to problem solving. Re-
thinking the Commission will inevitably raise uncomfort-
able, difficult ques�ons. It will create uncertainty, confu-
sion and insecurity. However, rethinking the Commission 
can also result in the crea�on of new ideas, developing 
spaces for dialogue and debate, resul�ng in building a  
be�er, stronger and more effec�ve Commission.

One of the consequences of this rethinking process has 
been the development of a new vision, mission and val-
ues for the ins�tu�on. The new vision reflects the coun-
try’s historical past and speaks to the Commission’s broad  
cons�tu�onal mandate of transforming society. The vision 
moves from a broad collec�ve recogni�on that we have a 
responsibility to transform society and promote a culture 
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2 been engaging Parliament, the Department of Jus�ce and 
Cons�tu�onal Development and the Na�onal Treasury, to 
mo�vate for an increased budget. While we recognise that 
the government has several cri�cal priori�es, the Commis-
sion believes that the government’s failure to adequately 
fund the mandate of the Commission may undermine the 
transforma�on of society and the development of a human 
rights culture in South Africa. Furthermore, we believe that 
in addi�on to assis�ng us with securing financial resources, 
Parliament needs to play an ac�ve role in monitoring the 
government’s compliance with recommenda�ons made by 
the Commission.

Due to our limited budget, the Commission has had to em-
bark on a process of ra�onalisa�on of its services. Instead of 
trying to fulfil every aspect of our mandate with the limited 
resources available, we have decided instead to concentrate 
on complaints handling, shi�ing resources away from other 
programmes. At the same �me, we recognise that our pro-
tec�on mandate is inherently connected to our promo�on 
and monitoring mandates and that in order to improve our 
effec�veness in dealing with human rights viola�ons we 
also have to con�nue monitoring governement and raising 
human rights awareness levels.

As a consequence of this decision, the Commission has had 
to review and amend its outcomes and objec�ves in line 
with the shi� in human and financial resources. The revised 
outcomes and objec�ves are captured in the new  2011–
2014 strategic plan.

The Commission is taking a cri�cal look at itself, and in par-
�cular rethinking its mandate, cri�cally assessing its impact 
and trying to repriori�se resources so that it lives up to its 
vision of transforming society,  securing rights and restoring 
dignity.

As we embark on this journey of rethinking the Commis-
sion, the strategic plan of 2011–2014 serves as a road-map 
for guiding us towards realising our goals. These strategic 
outcomes-oriented goals have been shaped by a process of 
collec�ve engagement, cri�cal debate and discussion. Ul�-
mately, these goals serve as small steps towards transform-
ing society and crea�ng a culture of human rights in South 
Africa.

Kayum Ahmed
Chief Execu�ve Officer



Vision
Transforming society. 

Securing rights. Restoring dignity.

Mission
The Commission as the independent na� onal 
human rights ins� tu� on is created to support 
cons� tu� onal democracy through promo� ng, 
protec� ng and monitoring the a� ainment of 

everyone’s human rights in South Africa 
without fear, favour or prejudice.

Values
The values of the Commission are: 

Integrity, honesty, respect, objec� vity, 
Batho Pele principles, and equality.
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3.  Values
The values of the Commission are: integrity, honesty, re-
spect, objec�vity, Batho Pele principles, and equality.

4.  Legisla�ve and Other Mandates
The Commission is an independent ins�tu�on suppor�ng 
cons�tu�onal democracy established in terms of Chapter 
9 of the Cons�tu�on. Its specific mandate is s�pulated in 
sec�on 184 of the Cons�tu�on. The following sub-sec�ons 
broadly describe the parameters of the ins�tu�on:

4.1  Cons�tu�onal Mandate
The mandate of the Commission as contained in sec�on 184 
of the Cons�tu�on of the Republic of South Africa, Act 108 
of 1996 is as follows:

1)  The South African Human Rights Commission must – 

 i. promote respect for human rights and a culture of 
human rights;

 ii. promote the protec�on, development and a�ain-
ment of human rights; and

 iii. monitor and assess the observance of human 
rights in the Republic.

In terms of the Public Finance Management Act (PFMA) and 
Na�onal Treasury regula�ons, the South African Human 
Rights Commission must submit a five-year strategic plan to 
the Na�onal Treasury. The Accoun�ng Officer (Chief Execu-
�ve Officer) is responsible for making sure that such a plan is 
developed and submi�ed to the Treasury. Star�ng from this 
year (2011), the Treasury has produced a revised framework 
to help in the development of strategic plans. 

The framework calls on all cons�tu�onal ins�tu�ons to con-
duct a situa�onal analysis, develop strategic outcome-ori-
ented goals, formulate strategic objec�ves and ul�mately 
develop annual performance plans. Following the Treasury 
guidelines, the Commission conducted a situa�onal analy-
sis, which ul�mately resulted in the formula�on of a new 
vision, mission, values as well as revised strategic outcome-
oriented goals.

1.  Vision
Transforming society. Securing rights. Restoring dignity.

2.  Mission
The Commission as the independent na�onal human rights 
ins�tu�on is created to support cons�tu�onal democracy 
through promo�ng, protec�ng and monitoring the a�ain-
ment of everyone’s human rights in South Africa without 
fear, favour or prejudice.

PART A: Strategic  Overview



52)   The Commission has the powers, as regulated by the 
na�onal legisla�on, necessary to perform its func�ons,  
including the power to –

 i. inves�gate and to report on the observance of  
human rights;

 ii. take steps to secure appropriate redress where  
human rights have been violated; 

 iii. carry out research; and 

 iv. educate 

3)  Each year, the Commission must require relevant  
organs of state to provide the Commission with informa-
�on on the measures that they have taken towards the  
realisa�on of the rights in the Bill of Rights concerning hous-
ing, health care, food, water, social security, educa�on and 
the environment.

4)  The Commission has the addi�onal powers and func�ons 
prescribed by the na�onal legisla�on.

4.2  Legisla�ve Mandate
The Commission has addi�onal powers and func�ons pre-
scribed by specific legisla�ve obliga�ons in terms of the 
Human Rights Commission Act, Promo�on of Access to In-
forma�on Act (PAIA) and the Promo�on of Equality and Pre-
ven�on of Unfair Discrimina�on Act (PEPUDA). The Com-
mission has to do the following:

 i. promote awareness of the statutes;

 ii. monitor compliance with the statutes;

 iii. report to Parliament in rela�on to these statutes; 
and

 iv. develop recommenda�ons on persis�ng challeng-
es related to these statutes and any necessary re-
form.

4.3  Policy Mandate
The Commission is ac�vely involved in ensuring the ra�fica-
�on of interna�onal and regional human rights instruments 
through amongst others, advoca�ng for the domes�ca�on 
of these human rights instruments. 

At an interna�onal level, the Commission is recognised by 
the United Na�ons Office of the High Commissioner for Hu-
man Rights as an ‘A’ status na�onal human rights ins�tu�on 
(NHRI). As an ‘A’ status NHRI, the Commission has adhered 
to the Paris Principles which are guiding principles that set 
out the nature and func�oning of a NHRI. These Principles 
emphasise the independent nature of NHRIs and guide the 
manner in which the Commission conducts its work. 

Summarised, the principles state among other things that 
na�onal human rights ins�tu�ons should, (i) monitor any 
situa�on of viola�on of human rights, (ii) be able to advise 
the government, the Parliament and any other competent 
body on specific viola�ons, (iii) educate and inform on  
issues of human rights, and (iv) be able to use their quasi-
judicial powers where these exist.



6 At a domes�c level, the following legisla�on and policies will 
form the basis on which the Commission will plan its opera-
�ons in the forthcoming 2011-14 period:

Public Finance Management Act (PFMA) (Act 1 of 1999 as 
amended.

The Commission con�nues to improve compliance with the 
PFMA in its opera�ons.

Preferen�al Procurement Policy Framework (PPPFA) (Act 
5 of 2000)

The Commission has aligned its procurement policies and 
procedures to this legisla�on.

Broad Based Black Economic Empowerment (BBBEE) (Act 
53 of 2003)

The Commission has also aligned its procurement policies 
and procedures to this legisla�on.

Human Rights Commission Act (HRCA) (Act 54 of 1994)

While the Commission fulfils the obliga�ons set out in the 
Act, the Commission has suggested a number of amend-
ments to bring the Act in line with the Cons�tu�on and 
subsequent legisla�on. It is impera�ve that the HRCA be 
amended during the course of 2011.

Promo�on of Access to Informa�on Act (PAIA) (Act 2 of 
2000). 

The Commission con�nues to promote compliance with 
PAIA and produces an annual report in this regard.

Promo�on of Equality and Preven�on of Unfair Discrimi-
na�on Act (PEPUDA) (Act 4 of 2000)
The Commission con�nues to promote compliance with PE-
PUDA and will start producing a thema�c equality report on 
an annual basis.

Commissioner’s Strategic Focus Areas
In addi�on to the policy and legisla�ve mandates of the 
Commission, Commissioners adopted a document called 
the Human Rights Matrix. This document tracks the vari-
ous human rights obliga�ons of South Africa at the interna-
�onal, regional and domes�c levels. It is a tool that assists 
in facilita�ng, through the guidance of human rights legal 
instruments, the principles and pronouncements, and the 
iden�fica�on of the Commissioners’ strategic focus areas 
and priori�es. It also assists in iden�fying the unique role of 
the Commission as a na�onal human rights ins�tu�on. 

The strategic priority areas which are in line with the Human 
Rights Matrix were iden�fied, discussed and integrated into 
the strategic plan. The Commissioners also assigned specific 
provinces and United Na�ons Treaty Bodies amongst them-
selves. These strategic priority areas, Treaty Bodies and 
provinces are as follows: 



7Commis-
sioner

Strategic 
Focus Area

Province UN Treaty 
Bodies

M L Mushwana,
Chairperson

Asylum Seekers, 
Migra�on and 
Counterac�ng 
Xenophobia 

Northern Cape 
and Mpuma-
langa

Conven�on on the 
Elimina�on of Ra-
cial Discrimina�on 
(CERD); Interna-
�onal Covenant on 
Economic, Social 
& Cultural Rights 
(ICESCR)

P Govender,
Deputy Chair-
person 

Basic Services, 
Access to infor-
ma�on

Western Cape Conven�on on 
the Elimina�on of 
All Forms of Dis-
crimina�on against 
Women (CEDAW)

L Mokate Children, Basic 
Educa�on

Free State Conven�on on the 
Rights of the Child 
(CRC)

B Malatji Disability, Older 
Persons

North West and 
Limpopo

Conven�on on the 
Rights of persons 
with Disabili�es 
(CRPD)

S Baai Housing, Food, 
Health Care

Eastern Cape Interna�onal 
Covenant Civil & 
Poli�cal Rights 
(ICCPR)

J Love 
(part-�me)

Environment, 
Natural Re-
sources, Rural 
Development

KwaZulu-Natal

D Titus 
(part-�me)

Human rights 
and law enforce-
ment, Torture

Gauteng Conven�on against 
Torture (CAT)

The development of this strategic plan is a culmina�on of 
extensive consulta�on and debate about the future and 
direc�on of the Commission. 

The strategic plan forms part of a broader process of re-
thinking the South African Human Rights Commission - a 
process ini�ated by the Chief Execu�ve Officer in consul-
ta�on with Commissioners that includes restructuring the 
Commission to make it more effec�ve and efficient. 

4.4 Court Rulings
The Commission is currently involved in a number of li�-
ga�on ma�ers. The li�ga�on itself is resource-intensive. 
Furthermore, the courts could poten�ally order the Com-
mission to take certain ac�on that may result in further 
deple�on of the Commission’s financial and human re-
sources. This could impact nega�vely on the planned op-
era�ons of the Commission. The Commission would like to 
highlight the following two ma�ers:

The ma�er of Said & 10 others v Minister of Safety and  
Security, South African Human Rights Commission & Oth-
ers, Case No. EC/13/08, CPD (Equality Court), is a class ac-
�on that was lodged in the Western Cape High Court, sit-
�ng as an Equality Court, against the Minister of Safety and 
Security. The ma�er arose out of an alleged xenophobic 
incident in Zwelethemba Township outside Worcester in 
the Western Cape in which the applicants suffered loss and 
damage to their property. The Commission was joined as 
the third party to the proceedings. 



8 Referring to the Commission’s cons�tu�onal mandate, the 
complainants were of the opinion that the joinder of the 
Commission to the court proceedings would permit the 
courts to make an order that would give effect to the struc-
tural interdict requested in the relief sought by complain-
ants against the SAPS.

The relief sought by the SAPS in the answering affidavit to 
the complainant’s joinder applica�on vis-à-vis the Commis-
sion was to inves�gate and to report on the alleged rights 
viola�ons alleged by the complainants, and for the Com-
mission to assist with educa�ng the local communi�es and 
to assist the SAPS to develop training programmes for the 
police. The ma�er is currently pending before the court. It 
is an�cipated it will be finalised during the 2011/2012 finan-
cial year. 

The ma�er of Beja and others v Premier Western Cape, 
Mayor of the City of Cape Town, City of Cape Town, Pro-
vincial Department of Housing and the SAHRC, Case No. 
21332/10, CPD, arose out of the highly publicised “Makhaza 
toilet case” in which the Commission made a finding in June 
2010 that the City of Cape Town had violated the right to 
dignity of residents by failing to enclose toilets built for the 
community. In addi�on the Commission recommended that 
the toilets should be enclosed, and that the Na�onal De-
partments of Human Se�lements and Water Affairs have 
to intervene more ac�vely in all provinces to eradicate the 
bucket system in South Africa.

The City of Cape Town appealed the Commission’s find-
ings, but this was dismissed by the ins�tu�on. The ini�al 
complainants then launched a court applica�on seeking 
the high court to make the recommenda�ons an order of 
court. Although the Commission has been joined as a party 
in this ma�er, no specific relief has been requested against 
it at this stage. The ma�er is an�cipated to be heard and 
finalised during the 2011/12 financial year.

5.  Situa�onal Analysis
In terms of the framework for strategic plans and annual per-
formance plans, cons�tu�onal ins�tu�ons need to present 
informa�on on their performance and broader ins�tu�onal 
environment based on the detailed informa�on gathered in 
the strategic planning process. In its strategic planning pro-
cess the Commission iden�fied various performance and in-
s�tu�onal elements as part of its environmental analysis.

The Commission’s broad mandate to promote, protect and 
monitor human rights, presents both an opportunity and a 
challenge. The broad mandate allows the Commission to 
engage with a diverse range of partners, inves�gate all com-
plaints that fall within its mandate and monitor and assess 
the observance of human rights in the country, and ensure 
that the government takes appropriate steps towards en-
suring the progressive realisa�on of the rights in the Bill of 
Rights as they relate to economic and social rights. Through 
the Economic and Social Rights (ESR) and the Promo�on 



9One of the major components of the Commission’s man-
date that has the greatest bearing on its image and credibil-
ity is the complaints handling mechanism. The inability to 
deal with complaints speedily and effec�vely has impacted 
nega�vely on the Commission’s credibility. A�er conduct-
ing an intensive analysis of the Commission’s complaints 
handling procedures, it has become evident that there is a 
lack of consistency in the way complaints are handled across 
the provinces. Furthermore, provincial offices lacked both 
financial resources and the requisite skills to manage, inves-
�gate, and speedily conclude cases. The strategic planning 
process revealed that more a�en�on and resources have to 
be dedicated to dealing with the Commission’s complaints 
handling mechanism. 

The Commission’s mandate to protect human rights is what 
ul�mately dis�nguishes it from civil society organisa�ons 
which carry out human rights promo�on and monitoring 
ac�vi�es. The protec�on component of the Commission’s 
mandate therefore has to be strengthened over the next 
three years since it has the most direct impact on the image 
and credibility of the ins�tu�on.

An assessment of the Commission’s internal environment 
revealed that the organisa�onal structure is ineffec�ve and 
at �mes incongruent with the mandate of the Commission. 
Restructuring the Commission has therefore been iden�fied 
as a key ac�vity in ensuring the effec�veness and efficiency 
of the Commission.

of Access to Informa�on (PAIA) reports, the Commission is 
able to provide an overview of the extent to which the gov-
ernment is fulfilling its obliga�ons towards the progressive 
realisa�on of socio-economic rights and access to informa-
�on.

At the same �me, the broad mandate also presents a threat 
to the Commission’s ability to deliver on its mandate given the 
fact that the ins�tu�on has limited financial resources, and 
that the staff is not adequately trained to operate op�mally 
towards helping the Commission to realise its mandate.

Also, the Commission is o�en faced with an anomalous 
situa�on in that those endowed with resources invariably 
have greater access to u�lise the Commission’s complaints 
mechanism. 

Given the ins�tu�on’s resource constraints, the expecta-
�ons placed on the Commission are therefore unrealis�c, 
and can result in the failure of the Commission to deliver 
on its objec�ves. Unfortunately, the external expecta�ons 
placed on the Commission are exacerbated by internal chal-
lenges.

The Commission’s internal challenges and varied opera�onal 
budgetary constraints have invariably resulted in the image 
of the Commission being nega�vely affected. The Commis-
sion’s credibility and integrity are inherently connected to 
its ability to deliver on its mandate, failing which, the Com-
mission is portrayed as a weak ins�tu�on.



10 In addi�on, there is also a need to develop and improve the 
Commission’s performance management system, encourage 
and ensure greater team work and collabora�on amongst 
Programmes, and increase skills levels significantly through 
training and development. 

5.1  Performance Environment
Despite the posi�ve assessment of the work of the Commis-
sion by the interna�onal NGO, Human Rights Watch, as well 
as being recognised as an A-rated Na�onal Human Rights In-
s�tu�on (NHRI) by the United Na�ons, it became apparent 
during the Commission’s strategic planning session that the 
ins�tu�on’s performance was far from ideal. For instance, 
during the 2009/10 financial year, the Commission was only 
able to achieve 52% of its objec�ves. 

Following a strategic planning session in which the Com-
missions’ mandate was analysed by comparing the Paris 
Principles, the South African Cons�tu�on and the Human 
Rights Commission Act, it has become quite clear that while 
the Cons�tu�on gives more or less equal weight to the pro-
mo�on, protec�on and monitoring mandate, the Human 
Rights Commission Act and the Paris Principles appear to be 
more slanted towards the protec�on mandate. Complaints 
handling is arguably one of the most important areas of the 
Commission’s work.

Some of the cri�cal ques�ons that were raised are: given 
the Commission’s broad mandate to monitor, protect and 
promote human rights, and at the same �me, given the 

Commission’s limited resources to fulfil its mandate, should 
the ins�tu�on not be alloca�ng most of its resources to 
strengthening its protec�on mandate? 

Secondly, the 2005 Report on Assessing the Effec�veness 
of the NHRIs released by the OHCHR, lists public legi�macy 
and accessibility as core characteris�cs of effec�ve NHRIs. 
Given that the Commission’s legi�macy and accessibility is 
largely dependent on how it educates people who are poor 
on how to access the Commission’s complaints mechanism, 
and how it handle’s complaints , it again appears that the 
limited resources should be focused on the Commission’s 
protec�on mandate.

However, despite the fact that the Commission has decided 
that most of its resources will be directed towards fulfilling 
the protec�on mandate, it would be short-sighted not to 
pay sufficient a�en�on to the promo�on and monitoring as-
pects of the mandate. Ul�mately, the Commission’s protec-
�on mandate cannot be separated from its promo�on and 
monitoring mandates – the three are inherently connected.

For the 2011–2014 period, the Commission aims to strength-
en its protec�on mandate by direc�ng most of its resources 
to this area. It is es�mated that it will take approximately 
two years to develop an effec�ve complaints handling sys-
tem. Once this process is completed, more resources will 
become available to be directed towards the other compo-
nents of the Commission’s mandate, namely, the promo�on 
and monitoring mandates. 



115.2  Organisa�onal Environment
The Commission consists of Commissioners and the Secretar-
iat. The Commissioners are responsible for se�ng the strate-
gic direc�on, and the Secretariat, headed by the Chief Execu-
�ve Officer, is responsible for implemen�ng the strategy.

The structure of the Secretariat is broadly divided into two 
components – the opera�ons and corporate services. Op-
era�ons are composed of: 1) Legal Services Programme; 2) 
Advocacy Programme; 3) Research Programme; and 4) Par-
liamentary and Interna�onal Affairs Programme. 

Corporate services include: 1) the Office of the Chief Execu-
�ve Officer which incorporates Internal Audit and Promo-
�on of Access to Informa�on Act (PAIA) units; 2) Human Re-
sources; and 3) Finance and Administra�on which includes 
Informa�on Technology (IT). The Commission has an office 
in each of the country’s nine provinces. The head office is 
based in Parktown, Johannesburg.

In an informal staff percep�on survey conducted in the 
Commission during September 2010, it became apparent 
that the Commission’s structure failed to speak to the man-
date of the Commission and appeared to be driven by form 
rather than func�on. The result of the survey revealed that 
there was unanimity among the staff that the Commission’s 
structure must be changed.

In addi�on to addressing the structural challenges faced by 
the Commission, there is also a need to deal with the ins�-

tu�onal culture prevalent at the Commission. Since the ar-
rival of the CEO in August 2010, various measures have been 
adopted to posi�vely change the culture at the Commission. 
These measures include, among others, greater consul-
ta�on at all levels in the Commission and the inclusion of 
provincial managers in key decision making structures and 
processes. Also, several discussions were undertaken at dif-
ferent levels to develop workable strategies to enhance the 
work of the Commission.

Furthermore, the Auditor-General made a number of 
findings regarding performance management during the 
2009/10 financial year, which were indica�ve of the chal-
lenges facing the Commission. A number of variances iden-
�fied in the achievement of targets can be directly a�rib-
uted to the following:

Budget constraints – Delivery by the Commission on its 
objec�ves was severely constrained by its limited financial 
resources. There will be no solu�on to this problem unless 
rela�ons between Parliament and the Chapter 9 ins�tu�ons 
are fundamentally redefined, and a new thinking or strategy 
is developed in the way in which Chapter 9 ins�tu�ons are 
funded. The Report of the Ad hoc Commi�ee on the Review 
of Chapter 9’s and Associated Ins�tu�ons report raised the 
ques�on of funding as fundamental and key towards help-
ing the ins�tu�ons to fulfil their basic mandate. 

This was highlighted by the following targets which were 
not achieved as a result of financial constraints:



12  i.   PAIA private sector and community interven�ons 

 ii.  The internal audit programme did not have audit 
projects in provincial offices; and 

 iii.  The inability to appoint a risk manager as advised by 
the Audit Commi�ee.

Informa�on Technology challenges – A number of targets 
were not met due to Informa�on Technology challenges 
linked to the budget. These included:

 i.  The revision of the PAIA Sec�on 32 electronic sub-
missions process; and

 ii.  The inability to fully implement an e-Learning blue-
print and strategy.

Despite these challenges, the Commission’s website was re-
designed and re-launched at the end of 2010. 

Organisa�onal structure

The Commission’s structure is not sufficiently aligned with 
its mandate and resources. This became evident following 
the results of an organisa�onal survey conducted by the 
CEO in September 2010 referred to above. Consequently, 
a major restructuring exercise has been embarked upon at 
the Commission and should be finalised by the end of May 
2011.

Unfortunately, financial resource constraints have prevent-
ed the Commission from appoin�ng an external organisa-
�onal development consultant, delaying the development 
of a new structure by several months.

Human resources constraints – Human resource constraints 
have been iden�fied as a reason for the variances in the 
achievement of some of the targets. Some of the challenges 
included the following:

 i.  The lack of an informa�on management strategy due 
to a vacant posi�on of the Head of Informa�on and 
Communica�ons. The posi�on had been vacant for 
10 months of the financial year. 

 ii.  The inability of the Commission to fully implement 
its records management plan due to the lack of a 
records manager.

 iii.  The inability to fulfil its compliance obliga�ons with 
regard to security ma�ers due to the lack of a secu-
rity manager; and

 iv.  The inability of the Commission to meet the out-
reach targets due to the resigna�on of educa�on 
officers in the provinces.

5.3  Descrip�on of the strategic planning process
The strategic planning process was divided into two main 
parts. The first part included inputs and the presenta�on of 
a Human Rights Matrix from Commissioners. Also a number 
of internal programma�c mee�ngs and sessions took place, 
culmina�ng in a Secretariat workshop from 1-3 December 
2010. This workshop included Heads of Programmes (HoPs), 



13Provincial Managers (PMs) and some Deputy Directors. The 
second part of the process began with a formal considera�on 
by Commissioners of the dra� Strategic Plan and therea�er 
a joint strategic planning session with the Secretariat which 
also included a number of parallel working sessions during 
the period 18–21 January 2011. 

Throughout the process, Heads of Programmes and Provin-
cial Managers met and shared ideas with their respec�ve 
colleagues. Prior to the December workshop, the outcomes 
of these consulta�ve mee�ngs were used as the basis for 
the strategic planning process. The purpose of these con-
sulta�ons was to ensure that every staff member was con-
sulted throughout the process.

6.  Strategic Outcome Oriented Goals of 
the Commission
In terms of the Na�onal Treasury document, “Framework 
for Strategic Plans and Annual Performance Plans” (August 
2010), cons�tu�onal ins�tu�ons must formulate strategic 
outcome-oriented goals. These goals iden�fy areas of ins�-
tu�onal performance that are cri�cal to the achievement of 
the mission. They should stretch and challenge the ins�tu-
�on, but must be realis�c and achievable. 

Data and informa�on generated in the Commission’s stra-
tegic planning process has culminated in the formula�on of 
the following strategic outcome oriented goals:

Strategic Outcome  
Oriented Goal 1 

Improve the quality of complaints han-
dling 

Goal Statement Revise the complaints handling mecha-
nism to enable greater access to and pro-
tec�on of rights, par�cularly by the most 
vulnerable 

Strategic Outcome 
Oriented Goal 2 

Improve the quality of monitoring, evalua-
�on of and repor�ng on the realisa�on of 
human rights 

Goal Statement Streamline the monitoring, evalua�on and 
repor�ng processes to effec�vely measure 
the realisa�on of human rights 

Strategic Outcome 
Oriented Goal 3 

Inculcate a culture of human rights through 
human rights advocacy

Goal Statement Develop and implement an effec�ve and 
efficient human rights advocacy plan 

Strategic Outcome 
Oriented Goal 4 

Strengthen organisa�onal effec�veness 
and efficiency

Goal Statement Restructure the Commission to ensure the 
effec�ve and efficient u�lisa�on of human 
and financial 

Strategic Outcome 
Oriented Goal 5 

Improve communica�on and stakeholder 
engagement 

Goal Statement Develop communica�on tools and key 
stakeholder rela�onships thereby enhanc-
ing the credibility, reputa�on, and acces-
sibility of the Commission



The Commission has developed the following six strategic 
objec�ves that flow directly from the strategic outcome ori-
ented goals listed below. 

Strategic Objec�ve 1 

Promote compliance with interna�onal obliga�ons

Objec�ve Statement 
Promote compliance with interna�onal human rights obliga�ons within South Africa and the Commission

Baseline
During 2009/10 strategic interven�ons were undertaken by Commissioners to promote the fulfilment of interna�onal and regional human 
rights obliga�ons; the Annual Interna�onal Report dra�ed not published; one joint NHRI statement at HRC and one statement at ACHPR; one 
Deten�on Monitoring Report; one Corporal Punishment report; two workshops; seven relevant a�endances.

Strategic Objec�ve 2

Posi�on the Commission as the focal point for human rights in South Africa 

Objec�ve Statement
Expand visibility of the Commission through improved communica�on that includes media and stakeholder engagement and increased re-
sponsiveness to stakeholders

Baseline
Commissioners engaged with key stakeholders and chaired Sec�on 5 commi�ees during 2009/10; three issues of Kopanong newsle�er were 
published and distributed; daily media monitoring occurred; four SAHRC reports were edited, published and distributed, including the 2008/09 
Annual Report; one SAHRC provincial office briefing on the Code of Good Conduct and distribu�on of the Code within Commission was 
achieved, 32 parliamentary and stakeholder a�endances took place, 460 networking interven�ons, one Par�cipa�on Forum mee�ng and two 
presenta�ons took place with parliamentary stakeholders; two introductory mee�ngs with parliamentary Por�olio Commi�ees took place; 
215 requests for informa�on and/or opinions were provided.

The baseline lists selected achievements reflected in the 
2009/10 Annual Report:

PART A: Strategic  Objec�ves



15Strategic Objec�ve 3:  Strengthen advocacy and human rights awareness raising 

Objec�ve Statement
Enhance understanding and build capacity for human rights.

Baseline 
Commissioners set the advocacy and human rights awareness raising direc�on for the Commission; conduct media interven�ons and 
par�cipate regularly in advocacy ac�vi�es of the Commission. In addi�on, during 2009/10 the Commission conducted 74, 3-day out-
reach interven�ons; 371 presenta�ons; 182 community radio sta�on interviews; 22 seminars, 54 internal e-learners and 64 external e-
learners were registered. An addi�onal 69 presenta�ons were made by the Research Documenta�on and Policy Analysis Programme.

Strategic Objec�ve 4:  Advance the realisa�on of human rights

Objec�ve Statement
Monitor, evaluate and report on the realisa�on of human rights and in par�cular, the progressive realisa�on of economic and social 
rights as required by s184(3) of the Cons�tu�on. Commissioners approve all policy development nd submissions on legisla�on. During 
2009/10, the Commission finalised four human rights monitoring tools; undertook six monitoring interven�ons; completed 10 HRDR 
dra� chapters; and completed the 7th ESR Dra� Report.

Baseline
Furthermore, two presenta�ons were made at workshops on legisla�on, two mee�ngs with parliamentary commi�ees took place; 
eight legisla�ve submissions were dra�ed and submi�ed; research work was conducted on Oversight Manuals; and various communi-
ca�ons were sent to the DoJCD regarding the Human Rights Commission Act Amendment Bill.

Strategic Objec�ve 5:  Advance the right to equality and access to informa�on

Objec�ve Statement
Fulfil the Commissions’ legisla�ve obliga�ons in rela�on to the right to equality and the right to informa�on.

Baseline
Commissioners represent the Commission on equality and access to informa�on ma�ers in Parliament, at senior government levels, 
amongst other stakeholders, and in the media. Commissioners provide approval on all strategic ma�ers concerning PEPUDA and 
PAIA.
PEPUDA – Five Equality publica�ons; four resource manuals dra�ed; three pamphlets completed. PAIA - Annual Report Annexure B 
prepared and submi�ed; compliance reports on audit prepared; 290 Requestors assisted; 36 training workshops held; one seminar 
conducted; 1 Training manual developed; Four audits undertaken, two PAIA related publica�ons; and NIO Forum hosted. 



Strategic Objec�ve 6:  Improve the effec�veness and efficiency of the Commission

Objec�ve Statement
Ensure that all the objec�ves set out in the strategic plan and budget are met. 

Baseline 
During 2009/10 the following performance levels were achieved: clean audit achieved; signed performance agreement with CEO, Commissioners 
monitored the development and implementa�on of the strategy and plans with requisite budget; 
During 2009/10 the following performance levels were achieved: clean audit achieved; signed performance agreement with CEO, Commissioners 
monitored the development and implementa�on of the strategy and plans with requisite budget; 52% of the Commission’s opera�onal objec�ves 
were achieved; monthly reports between the Secretariat and Commissioners were produced; a dra� restructuring plan was developed; mid-term 
review completed, annual and financial repor�ng completed; Strategic Plan completed and submi�ed to Commissioners and Na�onal Treasury; 
Internal Audit Charter reviewed and approved.

The strategic objec�ves overlap with all of the Programmes in the Commission in the following manner:

Strategic Objec-
�ve

Commis-
sioner / 
Pro-
gramme

Office of 
the CEO

Finance I n t e r n a l 
Audit

Admin Human  
Resources

LSP HuRAP PIAP RDP

Interna�onal 
Compliance X X

Focal point for 
human rights X X X X X X

Advocacy X X

Realisa�on of 
human rights X X X

Equality and Ac-
cess to  
Informa�on 

X X X X

Effec�veness 
and efficiency X X X X X X X X X X



17ary 2011, 128 permanent posts and 36 contract posts were 
filled. There were 19 vacancies, represen�ng a vacancy rate 
of 12.92%. All vacancies, with the excep�on of the Chief Fi-
nancial Officer, will remain unfilled un�l the restructuring 
process is completed during the course of 2011.

The majority of exis�ng posts are between levels 1 and 10, 
represen�ng 66% of employees in the Commission. 23% of 
the staff complement are between levels 11 and 12 (middle 
managers), while 11% of employees are between levels 13 
and 15 (senior management including Commissioners).

During 2010/11, the budget for employee compensa�on in 
these three categories amounted to R11.2 million, R9.8 mil-
lion, and R 6.8 million, respec�vely.

Trends
Due to the limited resources allocated to the Commission, a 
ra�onalisa�on of services provided by the Commission has 
been ini�ated with the primary focus of shi�ing resources 
to complaints handling in line with the cons�tu�onal pro-
tec�on mandate. As a result, resources that were previ-
ously allocated to the Educa�on and Training Programme, 
Research & Documenta�on Programme, IT & Communica-
�ons Programme and Parliamentary & Interna�onal Affairs 
Programme, will be redirected during the 2011–2014 period 
in order that the Commission’s complaints handling mecha-
nism can be improved and made more accessible to poor 
and vulnerable persons.

7.1  Resource Considera�ons
The Commission receives its funding from transfers from 
the Department of Jus�ce and Cons�tu�onal Development. 
Transfers increased from R55.3 million in 2007/08 to R89 
million in 2011/12, at an average annual rate of approxi-
mately 15%.

Over the medium term, the Commission has been allocated 
R89.06m, R99.54m and R106.78m, represen�ng an aver-
age annual increase of approximately 7%. The increase was 
mainly to fund personnel and rental expenditures on goods 
and services.

Total expenditure is expected to increase at an average 
annual rate of 30%, from R89m in 2011/12 to R107m in 
2013/14. The key cost drivers are personnel expenditure 
and goods and services.

The 2011/12 Budget provides addi�onal alloca�ons of 
R6.17 million in 2011/12, R10.61m in 2012/13 and R12.97m 
in 2013/14. These amounts are specifically allocated for 
infla�on related adjustments in employee compensa�on, 
providing for increased capacity in the Legal Services Pro-
gramme and municipal and rental charges.

Personnel Informa�on
In 2010/11, the Commission had an approved establish-
ment of 167 posts including contract posi�ons. The major-
ity of these posts are funded (165). At the end of Febru-



18 7.2  Risk Management
Several risks have been iden�fied that pose direct and indi-
rect threats to the Commission. These risks range from fail-
ing to assess the impact of the Commission’s work, to low 
staff morale. 

The following detailed Risk Register ou�nes the nature of 
the risks as well as various controls and suggested ac�ons to 

mi�gate these risks. One of the most important risks iden�-
fied relates to various constraints that limit the ins�tu�on’s 
ability to meet 100% of its objec�ves. This par�cular risk is 
being dealt with at many different levels including realigning 
financial resources, restructuring the Commission, ensuring 
sufficient training for the Secretariat, as well as developing 
an effec�ve performance management system.

Risk descrip�on Background to the 
risk

Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve 
management of the 
risk

Ac�on 
owner

Timescale

Failure to ef-
fec�vely assess 
the impact of 
the Commission 
in advancing 
human rights 
and building 
a sustainable 
human rights 
culture

• Insufficient and 
outdated informa-
�on to inform the 
focus areas of the 
Commission 

• Commission’s 
campaigns do not 
address cri�cal hu-
man rights issues

• Human rights 
interven�ons 
deployed by the 
Commission not 
targe�ng the 
marginalised and 
vulnerable com-
muni�es and not 
making an impact 
on the human 
rights culture

   Red

1) Human rights 
monitoring 
reports

2) Presenta�on 
of reports to 
stakeholders

3) Public Hear- 
ngs

4) Human rights 
campaigns  
based on 
human rights 
monitoring 
reports

5) Strategic plan 
targets aligned 
to reports on 
pa�erns and 
trends in hu-
man rights

1. ETP
2. RDP
3. LSP
4. PAIP

1. Align strategic 
plan targets to 
human rights mon-
itoring reports

2. Align human 
rights campaigns 
to human rights 
monitoring reports 

3. Presenta�on of 
the Commission’s 
findings and rec-
ommenda�ons to 
relevant stake-
holders

4. Engage stake-
holder regularly 
on findings and  
recommenda�ons 
made by the Com-
mission

1. HOPs 
– LSP, 
PAIP & 
RDP

2 & 5 HoP 
– ETP 
3,4,6-7.

1. Annually
2.Ongoing
3-4. Ongo-
ing
5&7. Ongo-
ing
6.Annually



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve man-
agement of the risk

Ac�on 
owner

Timescale

Failure to ef-
fec�vely assess 
the impact of the 
Commission in 
advancing human 
rights and build-
ing a sustainable 
human rights 
culture

• Pa�erns and trends in 
human rights viola�ons 
are not iden�fied

• Communica�on of 
pa�erns and trends in 
human right viola�ons 
is low

• The Commission’s out-
reach work is not aligned 
to human rights viola-
�ons and trends

• Recommenda�ons made 
through the reports of 
the Commission are not 
implemented by Parlia-
ment

• The Impact of Commis-
sion’s work cannot be 
measured

•  Instances of human 
rights viola�ons increase

•  Govt policies do not 
address human rights 
issues

•  SA human rights treaty 
obliga�ons not met by 
government

•  Human rights indicators 
have not been developed 
or measured

• Findings of the Commis-
sion not implemented

   Red

6) Assessment 
re- orts of SA 
treaty body 
obliga�ons 
and imple-
menta�on

7) Assessment of 
Policy Analysis 
Reports 

8) Reports of 
human rights 
trends

1. ETP
2. RDP
3. LSP
4. PAIP

5. Human rights inter-
ven�ons aligned to 
recommenda�ons from 
reports of Commission

6. Complaints sta�s�cs 
used to develop human 
rights indicators 

7. Monitor human rights 
pa�erns and trends us-
ing complaint sta�s�cs

8. Amend the HRC Act 
and develop human 
rights indicators 

9. Update human rights 
monitoring tools

10. Analyse policies and 
provide opinions

11. Monitor and report 
on himan rights trends 
and pa�erns

12. Communicate human 
rights indicators and 
pa�erns and trends 
to stakeholders. Place 
obliga�ons on Govt to 
implement

13.  Develop a tool to 
conduct needs assess-
ment and situa�on 
analysis

14.  Develop a monitoring 
and evalua�on tool

1.HOPs 
– LSP,
PAIP & 
RDP
2 & 5HoP 
– ETP
3,4,6-7.

1. Annu-
ally
2.Ongoing
3-4. Ongo-
ing
5&7. On-
going
6.Annually



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk owner Ac�ons to improve man-
agement of the risk

Ac�on 
owner

Times-
cale

Poor complaints 
handling mecha-
nisms

• Poor LSP repor�ng on 
cases 

• Dysfunc�onal flowcen-
tric system

• Complaints not final-
ized within the pre-
scribed �melines and 
turnaround �mes 

• Non-compliance with 
the complaints han-
dling regula�ons

• Lack of consistency on 
complaints handlings

   Red

1) Review of 
finalized cases

2) Appeals pro-
cess in place

1. LSP 1) Revise and overhaul 
current complaints 
handling processes 
and opera�ng systems

2) Compile and develop 
a complaints handling 
manual on complaints 
handling best prac�ces

3) Revise and amend 
current complaints 
handling regula�ons 
in line with adopted 
complaints handling 
processes

4) Revise and develop 
appropriate sta�s�cal 
repor�ng systems and 
develop Flowcentric 
electronic case regis-
tra�on and workflow 
system to enable pro-
duc�on of sta�s�cal 
reports

5) Conduct internal staff 
training on complaints 
handling opera�ng 
systems (including 
Flowcentric)

1.HOP LSP 1. Quar-
terly, 
Ongoing

Informa�on 
technology gover-
nance risks

• Records and informa-
�on missing 

1) Records 
management, 
policy, plan & 
procedures 

1. ICP 
2. Admin. & 
Supply Chain
3. HR

1. Update & execute 
records mgt plan

1. DD – Re-
cords

1. Annu-
ally 



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve man-
agement of the risk

Ac�on 
owner

Timescale

Informa�on 
technology gover-
nance risks

• Absence of a disaster 
recovery and business 
con�nuity plans

• Poor back-up of infor-
ma�on

• IT Systems failure
• The� of Physical as-

sets i.e computers or 
servers

• Destruc�on of 
documents not filed 
properly

• Fire Hazards
• Lack of policies/out-

dated IT policies
• Lack of IT governance 

frameworks

   Red

2) Informa-
�on back-up 
register

3) Disaster re-
covery plan

4) Health and 
Safety check-
list

5) Informa�on 
security policy 
& procedures

1. ICP 
2. 
Admin. 
& Supply 
Chain
3. Hu-
man Re-
sources

2. Back-up cri�cal informa-
�on and include respon-
sibility as a KPI

3. Update and execute 
disaster recovery plan

4. File all important docu-
menta�on and include 
responsibility as KPI

5. Develop business con�-
nuity plan

2. DD – IT
3. DD 
– IT gover-
nance
4. Admin 
Secretaries 
5&6. CFO

2. Weekly
3. Annu-
ally
4. Ongoing
5&6 Annu-
ally

Inability to fully 
implement the 
human rights ad-
vocacy programs

• Scope of the audit is 
too wide, limited �me-
frames,  insufficient 
capacity.

• Insufficient resources 
and capacity to develop 
an adequate human 
rights model

• IInsufficient research 
capacity

• Insufficient and limited 
capacity and skills to 
deliver on the advocacy 
programmes

1) External stra-
tegic partner 
with research 
capacity se-
cured

1. Skills transfer i.t.o the 
involvement of the 
external expert in de-
veloping model & some 
training materials

2. Monitor & evaluate the 
effec�veness of training 
interven�ons, perfor-
mance mngt & regular 
quality assurance 
reviews

3 Con�nuous M&E of the 
relevance & effec�ve-
ness of the new model

HoP: ETP End April
2011



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve man-
agement of the risk

Ac�on 
owner

Timescale

Inability to fully 
implement the 
human rights ad-
vocacy programs

4. Enhance info sharing 
between Programme 
and relevant stakehold-
ers, regularly update 
the anuals to be in line 
with new legisla�on and 
interna�onal human 
rights trends

HoP: ETP End April
2011

Constraints to 
achieving 100% 
of opera�onal 
objec�ves

• Correc�ve ac�on not 
taken to address poor 
performance 

• Targets not specific or 
achievable

• Targets not aligned to 
budget

• Poor planning 
• No procedures for 

management of 
performance- Weak 
risk management 
processes

1) Strategic 
planning and 
review guide-
lines

2) Annual 
performance/
opera�onal 
plans

3) Management 
Training

4) Performance 
management 
policy and 
procedures

1. Office 
of the
CEO
2. Finance

1. Proper planning and 
implementa�on, Re-
structure the ins�tu-
�on’s resources, Appoint 
a strategic planning 
commi�ee 

2. Hold a strategic plan-
ning training workshop 

3. Update strategic plan-
ning guidelines and tools

4.  Update performance 
mngt policy and proce-
dures and have them 
approved

5. Analysis of service 
delivery environment 
and prior year perfor-
mance informa�on to be 
compulsory

6. Annual performance 
plans to aligned to stra-
tegic plan

1. CEO 2, 3 
& 4.
Manager –
OCEO 
5& 6. All 
HOP’s 
7.CEO

1.Annually
2, 3 & 4. 
Annually
5&6. An-
nually by 
Sept.
7. Annually 
by Feb.



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve man-
agement of the risk

Ac�on 
owner

Timescale

Constraints to 
achieving 100% 
of opera�onal 
objec�ves

1. Office 
of the
CEO
2. Finance

7.  Strategic plan devel-
oped and performance 
targets included in per-
formance agreements, 
Develop performance 
management tools,

8. Develop risk mi�ga-
�on plan 

1. CEO 2, 3 
& 4.
Manager –
OCEO 
5& 6. All 
HOP’s 
7.CEO

1.Annually
2, 3 & 4. 
Annually
5&6. An-
nually by 
Sept.
7. Annually 
by Feb.

Non-compliance 
with prescribed 
legisla�on (PFMA, 
Treasury Regula-
�ons, PPPFA, Hu-
man  Resources 
legisla�on etc)

• Non-compliance with 
the PFMA and Trea-
sury regula�ons. In-
cluding Supply Chain 
Compliance Risks

• Corporate gover-
nance standards not 
followed Human 
Right Act prescripts 
not followed

• PAIA obliga�ons not 
met

• GRAP standards not 
executed 

• Minimum informa�on 
security standards 
not met

• The preferen�al pro-
curement framework 
not adhered to

Amber

1) Authorisa�on 
of expenditure 
by HoP’s

2) Delega�on of
 Authority 
3) Formalised 

staff structures
4) Registra�on 

and repor�ng 
of all UIFW 
expenditure 
discrepancies 
to manage-
ment

5) Periodic pro-
cess audits

6) Verifica�on 
and authorisa-
�on of pay-
ments

1. Office 
of the
CEO
2. Finance
3. Human
Resources
4. Admin 
& Supply 
Chain
5. ICP

1. Update compliance 
guidelines for PFMA 
and Treasury guide-
lines

2. Develop new compli-
ance guidelines

3. Update compliance 
checklists and chedules

4. Develop dashboard  
repor�ng tools

5. Submit reports to 
Senior Management

6. Inves�gate all UIFW 
expenditure and report 
outcomes to senior 
management

7. Update, correct and 
communicate authori-
sa�on schedules to 
relevant stakeholders

8. Segregate du�es

1 – CFO 
2-5 – HoP’s 
for Admin, 
ICP & HR

1.Annually
2-4. An-
nually 
5.Quar-
terly



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve man-
agement of the risk

Ac�on 
owner

Timescale

Non-compliance 
with prescribed 
legisla�on (PFMA, 
Treasury Regula-
�ons, PPPFA, Hu-
man  Resources 
legisla�on etc)

• The Black economic 
empowerment 
framework not ad-
hered to

• Expenditure not 
incurred in line with 
budgets 

• Unwarranted, unjus�-
fiable expenditure 

• Collusion with sup-
pliers

• Unauthorised trans-
ac�ons 

• Incorrect and dupli-
cate payments to 
service providers • 
Late payments • Non 
adherence to policies

• Delega�on of  Au-
thority not for-
malised, adhered 
to or aligned to 
legisla�on

Amber

7) Cer�fica�on of 
every invoice 
that it has not 
been paid 

8) All payments 
for purchases 
matched to 
orders

9) Direct pay-
ment limited 
to emergencies 
only

10) Pastel secu-
rity should not 
allow for the 
same invoice 
number to  
be processed 
more than 
once

11) Author-
ity schedules 
with specimen 
signatures

12) Compliance 
guidelines

13) Compliance 
checklists and 
schedules

1. Office 
of the
CEO
2. Finance
3. Human
Resources
4. Admin 
& Supply 
Chain
5. ICP

1. Update compliance 
guidelines for PFMA 
and Treasury guide-
lines

2. Develop new compli-
ance guidelines

3. Update compliance 
checklists and chedules

4. Develop dashboard  
repor�ng tools

5. Submit reports to 
Senior Management

6. Inves�gate all UIFW 
expenditure and report 
outcomes to senior 
management

7. Update, correct and 
communicate authori-
sa�on schedules to 
relevant stakeholders

8. Segregate du�es
9. Update delega�on of 

authority 
10. Conduct periodic 

process audits

1 – CFO 
2-5 – HoP’s 
for Admin, 
ICP & HR

1.Annually
2-4. An-
nually 
5.Quar-
terly



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve man-
agement of the risk

Ac�on 
owner

Timescale

Misappropria�on 
of the �me, assets 
and funds of the 
Commission

• GRAP standards not 
adhered to 

• Incomplete GRAP 
compliant asset 
register

• Unauthorised use of 
vehicles 

• Unauthorised leave 
taken

• Use of IT facili�es for 
personal ma�ers

• Lack of IT policy and 
procedures 

• Consistent use of 
virements

• Expenditure not 
aligned to budget

• Financial Manage-
ment internal con-
trols not sufficient

•  Inefficient manage-
ment budgetary 
control 

• Insufficient man-
agement planning 
capacity 

•  PFMA framework 
not adhered to.

Amber

1) Leave reconcili-
a�on reports

2) GRAP com-
pliant asset 
register

3) Physical  verifi-
ca�on of assets

4) Payroll & a�en-
dance verifica-
�on

5) Vehicles fi�ed 
with tracking 
technology

6) Vehicle move-
ment log

7) Inventory 
register

8) Approved IT 
policy & proce-
dures

9) IT governance 
strategy

10) Financial 
monitoring 
reports

11) General ledger
12) PFMA compli-

ance checklist

1. Admin 
& Supply 
Chain
2. HR
3. ICP

1. Asset management 
plan developed

2. Asset mngt proce-
dures communicated 
to all relevant par�es 

3. Periodic Payroll and 
asset management 
process audits 

4. Periodic verifica�on 
of vehicle movement 
against tracker reports

5. Reconcilia�on of regis-
ter to sta�onary

6. Leave reconcilia�on 
reports submi�ed to 
Senior Management 

7. Develop IT governance 
strategy 

8. Approve and Comm IT 
policy and procedures 
to all stakeholders

9. Monitor, evaluate & 
report on financial 
mngt compliance

10. Budget projec�ons 
and financial planning

11. Review of expendi-
ture reports 

12. Strategic plan review
13. Financial mngt train-

ing undertaken by all 
HOPs

1 -2 HoP 
Admin & 
Supply 
Chain
3.Internal 
Audit 
4. Senior 
Adminis-
trator 
5. Admin. 
Secretaries  
6. HoP 
– HR
7. DD - IT
8. HOP 
- ICP

1-2 Annu-
ally 
3.Bi-annu-
ally 
4-5.On-
going 
6.Monthly
7-8 Annu-
ally



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve man-
agement of the risk

Ac�on 
owner

Timescale

High staff turn-
over

1 Budget constraints 
on Training and 
Development 

2. Limited budget to 
implement Reten-
�on Plan/interven-
�ons

1. Investment in 
people

HR 1. Improve and Imple-
ment of reten�on 
strategy

2. “Real �me” Capacity 
Building programme

HoP: ETP As soon as 
possible

Employment 
equity targets not 
met

Non-par�cipa�on 
of staff members 
on EE ac�vi�es as 
prescribed by EEA. 
Unavailability of 
designated groups 
for appoints

1. Development of 
EE monitoring 
and evalua�on 
tool. 

2. Quarterly re-
view of EE Plan 
and ac�vi�es

HR 1. Diversifica�on of 
adver�sing methods, 
which include strategic 
partnership with orga-
niza�ons represen�ng 
people with disability, 
social media

HR Ongoing

Low staff morale 1. Low investment on 
staff. Management 
style, nega�ve or-
ganisa�onal culture, 
limited team build-
ing programmes 

1. Annual Organi-
sa�onal survey. 
Sufficient bud-
get on Capacity 
Building. Perfor-
mance rewards/
incen�ves

HR 1. Conduct organisa-
�onal survey. Align 
posi�ons with ap-
propriate salary scale. 
Implement stakeholder 
management strategy

HR As soon as 
possible

Poor stakeholder 
engagement &  
inadequate com-
munica�on

• Nega�ve stake-
holder percep�ons, 
Communica�on 
with stakeholders 
not consistent or 
�meous

• Media rela�ons 
strategy not ex-
ecuted

1) Approved 
Stakeholder 
Management 
strategy and 
plan

2) Approved 
Media Rela�ons 
strategy & plan

1. Com-
mission-
ers
2. Office 
of the
CEO

1. Update Stakeholder 
Mngt policies, pro-
cesses and procedures

2. Develop stakeholder 
database 

3. Update media  rela-
�ons strategy and plan

4. Execute media rela-
�ons plan

1-2 Man: 
Office of 
Comm
3-5 DD 
– Media 
Rela�ons
6-8 All 
HOPs

1-2 Annu-
ally 
3-5 Annu-
ally
6.Quar-
terly



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve 
management of the risk

Ac�on owner Timescale

Poor stakeholder 
engagement &  
inadequate com-
munica�on

• No stakeholder
management
strategy and plan
• Stakeholder
percep�ons not
managed

1) Approved 
Stakeholder 
Management 
strategy and 
plan

2) Approved 
Media Rela�ons 
strategy & plan

3) Media engage-
ment and moni-
toring reports

4) Stakeholder 
assessment and 
engagement 
reports

1. Com-
mission-
ers
2. Office 
of the
CEO

5. Stakeholders iden�-
fied

6. Stakeholders as-
sessed

7. Stakeholder engage-
ment plans developed

8. Stakeholder  manage-
ment reports submit-
ted to Commissioners

1-2 Man: Of-
fice of Comm
3-5 DD – Me-
dia Rela�ons
6-8 All HOPs

1-2 Annu-
ally 
3-5 Annu-
ally
6.Quar-
terly

The Commission’s 
PAIA and PEPUDA 
obliga�ons not 
fully met

• Budget allocated for 
implementa�on not 
sufficient 

• Standard of report-
ing to Parliament • 
Lack of a dedicated 
deputy informa�on 
officer

• Incapacity of re-
sources to report to 
Parliament annually

1) Compliance 
guidelines for 
PAIA & PEPUDA

3) PAIA & PEPUDA 
Protocols

4) Repor�ng 
procedures and 
standards for 
PAIA & PEPUDA

5) Delega�on of 
Authority

1. RDP
2. ICP

1. Develop compliance 
guidelines for PEPUDA 
and PAIA 

2. Update PAIA proto-
cols 

3. Update PEPUDA 
protocols

4. Develop report-
ing procedures and 
standards for PEPUDA 
and PAIA

1,2,4-5 
DDPAIA
1,2,3-4
Researcher -
ESR

1-5 Annu-
ally



Risk descrip�on Background to the risk Inher-
ent Risk

Controls Risk 
owner

Ac�ons to improve 
management of the risk

Ac�on owner Timescale

The Commission’s 
PAIA and PEPUDA 
obliga�ons not 
fully met

1. RDP
2. ICP

5. Update delega�on 
of Authority for Dep 
Informa�on Officer.  
Par�cipate in access 
to informa�on brief-
ings, mo�vate for 
addi�onal budget, 
monitor the func�on-
ing of the courts

1,2,4-5 DD 
PAIA
1,2,3-4
Researcher -
ESR

1-5 Annu-
ally

Long-�me taken 
to fill vacant posts

1. Budget constraints 
to adver�se exter-
nally 

2. Lack of suitable 
candidates

3. Recruitment & 
filling of vacant posi-
�ons not a perfor-
mance std to HOP

1. Adver�se in 
media, most 
widely read. De-
velop M&E tool 
on recruitment 
& selec�on 
process. Train 
line managers re  
Talent Engage-
ment Strategy 

HR 1. Adver�sed in media, 
most widely read. 
Develop monitoring 
tool on recruitment 
and selec�on process. 
Training of line man-
agers regarding Talent 
Engagement Strategy

HR Immedi-
ately

The Commission’s 
organiza�onal 
structure not 
aligned to the 
HRC mandate

1. Lack of skills on 
selec�on processes 
of panel members-

2. Line Managers. 
Non-adherence to 
the Commission’s 
policy on Recruit-
ment and Selec-
�on. Competency 
assessment that is 
only done for Snr 
Managers.

1. A prerequisite 
will be job 
competencies 
and competency  
ssessments al 
all candidates to 
establish suit-
ability

HR 1. Competency Frame-
work for SAHRC

2. The development of 
an Assessment Policy 
and approved by the 
CEO. Present Work-
shops on Selec�on 
processes. 

HR Immedi-
ately




