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6.1 Secretariat’s HR Strategy and Organisational Structure 

 

6.1.1 HR Strategy 

 

At the Secretariat we embed a culture of professionalism, innovation and collaboration and provide a 

work environment where each staff member feels valued, thereby ensuring that we deliver on our 

mandate and strategic goals. 

 

6.1.2 Organisational Structure 

 

To support the realisation of our Strategic Plan and in line with the overall organisational structure the 

following staff changes were affected. 

 

Direct appointments 

 

• The Sustainability and Environment position which became vacant in 2020 was filled through 

the secondment of Mr Richard Pappoe from the SAI of Ghana. 

• An Expert Communication position was created to take responsibility of the development of 

Domain 5 of the ICBF (SAIs Communication) following consultation with the Executive in the 

office of the Auditor-General South Africa. 

• Over the past few years, the workload of the Secretariat’s communication manager as follows: 

o 1. Responsibility for the Secretariat’s own communication and  

o 2. Provide support to SAIs and develop the capacity at SAI level;  

This became too much for one person, so the responsibilities are now split into two separate 

positions. The position was advertised in March 2022 and will be filled in due course. 

 

African Development Bank (AfDB) agreement 

 

As part of the new funding agreement with the AfDB, 3 positions were added to support with the 

administration of the project. The contract period for these positions is aligned to the agreement 

period and the positions will be fully funded by the AfDB. 

 

• M&E expert 

• Project accountant 

• Administrative support to Tech Managers 
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African Professionalisation Initiative 

 

AFROSAI-E is hosting the API secretariat and providing administrative support to the API in terms of 

the decision taken by the AFROSAI-E Governing Board in May 2021. Once the API is established as a 

separate entity and can raise its own funding, the partner organisations will decide on which partner 

organisation is best suited to host the API.   

 

The API constitution and By-laws will be presented to the AFROSAI-E Governing Board meeting in May 

2022 and the way forward in terms of the establishment of the API. 

 

At this stage, the HR subcommittee is requested to take note of the positions that were created as 

part of the establishment of the API Secretariat, and which is funded from the SIDA API project 

agreement. 

 

These positions for which recruitment commenced include: 

• Head of the API Secretariat (CEO) - to be filled from 1 May 2022 

• API Director – filled from 1 January 2022 

• API Technical Manager – recruitment still underway 

• API On-Line Manager – to be filled from 1 April 2022. 

 

Fig 1: API Organisational Structure 
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Fig 2: AFROSAI-E Organisational Structure 

 

 

Table 1: Staff establishment 

 

Staff  Number  
Secondment / 

employment period  
Comment  

Seconded from 

AGSA  

9  December 2022  • CEO (1) 

• Executive Officer: Organisational Development and 

Governance (1) 

• Personal Assistant (1) 

• Manager: Professionalisation (1) (vacant) 

• Manager: Public Sector Audit Emerging Thematic 

Areas (1) 

• Assistant Manager: Financial and compliance audit 

(1) 

• Events management specialist (1) 

• Financial accountant (1) 

• Manager: Compliance and Financial Audit (1) 

Contracted 

directly  

10 December 2022  • Executive Officer Audit Capacity Building (1) 

• Senior Manager: Institutional Capacity Building (1) 

• Manager: Finance and Administration (1) 

• Operations specialist (1) 

• Admin Officer (1) 

• Manager: Communication (1) 

• Expert: Communication (1) (new) 

• Manager: HR and Organisational Development (1) 
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Staff  Number  
Secondment / 

employment period  
Comment  

• Manager: Monitoring and Evaluation 

• Programme Manager (1) 

Seconded from 

SAI Uganda  
1  December 2022  • Manager: Performance Audit 

Seconded from 

SAI Zambia  
1  December 2022  • Manager: Information Systems Audit  

Seconded from 

SAI Tanzania  
1  December 2022  • Manager: Performance Audit  

Seconded from 

SAI Ghana 
1 December 2022 • Manager: Environmental and Sustainability 

Seconded from 

SAI Norway  
1  April 2022  • Manager: Information Systems Audit  

Total 24     

 

Fig 3: Staff Profile 

 

 

6.1.3 Hosting MoU and Contract periods 

 

The hosting of the Secretariat by the Auditor-General of South Africa for the period 1 January 2023 

to 31 December 2028 has been confirmed and the signing of a MoU between the Auditor-General of 

South Africa (Ms. T Maluleke) and the chairperson of the Governing Board (Mr M Ali from SAI 

Somalia) will be concluded during the AFROSAI-E GB in May 2022. 

 

The current employment contracts are all ending on 31 December 2022, so the next step is to 

engage with staff to align their employment contracts with the next hosting period. The following 

aspects will be considered in the engagements to extend the contracts: 

 



HR SUBCOMMITTEE 

P a g e  6 | 12 

 

• In all instances, satisfactory individual performance against the performance agreement. A 

minimum performance rating of Achieved (score of 3 and above) will be required. 

• In the case of persons seconded from another SAI, the willingness of the SAI to extend the 

secondment period. 

• For direct appointments, the individual’s interest to enter in a new contract period. 

 

Proposed decisions:  

 

1. Discussed and noted staff changes and the current organisational structure. 

2. Approve the process above for the extension of employment contracts to be aligned to the 

hosting period subject to the aspects set out. 

3. SAIs who second staff to the Secretariat should keep a position for the seconded person so 

that when the person returns there is assurance that he / she will be employed. 

 

6.2 Secretariat’s new and updated HR Policies 

 

The following policies have been developed and implemented in 2021: 

• Performance Management Policy 

• Recruitment & Exit Policy 

 

The Secretariat will use the following HR processes/policies of AGSA: 

• Employee Relations 

• Talent management 

 

Proposed decision: Discussed and noted. 
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6.3 Leadership development for AG/DAGs 

 

The 4 objectives of the Leadership Development for AG/DAGs are to: 

 

 

6.3.1 Introduction to the INTOSAI and AFROSAI-E community 

 

• The on-line resource library provides new AGs/DAGs with information on the INTOSAI & 

AFROSAI-E Community (Toolkits, Capacity Building Initiatives etc.). 

• CEO engagement with new AG/DAG, especially on correlation of ICBF self-assessment scores 

with quality assurance results. 

• Introduction of SAI Champions, explaining its purpose, roles and responsibilities. 

 

6.3.2 Understand and leverage leadership strengths 

 

This is a confidential process where the AGs and DAGs will engage with the consultant and AFROSAI-

E plays a facilitation role only 

 

• The intention is to encourage AGs and DAGs to complete the People Acuity Strengths 

Multiplier's assessment 

• Provide 1 on 1 feedback following the independent assessment 

• Assess leaders in terms of AG/DAG leadership competencies in line with AE Leadership 

Development Framework  

• Encourage personal development through a PDP  

• DAG Workshop. 
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Status of participation People Acuity Strengths Multiplier's 

 

12 AG/DAGs completed the assessment and received 1 on 1 feedback with 4 AG/DAGs that are busy 

with the process. 

 

SAI Completed In process 

Botswana x  

Eswatini x  

Lesotho x 

x 

 

Kenya x 

x 

 

Somalia x  

South Africa x  

Namibia  x 

Zambia  x 

x 

Zimbabwe  x 

 

 

Building strategic partnerships and relations and strengthen leadership capacity of AG/DAGs 

 

The intention is to set up an engaging platform to enable online engagement between AGs/DAGs and 

SMEs to build high quality relationships and strategic partnerships through webinars and on-line 

discussion forums via: 

• Group, team, one-one coaching sessions on Strengths Multiplier's 

• Book Club 

• Guest speakers and discussions on leadership 

• Discussion forums: e.g., on Independence, staff retention, culture, other burning issues 

• list of transversal areas of development which will be covered extensively in the Leadership 

Development Course. 

 

Proposed decision:  

• Discussed and noted to approve roll out of the People Acuity Strength Multiplier and Executive 

Leadership capacity development programme.  

• Discussed and noted participation of AGs and DAGs and encourage AG/DAGs to complete in 

the People Acuity Strengths Multiplier's Assessment and participation within the Executive 

leadership capacity development programme. 
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7. AFROSAI-E’s HR Products to support SAIs to manage their human capital  

 

7.1 AFROSAI-E’s Integrated Competency Framework and dictionary 

 

 

High performing SAIs clearly understand the competencies their employees need to perform their 

assigned roles effectively. This understanding enables the SAI to train and develop staff, and to recruit 

the desired candidates. To aid SAIs with these efforts, the 2nd edition (updated from the 2017 version) 

of the Integrated Competency Framework is out now. 

 

Following an in-depth investigation of the distinct roles within SAIs, we have expanded the Framework 

to include competencies for additional roles for positions in the compliance, financial, performance, 

IT, jurisdictional, forensic, and environmental audit. It also covers other professional roles including 

communication, human resources, finance, IT support, procurement and legal. 

 

7.2 AFROSAI-E’s On-line HR Assessment Tools 

 

The HR Assessment Tools were developed specifically for the SAI context, aligned to ISSAIs and the 

AFROSAI-E Integrated Competency Framework. The tools are easy to administer, assessments can be 

done online, and candidate result reports are available within 24 hours. We rolled out the tools 

during a regional training workshop on 27 July 2021 to HR specialists in the region.  
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SAIs can now conduct their own assessments as part of the recruitment process by using these tools 

at no cost, thereby avoiding costly consultancy fees for external assessments. SAIs can use the tools 

to: 

• Measure potential e.g., in terms of recruitment, development, professionalisation and 

succession.  

• Gather information about a candidate’s personality, skills, and abilities. 

• Measure the culture fit of the candidate.  

• Identify how well a candidate is likely to perform in their job at the SAI. 

 

The HR Assessment Toolkit includes three tests: a numerical assessment, a reading comprehension 

assessment, and a culture fit assessment. 

 

 

 

In the numerical and reading comprehension assessments, candidates are presented with data and 

reading material that require analysis, calculations, and interpretation. The Culture Fit Assessment 

tests the candidate’s alignment with the ISSAI 130 values, the AFROSAI-E Integrated Competency 

Framework, and defines the candidate’s level of thinking and personal values. 

 

The following SAIs has successfully utilized the HR Assessment tools: 

• Kenya 

• The Gambia 

• South Africa 
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7.3 SAIs becoming gender responsive SAIs 

 

In 2021 AFROSAI-E embarked on a journey to support the region’s SAIs in their efforts to strengthen 

gender equality in their SAIs. The two main objectives of this initiative were to help SAIs become 

gender-responsive organizations, and to build the capacity of SAIs to conduct audits that contribute 

to gender equality. 18 Countries participated in the Gender Assessment which was conducted in 

2021. The assessment found that overall, men comprised 66 percent, and women 34 percent, of the 

staff of respondents. The biggest challenges these SAIs faced in becoming more gender responsive 

were organizational strategies that did not define gender equality goals, as well as insufficient 

technical, financial, and human resources to implement a gender strategy.   In 2022, in collaboration 
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with GIZ our focus will be to assist SAIs to develop their gender strategies, do gender assessments 

for countries that did not participate last year and develop a follow up gender video.  We are also 

planning 3 in-country visits: 

• SAI Eritrea – assistance to implement their Gender Strategy  

• SAI The Gambia – support to develop their gender strategy and working on solutions to 

improve female presentation in management levels 

• SAI Rwanda – setting gender targets and planning of mainstreaming gender in the SAIs HR 

Policies 

We are also planning 2 workshops this year to debate: 

• “Organisational culture and gender equality” 

• “Gender equality should be more than window dressing” 

 

Proposed decision: Discussed and noted to encourage SAI’s to: 

• Use the AFROSAI-E Integrated Competency Framework and dictionary to develop job profiles 

and integrate into the different HR Processes. 

• Utilize AFROSAI-E’s HR on-line Assessment Tools for recruitment purposes 

• Actively participate in the drive to become gender responsive SAIs 

  

 

 

 

 

 


