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Introduction  
  

This policy is intended for everyone who is employed by Aidsfonds – Soa Aids Nederland and all 

those who represent our organization.   

  

All  employees have a responsibility to contribute to the integrity of the organization. By preventing 

and addressing integrity breaches we ensure to perform our work well, to deliver quality and to 

implement our mission. We all have a responsibility to protect our colleagues, partners and 

stakeholders from potential integrity violations.  

This responsibility also extends to volunteers, communities, partners and allies who are involved in 

the work of Aidsfonds – Soa Aids Nederland and who are bound to this policy as part of their 

contract.  

The responsibility to uphold the highest standards of integrity lies more specifically within Aidsfonds 

– Soa Aids Nederland with:  

- the Executive Board and the Supervisory Board  

- the management and project leaders;   

- employees who collaborate with and/or are involved in the funding of partner organizations, 

grantees, networks or consortia of networks.   

- the Integrity officer and the Person(s) of Trust who strengthen and socialize the Integrity 

System  

  

Aidsfonds – Soa Aids Nederland collaborates and supports communities, partners and allies with 

integrity. We work together with the people who are affected by HIV, STIs, discrimination and 

exclusion. We strengthen their voice and support them with information, knowledge and funding. 

Our ambitions are high, and we work on complex and challenging issues and in different and difficult 

geographies. Taking risks is part of this way of working. We want to make the most impactful 

investments and in doing so we maintain and strengthen the trust of donors and partners.  

Therefore, we want to give life to our guiding principles, create an environment in our projects and 

collaboration that supports ethically sound behavior, and to instill a sense of shared accountability 

among ourselves and partners.   

We invest greatly in:  

a. Integrity in the use of money and resources: we have strict rules and control systems for the 

use of resources, knowledge, data, money and materials to prevent fraud, theft, misuse of 

goods, knowledge, data or services and culpable waste.  

b. Responsible handling of power: we invest in the understanding and handling of power to 

prevent abuse of power, corruption, conflicts of interest and partiality and to protect 

confidential information.  

c. Interpersonal integrity. This is about respectful interpersonal relationships in which 

discriminatory language, discrimination, harassment, humiliation, bullying, violence, 

unwanted intimacy, sexual harassment and sexual violence are not tolerated.   

d. Professional integrity: professional integrity includes operating honest, responsible, 

respectful and confidential. Culpable behavior or negligence which results in demonstrable 

harm is a strong violation of our professional standards.  

This Integrity Policy is drafted to support us in preventing and addressing integrity violations. Part of 

this policy is that partner organizations, grantees, networks or consortia of networks (in short:  



partners) shall ensure they have a policy similar to and having the same effect as this policy. Partners 
shall comply with its policy for the duration of our collaboration, as stipulated in the project agreement. 
We will support them to develop and implement this policy.   

Despite taking measures to ensure the integrity practice of ourselves and of our partners and allies, 

violations may take place. This policy gives direction to our internal organization regarding how to 

prevent integrity violations and how to act in case there are indications of irregularities. Our policy is 

based on the Partos and CBF guidelines.   

  

This policy consists of the following elements:   

In Chapter 1, the Code of Conduct defines what behaviour is expected, and what behaviour is not 

acceptable and will be regarded as a violation.   

In Chapter 2, we describe what we do to prevent integrity violations.    

Chapter 3, the reporting procedure, explains how integrity violations can be reported, by employees 

and by members of communities, partners, program participants and allies.   

Chapter 4 defines what employees of Aidsfonds – Soa Aids Nederland need to do when irregularities 
are suspected or have been identified, and what must be done to inform stakeholders, including our 
donors.   
In Chapter 5, the moral learning system is explained.   

Chapter 6 describes the responsibilities of all those tasked with integrity.   

  

In the annexes we include two policies we adhere to: Child Safeguarding Code of Conduct  and the 

Code of conduct against human trafficking and slavery.   

  

This integrity policy and the Code of Conduct, set the foundation of how preventive measures are to 

be incorporated into the organization’s daily practice and learning. The only way we can implement 

our code of conduct and guiding principles is by integrating this policy into our day-to-day work. 

Procedures and tools can be improved; this is an ongoing process.  A yearly assessment conducted by 

the integrity officer will show us whether we have been successful and where improvements can be 

made   

  

  

This document was discussed and endorsed by the Aidsfonds – Soa Aids Nederland’s the workers 

council, and the Management Team and, and was adopted by the Executive Board.  

   

    
1. Our Code of Conduct    
  
This code of conduct describes the core values of Aidsfonds - Soa Aids Nederland and the behavior 

we expect from all employees, volunteers, partners and any third party involved in our activities. 

Management of Aidsfonds - Soa Aids Nederland will ensure that all involved in our activities are 

familiar with the content of the code of conduct and promote behaviour in accordance with the code 

of conduct.  

The obligation to comply with the code of conduct will be laid down in contracts and agreements. 

This code of conduct applies worldwide to all employees, volunteers, partners, grantees, networks 



and consortium of networks (in short: partners) and other cooperation partners of the Foundation 

when performing their duties in the context of their employment or contract with us.   

Our guiding principles:  

  

WE WORK TOGETHER   

Cooperation is the cornerstone of everything we do. We are aware of the power we have as a funder 

based in the Global North and are working towards shared decision making with communities.   

We strive for greater diversity in all that we do in our organisation, including the board, to be better 

able to achieve our goals. We develop inclusive hiring policies and create a work environment where 

diversity and inclusivity are promoted and celebrated.   

We increase our employees' knowledge and awareness of power differences, inclusiveness and 

intersectionality2. This way we work towards a diverse and inclusive organisation and a safe working 

environment for everyone.   

WE LEAD BY EXAMPLE  

We are building on an organisational culture that values constructive criticism, open discussion of 

mistakes and experimentation. Taking risks is part of our way of working.  

We use our Theory of Change to create maximum impact in a constantly changing environment. The 

way in which we work is evidence based. We invest in measuring and learning from data.   

WE PROMOTE OWNERSHIP   

In our organisation, colleagues are given responsibility and autonomy, they are enterprising and have 

confidence in themselves and each other. They work with a focus on the intended results and a high 

degree of ownership.   

Leaders create the conditions for smooth cooperation and professional development. They offer 

openness, respect, a listening ear and appreciation. We foster a learning culture. The whole 

organisation takes responsibility for fundraising based on a shared vision and approach.  

  
  
  

  
1.1 Definitions of behavior we expect and definitions of integrity violations  
  
We here define which behavior we expect and which behavior we find unacceptable. This concerns 

behavior or activities undertaken by an individual or group which conflicts with our Code of 

Conduct, contractual agreements, or with the law.  

  

a. Handling money and resources with integrity: We use the money and resources we receive from 

individual supporters and institutional back-donors for the purpose for which they are intended, 

 

2 Intersectionality means that you may experience multiple discrimination and exclusion based on 

your social identity, such as gender religion, lifestyle and sexuality.   

  

  



as transparently, efficiently and effectively possible, for the benefit of people who are hit hardest 

by HIV, STIs, discrimination and exclusion. We expect our employees, volunteers, partners and 

allies to design their activities, projects and programs (including the results they want to achieve 

and the costs involved) in a fully transparent and accountable manner. Changes in plans and 

results can happen and will be reported and evaluated for organizational learning.   

  

Fraud, theft, misuse of goods, knowledge, data or services, and culpable waste is unacceptable. 

This includes the acquisition or misuse of our finances or resources, which consists of but is not 

limited to:  

- any intentional act or omission resulting in the misapplication of our funds or resources for 

purposes other than those agreed in the contractual arrangement;  

-use or presentation of false, incorrect or incomplete statements or documents which has the 

effect of misapplying, misappropriating or wrongfully retaining of funds and non-disclosure of 

relevant information .   

b. Handling power with integrity: We expect our employees volunteers, partners and allies to 

understand how power works and to handle power in their relationships responsibly and with 

integrity. This means being especially careful when there is power-disbalance because of 

hierarchy in roles, financial power, your position in the organization3 . We expect management to 

be informed about doubts, and (possibly perceived ‘network corruption’), conflicts of interests 

and confidentiality-questions, so that these can be explored and solved, via moral deliberations 

or management decisions.  

Unacceptable is corruption due to misuse of power including bribery and extortion, and acting 

on conflicts of interest, such as partiality.   

This includes:  

- the failure to disclose an interest in order to enjoy financial or other benefits or gains, or 

cause a loss to a person, project or organization;  

- the abuse of entrusted power for private gain or private pleasure based on financial and/or 

non-financial actions. This includes offering, seeking and/or accepting (personal) services, 

resources or any other advantage by abuse of trusted power.   

c. Interpersonal integrity: We expect our employees, volunteers, partners and allies to be fully 

committed to our mission: for everyone to love without fear, discrimination or exclusion. This 

means that in our interpersonal relationships we respect and stand for the rights of those hit 

hardest by HIV and STI’s. But also that we conduct our interpersonal relationships with integrity,  

  
and support each other’s and everybody’s individual preferences, made in sexual, identity, belief, 

language and lifestyle choices. We stand for our Dutch constitution: all persons shall be treated 

equally in equal circumstances. This means we stand for justice. Therefore we work to achieve an 

organizational culture in which we respect diversity and achieve inclusion for all.  

  

 

3 Social power differentials in age-,gender- health-, sexual or lifestyle differences, class, possible (unconscious) 

power differentials in (colonial-) history, culture, race, ethnicity, religion etc. fall under Interpersonal violations.   

  



Interpersonal violations include any form of discriminatory expressions, discrimination, 

intimidation, humiliation, bullying, verbal aggression, violence, sexual harassment and sexual 

violence and any similar actions, or inactions.   

Bullying is when a person is intimidated (verbally attacked, joked about, humiliated, 

offended) excluded, or threatened. ‘Mobbing’ is if the event is perpetrated by a group of 

individuals.  

Discrimination: Any behaviour/acts exercised by an individual or group which promotes 

the unequal treatment on the grounds of race, ethnicity nationality, gender, sexual or 

identity preferences, physical or mental health, age, religious, or political convictions.   

Sexual harassment: where a person (or child) is sexually harassed, intimidated, 

humiliated, threatened, violated, or exploited by another. Thus, failing to respect consent 

or physical and sexual integrity of another person.   

It is a violation to dehumanize any child or person, or to infringe on their dignity by our 

behavior. We will not tolerate that our employees, volunteers, partners or allies engage or 

support any form of slavery, enforced- or child labor, or sexual exploitation or human trafficking. 

Aidsfonds – Soa Aids Nederland adheres to our Child Safeguarding Code of Conduct  and the 

Code of conduct against human trafficking and slavery. Both these can be found in the annex of 

this Integrity Policy.    

Professional integrity: We expect our employees to work according to our agreed professional 

values: to work towards concrete goals, to cooperate and share knowledge, to take personal 

responsibility and leadership and promote trust in others, to be relevant, work ‘evidence based’ 

and be known to be thorough and accessible. We are able to be flexible and cope with 

(changing) priorities.   

We expect servant leadership from our management, trusting their teams, fostering cooperation, 

transparency, respect and appreciation. This means a culture where employees take 

responsibility, may make mistakes, ask questions and are listened to. Where they are facilitated 

to achieve results and receive the right tools to do their work. Management ensure that 

employees are reminded of our mission, principles and strategy, and we use moral deliberation 

as a method to solve dilemma’s and record the results in our moral learning process for internal 

consistency, for support to new colleagues, and for accountability to our partners, allies and 

back-donors.   

A Professional violation is not a question of inadequate performance or mistakes, but it is about 

serious culpable behavior or negligence which results in demonstrable harm towards colleagues, 

partners or allies, or the reputation of Aidsfonds – Soa Aids Nederland.   

  

Failure to adhere to any aspect of this code of conduct may lead to proportional disciplinary 

measures, up to and including the termination of contracts with employees, partners and/or allies.  

The next part of this policy is about prevention, and where employees and partners can find 

information and support to prevent, stop and report integrity violations.   

  

1.2 Principles of collaboration  
  



In addition to our Code of Conduct, the organization has stipulated specific behavior that is 

encouraged in our collaboration with partners. This applies to all of our employees and our partners 

we financially support.  

  

Co-decision making  

We share decision-making on our funding and implementation with communities, as they know best 

what works and what approach suits them. Our financial support will be more informed by and more 

responsive to the actual needs of communities and our projects will be of better quality when 

communities are involved in the design. We are committed to make our funding as accessible and 

relevant for communities as possible. We nurture authentic collaboration across existing 

organizations who already serve as brokers, while we also support new coalitions where needed.  

Openness and transparency   

We encourage everyone to report irregularities or suspected integrity violations and we make sure 

that such reports are always carefully handled and followed up, where necessary  by investigation. 

We establish procedures and protocols that allow funding to be used as was intended, and that all 

parties involved in a case are treated with respect. All employees are required to implement these 

policies into their work processes. And further, our partners are required to implement similar 

policies at their organization. We strive to work in an open and transparent manner to ensure that all 

necessary information related to a case is obtained.   

Organizational development  

We advocate sound management to ensure that partners achieve their intended results and to 

prevent Integrity breaches. We will strengthen the capacity of partners to deliver project results and 

to comply with our contractual agreements. However, we will not tolerate the failure of partners or 

sub-grantees to take appropriate action when integrity violations are suspected.  

  

Listening and learning  

We listen when there is a difference of opinion and use this as an opportunity to learn and do more 

to serve communities. As an organization we strengthen our ability to hold tough and honest 

conversations. We actively seek feedback from partners and peers, and we want to learn from the 

good and bad cases so we can strengthen our work and the integrity of our organization.  

Confidentiality   

Employees, investigators and members of (advisory) boards and committees treat suspicions of 

potential integrity violations with confidentiality. We may cooperate with other donors who are 

working with this particular partner. In the event that several donors are involved with a partner, we 

will, after forming a donor alliance, strive to streamline the investigation and reduce redundancies. In 

addition, depending on the contractual agreement between us and our donors, our donors may also 

be included in this cooperation.   

Accountability  

We will take the appropriate steps to recover any losses arising from fraud, theft or other 

misconduct. Legal action against that partner will be considered. We will only provide further 

finances once an organization can show that it has taken appropriate action and that its procedures 

are sufficiently rigorous to prevent the recurrence of such cases. If a member of an advisory 

committee  for Aidsfonds is shown to have engaged in corrupt or fraudulent behaviour, that person 

will be relieved of their position, and legal action against that person will be considered.  

  

     



2. Preventing integrity violations  
  

Aidsfonds – Soa Aids Nederland holds high standards of integrity, and have different measures in 

place to prevent, detect and address integrity violations. We make sure that our employees, 

partners and allies are aware of the different reporting channels, including the external 

whistleblowing agency. Building relationships between our employees, partners, and allies and 

gaining knowledge of respective boundaries, rules and procedures are also of instrumental value 

for prevention.  

  

2.1. Awareness , training and support.  
Our Integrity officer supports our management and seniors to make sure that this Integrity Policy is 

socialized and fully understood by our employees and  everybody  knows how to use the reporting 

system. We provide the necessary training and support to employees for the effective 

implementation of this policy, especially for employees with integrity responsibilities, and employees 

that are in contact with children (see annex ‘safeguarding of children’).   

 

Our employees use moral deliberations, when faced with difficult or doubtful decisions. They 

understand that moral learning is aimed at better understanding and solving key dilemma’s Aidsfonds 

employees face. For this some employees are trained to facilitate such deliberations. All employees 

are offered regularly training in moral deliberations;  this is focused on avoiding mission overdrive, 

mission drift and moral injuries and not on integrity violations. The training menu is offered via the 

Aidsfonds Academy.   

  

Our employees create awareness of our code of conduct, reporting channels for suspicion of integrity 

violations and of the contractual obligations with partners, volunteers, members of the (advisory) 

board and committees, and where relevant with allies.  We train employees to support partners to 

understand our integrity policy and practice, and to develop their own integrity system.  

  

We support our partners’ organizational development, to strengthen their governance, financial 

management and integrity policies. When irregularities are detected, we encourage our employees 

to communicate with partners in a non-violent way and to hold tough and honest conversations. And 

to always use - and encourage other employees and partners to use -  the different reporting 

channels available to them.   

  

2.2 Risk management   
We take precautions to mitigate integrity  risks by assessing integrity risks and improving and 

monitoring our own work processes.   

Tools are our due diligence process, risk assessment at the start of each grant, project or 

collaboration and our monitoring tools. Monitoring focuses on the on-going status of the project. 

Monitoring is an on-going process and must be done continuously. Monitoring of grants and projects 

is done by reporting, audited reports, monitoring visits and evaluations.   

  

A yearly assessment is conducted by the integrity officer to monitor and evaluate our integrity 

system. Based on this assessment, the integrity officer gives advice to management to improve the 

Aidsfonds’ policy and procedures on integrity.   

  



2.3 Contracting (formal relations)  
Every partner we work with in a project and partners who are  receiving (financial) support must be 

formally and legally bound to our organization by an agreement. The agreement must contain an 

integrity clause and refer to instructions for integrity- and (financial) control and reporting. The 

agreement must stipulate that the other party or parties is/are responsible for their integrity 

management and control, as well as for the implementation, monitoring and evaluation of the 

project. The agreement ensures that the funds received are used efficiently for the purposes for 

which they have been granted. Last but not least, the other party or parties must implement integrity 

policies for the full duration of the project, and all of their employees must be aware of this policy. 

Additional conditions may be incorporated into the agreement to mitigate risks based on the 

outcome of a due diligence investigation, risk assessment or other indicators. All agreements are 

governed by Dutch law. In cases involving integrity violations, however, both contract and criminal 

laws may apply, depending on the laws of the country where integrity violations are revealed.  

  

     



3. Reporting and dealing with integrity violations  
  
As an organization we aim to prevent integrity violations, but it is not possible to prevent every 
deliberate mistake, or violation. Employees or partners who are victims of or witnesses to such 
integrity violations, can turn to those who carry out integrity tasks on behalf of Aidsfonds – Soa Aids 
Nederland. Such reports require investigation and appropriate action.  
  

Our reporting system consists of three channels:  

- our employees/management;  

- the Integrity officer 

- and reports to our external whistleblower's helpline (GIMD; if needed confidentially, without 

revealing the identity of the person reporting).  

 

Suspected abuses, as defined the Dutch Law on the Protection of Whistleblowers 2023 can be 

reported both internally and externally. An internal report can be submitted directly to the 

integrity officer or to the Chair of the Supervisory Council, who will then inform the Integrity 

Officer. Externally reports can be submitted to the external whistleblowing agency that Aidsfonds 

contracted, or to the Dutch Whistleblowing Authority. 

  

3.1 Support by the Person of Trust in case of (suspicion of) integrity violations  
Aidsfonds - Soa Aids Nederland have both an internal and an external Person of Trust. Employees and 

volunteers can contact them in situations involving (suspicion of) integrity violations. The Person of 

Trust can offer a confidential listening ear and explore with the reporter/victim or witness, which 

avenues there are to deal with an integrity issue and/or how to transfer the issue to the Integrity 

reporting system or elsewhere, if it is not an integrity issue.  

  

Both persons of trust regularly attend organizational meetings to make themselves known to 

employees. The internal Person of Trust is part of the organization, the external PoT has no other ties 

to the organization. In both cases the conversations you with the Person of Trust are confidential.  

  

What do the Persons of Trust do?  

The Persons of Trust can, on request and under confidentiality inform and support an employee  in 

relation to an (ethical) issue. The Person of Trust does this by listening, supporting an initial analysis, 

discovering what the victim/reporter/witness wants, exploring how to achieve that, making contact 

and possibly (re)discussing in order to contribute to a route forward in doing justice to the 

person/issue. They use a neutral discussion environment inside or outside our organization. They 

help the employee or volunteer to decide for themselves what to do next:  

  

1.The Persons of Trust can listen, help to analyse, and explore options after which the employee tries 

to solve his/her problem without further involvement of the persons of trust. Explicitly the possibility 

is left open that the employee does not want to take any further steps.  

2.The Persons of Trust is bound by confidentiality and may only refer the issue to a person or body 

who can deal with it further, if explicitly asked to do so.  

3.The Persons of Trust can support the employee (but only if asked) in taking follow-up steps:  

a) submitting a complaint according to the reporting procedure,  

b) finding relevant forms of help and support,,   

c) contact HR in the case of a labor dispute,   

d) contact the company doctor if there are psychological or physical complaints,  



e) to the supervisor or integrity officer for moral reflection.  

  

The Person of Trust  will always act  in consultation and agreement with the employee, unless it is 

about malpractice or wrongdoing that the law requires to be reported. The Person of Trust will 

inform the employee if confidentiality has to be broken. The Persons of Trust are  accountable only to 

the Executive Board (Director) for the number and nature of consultations, but will never share 

about the identity of the employees or the content of the consultations.  

 

A person of trust can also be approached by the person that is accused in the report for information 

and support, but this can never be a person of trust also supporting the person reporting. 

  

Contact details of the Persons of trust   

3.2 Reports received by team leaders or management  
Meldingen kunnen worden gedaan bij   team leads and management of Aidsfonds – Soa Aids 

Nederland. Once they receive a report or as soon as someone in our organization gets an indication 

that there could be an integrity violation, it is mandatory that it is reported ant that the Integrity 

officer is informed. In addition to reports made by witnesses or victims, reports of violations can also 

arise from our internal checks. Consider, for example, audits when it comes to financial violations. 

Employees report these types of audit findings to the team leader or management and/or directly to 

the integrity officer. Team leaders or management should not act on any complaints themselves; 

these should be dealt with by the Integrity officer.  

  

3.3 Reports received by the Integrity Officer   
(from employees, management, volunteers, partners, program participants or allies)  

We encourage employees, volunteers, people employed by partners and program participants as well 

as allies to report possible integrity violations to our Integrity Officer.   

 

A report can be submitted in person, by telephone, by e-mail or through the whistle blowing button 

on the website of Aidsfonds.    

 

The Integrity Officer will:  

1. Assess the report in accordance with the organizations procedure/protocol including whether 

the the report is about a suspected integrity violation that is sufficiently substantiated.  

2. Anonymous reports are difficult to investigate.   It is therefore possible to report confidentially, 

with protection of your identity.  Confidential reporting is also possible via the Persons of Trust or 

via the external Whistleblower agency who are able to register and forward the report without 

revealing his/her source.   

3. Gather information on the report from the reporter (or the Person of Trust or the whisteblower 

agency) to determine if the report is found to be possible and credible, and indeed concerns a 

suspected  integrity violation (according to our Code of Conduct). Or something else, perhaps a 

conflict or HR issue.  

4. Report to the Executive Board of Aidsfonds – Soa Aids Nederland about the results of the 

preliminary assessment, and give advice about further steps to be taken, including appropriate 

measures in the organization. In the case of interpersonal violations this advice can take into 

account the wishes of the reporter/victim. The Executive Board, on the grounds of the advice 

given by the Integrity officer, decides what further steps or measures need to be taken, including 

whether additional investigation is required. This can also include measures in the organization 

https://soaaids.sharepoint.com/sites/KnowledgeCenter-Procedures-Processen/SitePages/Vertrouwenspersoon.aspx
https://soaaids.sharepoint.com/sites/KnowledgeCenter-Procedures-Processen/SitePages/Vertrouwenspersoon.aspx


and  internal and external communication. The  communication manager will be consulted on 

the latter before a decision is made. The privacy of all concerned in the case must be taken into 

careful consideration.   

5. Receive and follow up reports that have reached the organization’s whistleblower agency.  

6. Will protect the person reporting a (suspicion of) integrity violation or the whistleblower, as 

retaliation for reporting will be treated as a violation, within Aidsfonds – Soa Aids Nederland, and 

by law.  

  

3.4 Whistleblower agency   
We have a whistleblower policy to ensure concerns can also be reported outside our organization, if 

required with protection of the identity of the person reporting. These report will be forwarded to 

the integrity officer of Aidsfonds for further follow up. The whistleblower agency’s task will be to 

make sure that Aidsfonds will follow up on the report, in accordance with the procedures in place 

and with attention for the protection of the person reporting against any retaliation for reporting. 

The whistleblower agency is administered by GIMD. Suspicion of a violation can be reported by 

telephone via 088-8008522 (available Monday to Friday from 08.30 - 17.00) and/or by email via 

meldpuntgoededoelen@gimd.nl.  

After receiving a concern, GIMD will:   

1. Give confirmation of receipt within seven days and establish contact with the person reporting 

for an intake conversation.  

2. Establish  if the reporter wishes to report confidentially, with protection of the identity reporting. 

If the person reporting lacks trust in the careful handling of the report by Aidsfonds or in the 

protection against any retaliation for reporting, the reporter may be guided to the House for 

Whistleblowers.  

  

  

   



   

4. Our mandatory protocol for the handling of reports, including 

investigation, when necessary ,  and taking measures   
  

Once the Integrity officer receives a report that there could be a integrity  violation, a mandatory 

protocol is followed. Our mandatory protocol consists of the following steps:  

  

4.1  The Integrity officer makes an preliminary assessment.   
The goal of this preliminary assessment of the report is to decide what follow up is needed.  

1. The Integrity officer assesses initially whether the reported issue could have happened, and 

whether it is  a possible integrity violation under our Integrity policy/code of conduct. Or if it is a 

mistake, a performance problem, a disagreement, or a moral issue to be resolved.  

2. The next questions to be answered is whether the reported issue needs to be investigated and 

whether it can be investigated, or if another follow up is more suitable.  

3. The Integrity officer does an initial assessment of the situation by (if relevant) hearing the 

reporter, the accused, witnesses and  relevant employees/management. This depends on the 

kind of integrity violation that is suspected, the gravity of it,  the assessment whether the issue 

can be dealt with internally, and whether it needs to be reported to authorities.  

4. Confidential reports, with protection of the identity of the person reporting,  can come in via the 

Persons of Trust and via the Whistleblower agency (giving information on behalf of person who 

reports an issue), in which case the Integrity officer can still assess the report, without having 

direct contact with the reporting person.   

5. An assessment includes answering the question whether further investigation would damage the 

reporting person/victim or the accused disproportionally , and whether other forms of follow-up 

are necessary, either instead or in addition. For example, a form of restorative justice could be 

necessary.  

6. The Integrity officer shares the initial assessment of the report and the advice on the best follow 

up steps for review with the  secretary to the board4 (4 eyed principle).   

7. The Integrity officer informs the Executive Board of the initial assessment and advises on the 

best follow up steps.   

  

The Executive Board, on the grounds of the advice given by the Integrity officer, decides what further 

steps or measures need to be taken, including whether additional investigation is required. Before 

taking decisions about the follow up the Executive Board may ask for further expert advice from 

within or outside the organization. 

8. The advice can include to design key communication messages internally and/or externally, or to 

key donors. This will always involve a careful weighing of interests and rights. The Executive 

Board decides, on the basis of advice from the integrity officer and the communications 

manager, about what to communicate, when and to whom.   

The Executive Board informs the member of the Supervisory Board responsible for the integrity 

portfolio.   

  

 

4 If the secretary to the board is involved in the reported issue, the Integrity officer will share the Assessment 

and advice with the Teamlead HR for review.  



  

  
4.2 Additional investigation and measures  
1. The Executive Board can decide on the need for additional investigation, which is in the first 

place about truth finding.   

2. A proposal for the additional investigation (including process, budget and advice which relevant 

parties including backdonors have to be informed) is developed by the integrity officer in 

consultation with relevant management, including the choice for an internal or external 

investigative team. This proposal needs approval from the Executive Board  

3. The Executive Board informs the supervisory board.  

4. The integrity officer oversees the investigation process, selects the appropriate  

(internal/external) expert(s) to conduct the investigation. The integrity officer works with an 

investigation protocol, supervises the investigation, monitors the progress and budget, assesses 

quality of work delivered and questions the investigators critically about methodology and 

conclusions.  

5. The integrity officer receives the findings of the investigation, seeks (if relevant) legal advice 

about proposed (disciplinary) measures and prepares an advice for the Executive Board.   

6. The Integrity officer shares the advice for review with the secretary the board5 (4 eyed principle).   

7. The advice of the Integrity officer to the Executive Board includes key messages designed for 

different stakeholders. These messages take into account the (privacy) rights of the complainant 

and accused, and describes how Aidsfonds is dealing with this integrity violation, and how its 

overall integrity policy and practice works.  

8. The Executive Board may want to consult relevant management (unless privacy considerations 

do not allow this), and may want to understand and consider the legal advice himself, and will 

then decide on the proposed measures to be taken.   

  

4.3 Document lessons learned  
The integrity officer is responsible for documenting lessons learnt and if needed to propose 

adjustments to our policy and procedures, and risk mitigation measures.   

  
  

 

5 If the Company secretary is involved in the reported issue, the Integrity officer will share the Assessment and 

advice with the Teamlead HR for review.  



    

  

5 The Moral deliberation and Learning Process  
  
At all levels of our organization employees make decisions. Some decisions are morally important, in 

terms of our mission and different aspects of our work, and for the communities we work with, and 

for the focus countries where we operate.   

Rights of those we work with can be affected, their interests can be at stake. It is possible that some 

of our guiding principles and aspects of our code of conduct can contradict each other. That is why 

we have installed the system of moral deliberation and learning which will help employees and 

management to explore important, difficult and doubtful decisions.   

  

We use an established method for reaching moral judgements. During the deliberation all arguments 

of all those affected by a decision are collected and weighed in terms of their different rights and 

interests. Then it becomes clear what is the morally right decision in a specific situation and which 

measures can be taken to mitigate damage for some. This is a way to know whether a decision is 

morally right and in accordance with justice.   

  

This leads to consensus in the particular case, and by making reports of all these cases the 

organization can increase its moral learning in a consistent manner: an archive or record of these 

moral deliberations will become the ‘moresprudence’ (moral knowledge) of the organization. The 

collected moral knowledge is important for (new) employees, for overall consistency, and for 

explanations of moral decisions taken, to partners and where relevant to back-donors.   

  

Working with the system of moral deliberation helps everyone in the organization to implement our 

mission, guiding principles and code of conduct in a consistent manner, instead of this being left to 

individual decisions (and doubts) by employees. These moral deliberations can be done at team level 

on a regular basis, or when there is an ad-hoc or urgent issue. Or when the Integrity officer or 

management have identified recurring issues which concern them.  

  

In this way we strengthen the consistency and integrity of our organization, and we can more 

effectively pursue making a difference in the world. To ensure that a moral learning system is 

established, teams in all departments should aim to do several moral deliberations each year. The 

management and/or the Integrity Officer can also ask that some colleagues get trained to facilitate 

these moral deliberations via an established method.    



  

The Integrity officer, with the trained moral deliberation facilitators, can take stock of the moral 

deliberation ‘archive’ of recorded decisions, check it for consistency, raise issues of inconsistency to 

management level, and report about the progress in the organizations annual report.  

  

  

  

  

    
6. Responsibilities and tasks  

Preventing and addressing integrity violations ensures that we as Aidsfonds – Soa Aids Nederland 

do right by all our employees, communities, partners and allies, in accordance with our mission. All 

employees at Aidsfonds – Soa Aids Nederland contribute to the integrity of our organization. In 

this chapter, we describe the specific responsibilities and tasks related to preventing and 

addressing integrity violations.   

  

6.1 The Executive Board and/or management   

The primary responsibility for building, staffing and maintaining our integrity system lies with the 

management of the organization. The EB along with management delves into the necessary scope 

and staffing of the integrity system. The Executive Board appoints the persons of trust and the 

Integrity Officer. To the latter the management delegates the task of developing and managing the 

integrity system, in regular consultation with the EB.   

The EB is part of the integrity system. The EB takes key decisions, based on advice from the integrity 

officer, experts and relevant management, including on:  

- (improvements to) the code of conduct;  

- conducting risk analyses;   

- conducting investigations;  

- the procedure for reporting suspected violations ;   

- follow-up in the form of assistance and restorative justice, and sanctions;   

- organizing (or having organized) training and support;   

- Internal and external communications when an incident occurs.  

  

6.2 The integrity officer  

The integrity officer is responsible for the development of the entire integrity system in terms of 

prevention, execution and the activation of a moral learning system (fed by frequent moral 

deliberation, which are archived and shared).  

This means:   

- organizing (with relevant management/colleagues) that the integrity system is known and used by 

employees, volunteers, partners and allies.  

- planning, organizing and managing risk analyses in close cooperation with relevant management.  - 

keeping an overview of progress on risk mitigation with the advice to the EB.  

- developing, adapting and adjusting the code of conduct and integrity policy;  



- following up all reports with a preliminary assessment. From each preliminary assessment comes a 

advice to the EB, with decisions by the EB on follow-up steps;  

- organizing the necessary internal or external teams for disciplinary investigations, working with an 

investigation protocol, supervising the investigation, the progress and budget, assessing quality of 

work delivered. Advising the EB on follow up/decisions and if relevant (with legal advice) on 

proportional punishments and restorative justice.  

- developing communication strategies, internally and externally, regarding integrity issues in 

collaboration with relevant management/experts.  

- reporting on the integrity system in our annual report, in accordance with the Recognition Scheme 

and the Partos Code of Conduct.  

In the case that there are complaints against the EB, the Integrity Officer will directly involve the 

Supervisory Board.  

  

6.3 Employees  

By subscribing to the code of conduct, moral deliberations and risk analyses (at project level), 

everyone in the organization becomes aware of the importance of a well-functioning integrity 

system. This leads to an involved and active attitude in identifying and solving (potential) integrity 

problems of employees and their management. In this way, all individual employees are and remain 

jointly responsible for maintaining and monitoring an organization's integrity.  

  
6.4  Volunteers  

Volunteers are close to the organization. They have the right to be protected and involved in the 

integrity system. The general code of conduct also applies to them. They are made familiar with the 

reporting system and have access to it.   

  
6.5 Partners and allies, providers and donors  

Anyone who has a contractual relationship with Aidsfonds – Soa Aids Nederland should be made 

aware of this Integrity System, and agree in the contract to adhere to the code of conduct, and to 

have reporting lines available when there are possible integrity violations  - and preferably are 

prepared to build/improve their own integrity systems  

  

6.6 Supervisory Board  

The Supervisory Board receives regular updates, and the opportunity to discuss the annual social and 

external report. If there are reports related to the conduct of the EB himself, the supervisory board 

comes into a more active role. They receive advice from the integrity officer, results of a possible 

investigation and legal advice for decisions to be made.  

The SB will make a decision based on the advice of the Integrity officer and can ask for additional 

advice from (legal) experts. In case SB decides on internal and or external communication the 

chairperson  of SB will be the spokesperson.  

  

  



  

    

List of terms  

The organization   Aidsfonds - Soa Aids Nederland  

Employees    Persons in employment and under contract by the organization, including freelancers  

     



Annex 1  

  

Code of Conduct Against Human Trafficking and Slavery   

  

Guided by the beliefs and values in our “Setting Milestones” strategic plan, Stichting Aids Fonds – Soa 

Aids Nederland is committed to integrity, human rights and social responsibility. Paramount to this 

commitment is the manner in which we treat our employees and the way in which our partners and 

subcontractors treat their employees. This code of conduct outlines the efforts Stichting Aids fonds – 

Soa Aids Nederlands makes to seek to eliminate human trafficking, slavery, forced labour and child 

labour from its scope of work.   

  

This code of conduct applies to all Stichting Aids Fonds – Soa Aids Nederland employees, partners 

and subcontractors worldwide when acting within their scope of employment or contract with 

Stichting Aids Fonds – STOP AIDS NOW! – Soa Aids Nederland.  

  

Stichting Aids Fonds – Soa Aids Nederland will not tolerate and will not condone the use of slavery, 

forced, involuntary or coerced labour, child labour, human trafficking by any employee or partner in 

the implementation or support of work, projects and programs. To that end, Stichting Aids Fonds – 

Soa Aids Nederland shall require that its employees and partners:  

  

1. Not engage in any form of human trafficking, whether by force, fraud, or coercion; or any form of 

involuntary servitude or slavery;   

  

2. Not knowingly use any form of forced or involuntary labour, including through the use of (a) 

threats of serious harm to, or physical restraint against, a person or another person; (b) any 

scheme, plan, or pattern intended to cause a person to believe that, if the person did not 

perform such labour or services, that the person or another person would suffer serious harm or 

physical restraint; or (c) any abuse or threatened abuse of law or the legal process;  

  

3. Not engage in, or support the use of child labour and shall comply with all applicable local child 

labour laws;  

  

4. Not destroy, conceal, confiscate, or otherwise deny access by an employee to the employee’s 

identity or immigration documents, such as passports or drivers' licenses;  

  

5. Not use misleading or fraudulent practices during the recruitment of employees or offering of 

employment, and shall endeavour to the extent possible to disclose to employees, in a format 

and language accessible to the employee, the basic information regarding the key terms and 

conditions of employment, including wages and fringe benefits, the location of work, the living 

conditions, housing and associated costs (if provided or arranged by Snap-on or its agents), any 

significant cost to be charged to the employee, and, if applicable, the hazardous nature of the 

work. If required by law or contract, provide an employment contract, recruitment agreement, or 

other required work document in writing, which shall be in a language the employee 

understands;  

  

6. Comply with all applicable local wages, benefit, and labour laws;  

  



Any Stichting Aids Fonds – Soa Aids Nederland employee that is informed of or witnesses a violation 

of this code of conduct, or is uncertain about the proper course of action relating to the matters 

addressed in this code of conduct, is encouraged to immediately contact his or her supervisor. If the 

issue is not resolved or the employee is not comfortable raising the issue with his or her supervisor, 

the employee should use the whistle-blower reporting mechanism.  

Stichting Aids Fonds – Soa Aids Nederland has a zero tolerance policy regarding any of its employees 

and partners who engage in or support the use of slavery, forced, involuntary or coerced labour, child 

labour, human trafficking. Failure to comply with this code of conduct will result in disciplinary action 

up to or including termination of employment. If a partner is found in violation of this policy, 

Stichting Aids Fonds – Soa Aids Nederland will take prompt, remedial measures to address the 

violation, up to and including termination of the agreement with the partner or supplier.  

  

Stichting Aids Fonds – Soa Aids Nederland shall periodically review and evaluate its internal 

operations to identify and assess the potential risks of activity that could violate this code of conduct.  

  

  

Stichting Aids Fonds – Soa Aids Nederland  

Approved EB 01-12-2016; Revised EB 06-03-2024  

     



Annex 2  

Child Safeguarding Code of Conduct   
  

The Child Safeguarding Code of Conduct is a statement of the expectations Stichting Aids Fonds – Soa 

Aids Nederland has of its employees and others when they come into contact with children. All 

employees and others in contact with children shall be aware of its requirements bearing in mind 

that a duty of care exists whereby employees and others not only have to apply principles of good 

practice in their work with children but have in addition a responsibility, and in many cases a legal 

duty, to ensure the protection and safety of children in their care.    

Children are at risk of harm from a variety of sources and our employees and others have a 

responsibility to reduce this risk by challenging bad practice, identifying safeguarding concerns, and 

mitigating risks for the children with whom they have contact.     

  

This Child Safeguarding Code of Conduct represents a framework for adult behaviour when working 

with children. This policy is underpinned by International Legislation from the UN Convention of the 

rights of the Child. Employees and others are required to operationalise the code of conduct in our 

programmes and activities, both in the Netherlands and overseas, working in compliance with local 

child safeguarding laws. At all times considering child protection in the local context and within the 

individual nature of programmes and activities.      

  

Stichting Aids Fonds – Soa Aids Nederland endeavours to safeguard children by:   

• Instructing all staff on Child Safeguarding and our Code of Conduct and offering repeated training 

annually.   

• Designating a Child Safeguarding Lead, who is the go-to person for staff when they want to flag 

up any concerns regarding Child Protection. The Safeguarding Lead is responsible for deciding 

whether and how to follow up this case and leading the investigation.    

• Mandating that personnel immediately report any concern to the safeguarding lead, and 

allegations are investigated.    

• Taking appropriate action in response to Child Safeguarding issues, including, but not limited to, 

dismissal of personnel.   

   

Bearing in mind the rights of the child will be upheld by Stichting Aids Fonds – Soa Aids Nederland, 

employees and others1 in contact with children are obliged to:   

• Strive to understand children within the local context in which they live   

• Work with children in a spirit of co-operation and partnership based on mutual trust and respect   

• Work with children in ways which enhance their capacities and capabilities and develop their 

potential   

• Treat children with respect and recognise them as individuals in their own right  •  Regard 

children positively and value them as individuals with specific needs and rights   

• Value the views of children and take them seriously.    

  

The aim of this code of conduct is to uphold the rights of the child, Stichting Aids Fonds – Soa Aids 

Nederland believes it is the right of children to:   

• Be listened to and have their views given careful consideration   

• Be encouraged and helped to participate in decisions which affect them    

• Have their welfare and development promoted and safeguarded so that they can achieve their 

full potential    



• Be considered players in their own development, with health, safety, wellbeing, and their best 

interest considered of paramount importance   

• Be valued, respected and understood within the context of their own culture, religion and 

ethnicity   

• Have their needs identified and met within the context of the family wherever possible.   

    

Employees and others, who come into contact with children, should always:   

• Be aware of situations which may present risks and manage these   

• Plan and organise the work and the work place so as to minimise risk   

• Ensure visibility, whenever possible, with children and apply the ‘’two-adults-present’’ rule or 

arrange a suitable alternative.   

• Avoid situations which isolate children and where behaviour cannot be observed such as in cars, 

offices, and homes     

• Empower children by promoting and raising awareness of children’s rights    

• Challenge poor practice and recognise potential pitfalls which might lead to child abuse   

• Promote a culture of openness where issues and concerns can be raised and discussed   

• Discuss openly with children about their contacts and relationships with employees and others    

• Discuss issues of concern with children and explain how to raise concerns with a member of  

staff       

• Identify and avoid compromising and/or vulnerable situations which might lead to accusations   

• Limit making images (photo’s, video, etc) of children. When making images of children ensure at 

all times that these  are respectful, that the children are adequately clothed, and that sexually 

suggestive poses are avoided. Complying with local laws and regulations regarding 

photographing children.    

• Follow UNICEF’s principles for ethical reporting on children.   

   

In general, it is inappropriate to:   

• Spend excessive time alone with children away from others   

• Take children to your own home, especially where they will be alone with you.   

   

Staff and others must never:   

• Hit, slap, pinch, restrain, kick or otherwise physically assault or physically abuse children   

• Develop physical/sexual relationships with children   

• Expose children to pornography including any sexual images or videos   

• Develop relationships with children which could in any way be deemed exploitative or abusive   

• Act in ways that may be abusive or may place a child at risk of abuse   

• Use language, make suggestions or offer advice which is inappropriate, offensive or abusive   

• Behave physically in a manner which is inappropriate or sexually provocative   

• Condone, or participate in, behaviour of children which is illegal, unsafe or abusive   

• Act in ways intended to shame, humiliate, belittle or degrade children   

• Discriminate against, show different treatment, or favour particular children to the exclusion of 

others.   

   

Stichting Aids Fonds - Soa Aids Nederland   

   

    

  

https://www.unicef.org/media/reporting-guidelines#:~:text=Do%20no%20harm%20to%20any,and%20grief%20from%20traumatic%20events.
https://www.unicef.org/media/reporting-guidelines#:~:text=Do%20no%20harm%20to%20any,and%20grief%20from%20traumatic%20events.

