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Core Values and Principles

Inclusion and Non-Discrimination

We recognize that our core constituency that we work with -
women and girls, children and youth, sexual minorities,
persons with disabilities,, ethnic minorities, people living with
HIV/AIDS and/or TB, elderly and survivors of violence, torture
and conflict are often systemically discriminated due to deeply
rooted structural power relations. We think about diversity and
inclusion as a point of strength. We will ensure that CEHURD
Governance and Management is led by a team that espouses
justice, non-discrimination and ensures equality of
opportunity, externally for our core constituency and internally
for our staff within the organization.

Empowerment
We pride ourselves for being part of the journeys of many
rights holders and duty bearers as they find their voices and
speak out on the right to health.

Equity
We know that our society is founded on the idea of fairness,
equity and equality, encapsulated in the principle of “Ubuntu”.
Crucially, a society that is fair and equal also helps improve all
other public value outcomes.

Confidentiality and Privacy
We derive our legitimacy by speaking on behalf of many
whose right to heath is violated and threatened. As legal
service providers and advocates on the right to health, our
interventions enable us to come into contact with information
that we are obliged to keep in the highest level of
confidentiality. We treat each and every client of CEHURD
with utmost confidentiality and privacy. Confidentiality is also
a key tenant of our internal policies and organizational culture.

Innovation, Drive and Excellence
We are relentless in our pursuit of success. We defy
conventional wisdom and approach each day with innovation.
Together we approach each day with the energy, passion,
fearlessness, innovation and persistence to exceed
expectations. We continue to be a professional organization
that invests itself in learning and innovation.

Transparency and Accountability

We are accountable not only to those that support our work
but to those that we represent. We are accountable to our
core constituents that we represent, while also holding
government, private sector, civil society and other actors to
accountable to their obligations. We act consistently with our
Mission being honest and transparent in what we do and say,
and accept responsibility for our collective and individual
actions. We are all champions of our Organization. We take
personal responsibility for achieving our objectives. We do
what we say we shall do. We do what is right, not merely what
is expected.

Teamwork and Oneness
We are all CEHURD people. We value working together as a
team to achieve our objectives. We treat each other with
respect regardless of our status or diversities.

Integrity and Professional Ethics

We act with openness, integrity and trust. We believe that the
highest ethical conduct is central to who we are and what we
stand for. We act professionally and together we celebrate
our success with understated pride. We walk the talk; we
resolve to build and promote a strong culture of integrity in all
that we do so that we can all build a better society for the
future.

Learning and Reflection

We are a learning organization. We believe in learning that
accommodates new experience and results. We ask for help,
admit to our mistakes and put things right. Our work is based
on open and flexible processes of learning, mutual inquiry
and participation. We know it is important than ever to be
flexible and agile, with plenty of resourcefulness and
creativity to respond effectively to challenges and take
advantage of new opportunities in this fast changing world.

Mutuality and Partnership

We are one organization across all functions and
geographies. We work towards a common goal through
cooperation and partnership at local, national, regional and
international levels. We will ensure that we work with others
and value partnerships with like-minded actors — individuals,
organizations, institutions and  progressive  social
movements.
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1. Introduction

We are committed to conducting our business with honesty and integrity and we expect all staff to maintain
high standards in accordance with our policies and procedures. However, all organisations face the risk of
things going wrong from time to time or of unknowingly harbouring illegal or unethical conduct. A culture of
openness and accountability is essential in order to prevent such situations occurring or to address them
when they do occur.

2. Purpose

The purpose of this policy is to:

(a) prevent malpractice by the organization, its employees, agents and partners;

(b) encourage staff to report suspected wrongdoing as soon as possible in the knowledge that their concerns
will be taken seriously and investigated as appropriate and that their confidentiality will be respected;

(c) provide staff with guidance as to how to raise those concerns; and

(d) encourage and enable staff to raise serious concerns within the organization rather than ignoring a
problem or ‘blowing the whistle’ outside.

3. Scope of the Policy

This Whistle blowing policy applies to everyone who carries out work for CEHURD including:
all employees, volunteers and interns;

Community Health Advocates;

Partners;

Consultants;

4, Definition
In this policy ‘Whistleblowing’ means the disclosure of information which relates to suspected misconduct,
unethical and illegal acts or failure to act within the Organization’s rules and procedures.

. Grievances procedure

It should be noted that this policy is not our normal grievance procedure. If someone has a complaint about
his/her own personal circumstances then that person should use the grievances handling procedure stated
in the Human Resource Manual. If someone has concerns about malpractice within the organization then
that person should use the procedure outlined in this policy.

‘Malpractice’ for the purpose of this policy refers to actions which may be:

(i) illegal, improper, or unethical;

(ir) in breach of a professional code;

(iif) fraud or misuse of public and organization funds; or

(iv) acts which are otherwise inconsistent with the Staff Code of Conduct.

6. Protection of Whistleblowers

6.1.  The management of CEHURD is committed to this policy. If the policy is used to raise a concern in
good faith, assurance is given that the whistleblower will not suffer any form of retribution,
victimization or detriment as a result of his/her actions.
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6.2.  Concerns will be treated seriously and actions taken in accordance with this policy. If the
whistleblower asks to treat the matter in confidence we will do our utmost to respect his/her request.
However, it is not possible to guarantee confidentiality. If the organization is in a position where it
cannot maintain confidentiality and so has to make disclosures it will discuss the matter with the
whistleblower first. Feedback on any investigation will be given and the organization will be sensitive
to any concerns as a result of any steps taken under this procedure.

6.3.  In some circumstances the management may decide that it ought to reveal the identity of the
whistleblower in order to assist in the investigation into the matter. The whistleblower will be advised
beforehand if this is the case.

7. How to raise your concern

7.1.  Raising concerns internally
If someone is concerned about any form of malpractice he/she should normally first raise the issue
with his/her immediate supervisor. This may be communicated through written form as preferred. If
the staff feel they cannot tell their immediate supervisor, for whatever reason, they should tell any
person in senior management position or the Deputy Executive Director through available channels
including email, telephone or face to face meeting; notwithstanding the grievances handling
procedure in the Human Resource Manual.

At whatever level someone raises the issue, he/she should declare whether he/she has a personal
interest in the issue at the outset. If the concern falls more properly within the grievance handling
procedure the manager will tell the person concerned.

7.2.  Raising concerns externally (exceptional cases)
The main purpose of this procedure is to give the opportunity and protection needed to raise
concerns internally within CEHURD. CEHURD would expect that in almost all cases raising
concerns internally would be the most appropriate action to take.

All reports of actual or suspected violations under this policy from outside CEHURD should be
directed to the Office of the Deputy Executive Director or other designated office whose contact
details shall be published on CEHURD's website. Internal CEHURD personnel may also use this
option depending on the gravity or sensitivity of the matter.

However, if for whatever reason, one feels they cannot raise concerns internally and honestly believe
the information and allegations are true, they should consider raising the matter with the appropriate
regulator, depending on the nature of concern. The whistleblower needs to tell who she/he is
because it will be much easier for management to look into the matter, to protect the person’s position
or to give her/him feedback. Accordingly, while we will consider anonymous reports, this procedure
is not appropriate for concerns raised anonymously.

8. Details in Whistleblower’s communication
The person sharing communication on a suspected case of fraud, bribery or corruption would
ordinarily be expected to share the following information where available so as to help inform the
subsequent procedures:
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e describe the what, how, when, where and by who;

e share available relevant documentation;

e share names of others person(s) who may be privy to the matter or the location of further
relevant information; and

e share own contact for further follow up and preferred method of communication.

9. What CEHURD will do
CEHURD will respond to the raised concerns as quickly as possible. The overriding principle for
CEHURD will be the public interest. In order to be fair to all employees, including those who may be
wrongly or mistakenly accused, initial enquiries will be made to decide whether an investigation is
appropriate and, if so, what form it should take. The investigation may need to be carried out under
terms of strict confidentiality, i.e. by not informing the subject of the complaint until (or if) it becomes
necessary to do so.

10.  Untrue Allegations
No disciplinary or other action will be taken against a whistleblower who makes an allegation in the
reasonable belief that it is in the public interest to do so even if the allegation is not substantiated by
an investigation. However, disciplinary action may be taken against a whistleblower who makes an
allegation without reasonable belief that it is in the public interest to do so (e.g. making an allegation
frivolously, maliciously or for personal gain where there is no element of public interest).

11.  The responsible officer
The Deputy Executive Director has overall responsibility for the maintenance and operation of this
Policy.

12. Monitoring

A Register will record the following details:

e The name and status (e.g. employee) of the whistleblower

The date on which the allegation was received
The nature of the allegation
Details of the person who received the allegation
Whether the allegation is to be investigated and, if yes, by whom
The outcome of the investigation
Any other relevant details
The Register will be confidentially kept by the Deputy Executive Director andonly available for
inspection by the Board members.

13.  Revision of this Policy shall be done on need basis.
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