
14 5.1 Strengthening the protection mandate 

One of the major components of the Commis-
sion’s mandate that has the greatest bearing on 
its image and credibility is the extent to which it 
is able to successfully manage and address the 
complaints it receives.  The Commission is com-
mitted to dedicating the requisite resources to 
dealing with the Commission’s complaints han-
dling mechanism to ensure that complaints are 
dealt with speedily and effectively in all prov-
inces.  In the 2011/2012 period the Commission 
began implementing a new complaints handling 
system.  It was originally estimated that it would 
take approximately two years to properly en-
trench an effective complaints handling system.  

The projects identified for its implementation be-
gan in 2011/2012 and are targeted for comple-
tion by the end of the 2012/2013 period.  Linked 
to this project and central to the organisational 
restructuring endeavour was the need to pro-
vide adequate resources at the provincial office 
level to strengthen the Commission’s protection 
mandate.  Once this process is completed, more 
resources will become available to be directed 
towards the other components of the Com-
mission’s mandate, namely, the promotion and 
monitoring mandates.

Work done in 2011/12 to strengthen the protec-
tion mandate included the allocation of additional 
resources; the approval and implementation of the 
new complaints handling mechanism; ongoing ef-
forts to improve Flowcentric; and training on litiga-
tion. 
However, despite the fact that the Commission has 
decided that most of its resources will be directed 
towards fulfilling the protection mandate, it would 
be short-sighted not to pay sufficient attention 
to the promotion and monitoring aspects of the 
mandate.  Ultimately, the Commission’s protection 
mandate cannot be separated from its promotion 
and monitoring mandates – the three are inher-
ently connected

5.2  The Promotion Mandate

The Human Rights Advocacy Programme (HuRAP) 
plays an important role in advocacy and commu-
nity outreach. The main focus is the Provincial Of-
fices, where Education Officers are in direct con-
tact with communities and members of the public. 
There is an urgent need to increase capacity in the 
Provinces in order to make the promotion mandate 
effective. 



155.3  The Monitoring Mandate 

The Commission is able to provide an overview of 
the extent to which the government is fulfilling its 
obligations towards the progressive realisation of 
socio-economic rights as required by s184(3) of 
the Constitution and this is done through the Eco-
nomic and Social Rights (ESR) Annual Report, the 
Promotion of Access to Information (PAIA) Annual 
Report, and the Equality Report.

5.4  Organisational Environment

The Commission consists of the Commissioners 
and the Secretariat.  The Commissioners are re-
sponsible for setting the strategic direction, and 
the Secretariat, headed by the Chief Executive Of-
ficer, is responsible for implementing the strategy.

Year one of the 2011/2014 Strategic Plan focused 
primarily on providing the non-negotiable core 
deliverables whilst undergoing a major organ-
isational restructure which the Commission will 
have achieved by the end of the 2011/2012 an-
nual cycle.  The new structure of the Secretariat 
is broadly divided into four components namely: 
Commissioners Programme; Strategic Support and 
Governance; Programme Support; and Corporate 
Services.  The Strategic Support and Governance 

Programme comprises: Communications, Per-
formance Monitoring and Reporting; and Proj-
ect Management.  Programme Support is com-
posed of: Legal Services; Advocacy; Research; 
and Promotion of Access to Information.  Cor-
porate Services include: Finance; Administra-
tion and Supply Chain Management; Human 
Resources; and Information Technology.  The 
Internal Audit Unit is separate and independent 
of the four programmes outlined above. 

Year two of the current strategic plan will com-
mence with the majority of the management 
team and employees newly appointed to posi-
tions in the new structure.  As envisaged at the 
commencement of the strategic planning pe-
riod, the focus for 2012/2013 will be to: main-
tain delivery of the non-negotiable core deliver-
ables; continue to prioritise the strategic areas 
identified at the beginning of the strategic plan-
ning period; and entrenching the operational 
foundation to support the new organisational 
structure.

The Commission has an office in each of the 
country’s nine provinces.  The Commission’s 
Head Office (and Gauteng Provincial Office) 
moved from Parktown to Braamfontein in April 
2011.  In the Western Cape, the Research com-



16 ponent and the Deputy Chairperson’s office was 
separated from the provincial office by relocating 
to a different floor in the same building.

The state of flux instigated by the restructuring 
process inevitably influenced the institutional 
culture in 2011.  A major focus in the 2012/2013 
period will be on infusing a culture of service de-
livery and excellence through teamwork and mu-
tual support. There will be a need to focus on a 
back-to-basics service delivery programme and a 
comprehensive capacity development drive.  Al-
ready there is greater consultation at all levels – 
e.g. everyone was consulted on the restructuring 
process and provincial managers are included in 
the Steering Committee in the new structure.

5.5  Performance Environment

Despite the positive assessment of the work of 
the Commission by the international NGO, Hu-
man Rights Watch, as well as being recognised 
as an A-rated National Human Rights Institution 
(NHRI) by the United Nations, it became appar-
ent during the Commission’s strategic planning 
session that the institution’s performance was 
far from ideal.  For instance, during the 2009/10 
financial year, the Commission was only able to 
achieve 52% of its objectives.  The institution’s 

performance improved in 2010/2011 when 67% of 
targets were met and is expected to continue to 
improve in 2011/2012 period and beyond despite 
the restructuring and under-staffing challenges.  
The strategic focus on performance has led to the 
Commission implementing the strategic perfor-
mance management framework for effective per-
formance monitoring and evaluation at all levels 
within the restructured Commission.

The 2012/13 strategic priority is to properly 
entrench the Commission’s new performance 
management system, encourage and ensure 
greater team work and collaboration amongst Pro-
grammes, and increase skills levels significantly 
through training and development.

The Commission continues to face the challenge 
of delivering on its objectives in the face of the 
ongoing budgetary constraints.  The conundrum 
of how best to strengthen the relations between 
Parliament and the Chapter 9 institutions, and 
what strategy is required to best secure appropri-
ate funding for Chapter 9 institutions is still not re-
solved .  For example, the lack of a dedicated PAIA 
budget remains a major hindrance in the opera-
tions of the Commission. 



17Budgetary constraints have hindered the Commis-
sion’s ability to:

 • effectively reach a wider audience   
  through  accessible IT;
 • promote universal access to IT and 
  supplement traditional outreach 
  e.g. workshops, media, etc;
 • harness technology to increase capacity  
  and organisational performance; 
 •  utilize information systems fully, 
  efficiently and effectively;
 • harmonise current technology tools;  
  and
 • develop a website sufficiently robust o  
  host all that is required, with accurate  
  and frequent updates, and accommo 
  dating the needs of people with 
  disabilities.

Good governance systems have been put in place. 
A charter of the working relationship between 
Commissioners and the Secretariat was devel-
oped and approved by Commissioners. A delega-
tion of authority was also developed, and it is 
under consideration by Commissioners. Further-
more, Commissioners and top management went 
through training on the King lll Report which deals 
with corporate governance issues.   

Internal Audit facilitates risk management in 
the Commission.  In addition, the CEO has ap-
pointed a Risk Management Committee which 
drove risk management in the Commission until 
the Chief Financial Officer was appointed.  The 
development and approval of the business plan 
and policy on business continuity was a positive 
development and introduced a firm risk man-
agement factor in case of disaster in the Com-
mission. 

A new and positive development is that Inter-
nal Audit has audit projects in the Provinces 
and audits all statistical information provided 
by Provinces for monthly, quarterly and annual 
reporting. 

The Performance Monitoring, Evaluation and 
Reporting Policy was approved, and the Annual 
Performance Plan, monthly planning and report-
ing tools were implemented. The Performance 
management policy was also approved, and this 
will be followed by a system implementation in 
process. 
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5.6  Description of the strategic planning 
 process
 
 The strategic planning process was divided 

into three main parts.  The first part includ-
ed inputs and the presentation of a Human 
Rights Matrix from Commissioners.  The sec-
ond involved a series of management work-
shops, consultative meetings and planning 
sessions.  The final part began with a formal 
consideration by Commissioners of the draft 
strategic plan and culminated in a strategic 
retreat for the commissioners to approve the 
SAHRC Strategic Plan and 2012/13 Annual Per-
formance Plan. 



196. Strategic Outcome Oriented Goals of the Commission

Data and information generated in the Commission’s strategic planning process has culminated in the 
formulation of the following strategic outcome oriented goals:



20 7. Strategic Objectives 

The Commission has developed the following six strategic objectives that flow directly from the stra-
tegic outcome oriented goals listed above. The baseline lists selected achievements reflected in the 

2010/2011 Annual Report:
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The strategic objectives overlap with all of the Programmes in the Commission in the following manner:



26 7.1 Resource Considerations

The Commission receives its funding from trans-
fers from the Department of Justice and Con-
stitutional Development.  Transfers increased 
from R62.9 million in 2008/09 to R100.7 million 
in 2012/13, at an average annual rate of ap-
proximately 15%.

Over the medium term the Commission has re-
ceived an average annual increase of approxi-
mately 7%.  The increase is mainly to fund per-
sonnel, accommodation, goods and services.  
The Commission has been allocated R100.736 
million in 2012/13, R108.45 million in 2013/14 
and R114.9 million in 2014/15.

Total expenditure is expected to increase at an 
average annual rate of 7%, from R100.7 million 
in 2012/13 to R114.9 million in 2014/15. The 
key cost drivers are personnel expenditure, ac-
commodation, goods and services.

Personnel Information

The approved new organisational structure 
consists of seven commissioners and 179 per-
manent and fixed-term positions in the secre-
tariat.  Of the 179 posts in the new structure, 

70 (39%) are administrative and 109 (61%) posts 
are focussed directly on the mandate of the Com-
mission.  The majority of the positions in the new 
structure are at the professional, skilled and semi-
skilled level representing 79% of all positions in the 
Commission.  Middle management comprises 11% 
of the total with senior management represent-
ing 10% of the total. The fixed-term contracts are 
aimed at newly graduated individuals, seven po-
sitions are one-year posts for post-graduates and 
20 are intern positions for graduates.  Recruitment 
into the new structure is underway.  

Trends

As envisaged at the commencement of the stra-
tegic planning period, the Commission will during 
2012/13 maintain delivery of the non-negotiable 
core deliverables, continue to prioritise the strate-
gic areas identified at the beginning of the strategic 
planning period, whilst entrenching the foundation 
to support the new organisational structure.  Thus, 
whilst the Commission continues to prioritise the 
allocation of resources to complaints handling in 
line with the constitutional protection mandate, 
resources will be allocated to the capacity and in-
frastructural development necessary for the Com-
mission to deliver on its mandate effectively.  




