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Internal Safeguarding Policy
Social-emotional safety and wellbeing at Changing Stories Foundation

Introduction

With Changing Stories we work in challenging contexts with a wonderful and diverse team
with different backgrounds, experiences, roles and responsibilities. Social-emotional safety is
not a given, but something we value and strive for and therefore, through this plan, try to
secure.

This internal safeguarding policy is made to promote social and emotional safety within the
team, to create a culture of trust, openness and equality and to provide clear steps when
concerns, complaints or incidents arise.

This plan is for board members, project coordinators and all artists (freelance and
volunteers) being active in the organisation and is meant as a living compass for working
together.

Lotte Wandel, artistic director Changing Stories, 2026

This policy is based on the Social Safety Framework for the Performing Arts (NAPK).
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1. Our Vision on Safety

Changing Stories Foundation delivers creative and playful theatre projects for displaced
children and minors within and at the borders of Europe, including children living in refugee
camps, informal settlements, and asylum reception centers. Through theatre, art and play
we focus on imagination, joy, and connection to create moments of relief, reduce stress, and
strengthen resilience.

We work in environments where power imbalances, institutional racism, and intimidation
may be visible or present. This can place a lot of mental and physical demands on our team
members as bystanders or as (in)direct targets. On top of this, we collaborate intensely with
partners and with each other, especially when going on an abroad project.

In all of these collaborations we must acknowledge there are also power imbalances,
different priorities and responsibilities, and diversity in background, race or ethnicity, religion,
political belief, age, physical abilities, neuro-diversity, gender, sexual orientation, language
and social status or class.

Next to challenges with regards to social-emotional safety within and for the team, safety in
our organisation is also particularly important because we work with children and youth who
are in a vulnerable and marginalised position. By working with them we have a responsibility
for being safe professionals ourselves. All of this builds on our core values and pillars:

Our core values:

e Human dignity
e Hope

e Wellbeing

e Equity

The pillars we build our organisation on:

Professionality

Integrity

Inclusion & Anti-racism
Trauma-sensitive practice
Positive psychology

All members are expected to act in accordance with these values and pillars in their
professional conduct and daily interactions within and on behalf of the organisation and sign
for this in our code of conduct.



2. Legal Framework
Our Internal Safeguarding policy is based on applicable Dutch legislation, including:

Working Conditions Act (Arbowet)
For employees working in paid employment employers must:

Ensure the safety and health of employees.

Prevent psychosocial workload caused by bullying, discrimination,
aggression/violence, and sexual harassment.

Identify and mitigate workplace risks.

Regularly evaluate and update safety policies.

Inform employees about risks and preventive measures.

Coordinate safety policy when multiple employers share a workplace.

Equal Treatment Act (SZW)

Prohibits discrimination in employment, with limited lawful exceptions.

Sexual harassment is prohibited without exception.

Employers must protect employees from discrimination and retaliation.

Complaints may be filed with the Netherlands Institute for Human Rights if necessary.

Dutch Civil Code (burgerlijk wetboek)

e Employers must prevent employees from suffering harm in the course of their work
and may be held liable if they fail to do so.
e If conduct constitutes a criminal offense and a report is filed, criminal law applies.

3. Roles and Responsibilities

Supervisory Board

The Supervisory Board acts as Changing Stories strategic and ethical compass. Composed
of recognised professionals from the field of forced migration, culture, arts education and
finance. The board meets four times a year and supports the organisations’ vision and
monitors and advises on governance, financial management, and policy implementation.

Executive board

The Executive Board is the governing and decision-making body of Changing Stories. It
oversees strategy implementation, project coordination, and financial management, ensuring
coherence between the organisation’s mission, values, and actions.

The board consists of a managing director and an artistic director. They:

e Set strategic direction and policy.
e Oversee daily operations included finances and the achievement of objectives.
e Bear final responsibility for organisational safety.



Coordinators
We work with a few project coordinators among whom the following tasks have been
divided:

Artists

Financial agreements and budgeting

Administration and office management

Fundraising

International projects

Kids’ projects NL

Unaccompanied minors projects

Education and awareness programs

Research and methodology development

Communication and external representation

Human Resources (P&O), including team wellbeing, inclusion, and safety.

Volunteers or freelancers who:

Join for projects and project days in the Netherlands and/or abroad.

Represent Changing Stories towards our partners.

Engage with children through theatre, play and organising workshops.

Develop and use clown characters in projects.

Attend monthly training sessions.

Contribute creatively to artistic processes through evaluation forms and in monthly
training sessions.

Depending on the personal skillset, provide training to the rest of the team.
Depending on the personal skillset, be a formal representative of Changing Stories in
presentations or education.

4. Definitions of Undesirable Conduct

Changing Stories is committed to creating a safe, respectful, and inclusive environment for
all children, young people, volunteers, freelancers and staff. We have zero tolerance for any
form of abuse, discrimination, harassment, or exploitation. Everyone involved in our activities
must treat others with dignity and respect, regardless of their background, identity, or role.
The following behaviors are not tolerated within our organisation:

Discrimination

Treating someone unfairly or excluding them because of who they are, such as their
background, race, ethnicity, religion, political belief, age, disability, neuro-diversity,
gender, sexual orientation, language and social status, class, employment contract
type or working hours.

Racism

Discrimination, prejudice, or hostile behavior toward someone based on their race,
ethnicity, skin color, or cultural background.



Intimidation

Actions or words intended to frighten, pressure, or coerce someone into doing
something or staying silent.

Sexual Harassment

Any unwanted sexual comments, messages, gestures, or physical contact that make
a person feel uncomfortable, unsafe, or disrespected.

Harassment

Unwanted behavior that offends, humiliates, or intimidates someone, creating an
unsafe or hostile environment.

Aggression or Violence

Any verbal, physical, or psychological behavior intended to harm, threaten, or hurt
another person.

Bullying

Repeated behavior that intentionally harms, humiliates, or excludes a person or a
group, especially when there is a power imbalance.

Abuse of Power

The misuse of authority or influence for personal gain or to pressure others into
unwanted actions. This may involve decisions about travel, compensation,
professional opportunities, or social standing within the organisation.

Retaliation

Punishing, threatening, or treating someone unfairly because they reported a
concern or misconduct.

Child Abuse

Any action or failure to act that harms a child’s physical, emotional, or psychological
wellbeing, including neglect, exploitation, or sexual abuse.

Exploitation

Taking unfair advantage of someone’s vulnerability, trust, or dependency for personal
benefit.

Boundary Violations

Inappropriate relationships or interactions that cross professional limits with children
or beneficiaries.

Responsibility to Report

All staff, volunteers, and partners are responsible for reporting concerns about safety or
misconduct. Reports will be taken seriously, handled confidentially where possible, and
addressed promptly.

5. Reporting issues or complaints

What can be reported?

In the event you experience any of the set ‘definitions of undesirable conduct’ as
stated above within your work at Changing Stories.

If you have felt unsafe during one of our project(day)s or within our team,
team-trainings or anything else you have done related to Changing Stories.



e In the event your physical or mental wellbeing is being affected by the work you do
for Changing Stories or the other way around, if your wellbeing will be affecting your
work at Changing Stories.

How to report

1. Talk to a coordinator

You can request a meeting with a coordinator at any time. The first person to contact would
be the HR coordinator, especially if the topic is related to any of the above ‘report issues’.
But if you feel more comfortable with a different coordinator, you may choose to request a
meeting with them instead.

The coordinator will work with you to explore how to prevent such situations in the future and
whether any follow-up steps are necessary to address the situation by using the following
steps:

Provide initial support by listening as open as possible to your story.

Assess what Changing Stories could or should do in support of the situation.

Assist in determining next steps; examples are:

- Mediation: In the event other people are involved there may be chosen for an
internal mediator (for example the HR coordinator) or if the situation is serious and/or
the coordinator is involved themselves for a professional mediator.

- Reporting: Inform you about further options, such as complaint procedures or
depending on the situation, help you assess if the situation needs to be reported to
the police and/or if legal action must be taken.

- Support: Refer to other support services, such as a trust person.

e Record the nature, scope, and handling of the report in order to make this information
available to the executive board. If wanted anonymously.

e You will be asked if the conversation is in confidentiality and with whom in the
organisation can be shared what information. The coordinator does not take any
action without your consent.

e Provide aftercare, to assess whether the proposed solutions have been helpful and
to jointly review whether the situation has been improved or handled.

2. Make an anonymous report

Do you have a complaint that you would like to report to the coordination team while
remaining completely anonymous? You can use a form on our team web page to submit
your report. This report will then be received by the HR coordinator. If you wish, the team will
be informed about the steps taken in response to the report. If the matter is serious:

e The complaint is forwarded to the executive board or you can directly submit a formal
complaint with them via e-mail (in the event there is no need for anonymity).
An independent investigation committee will be appointed.
Clear timelines will be set and shared.
Appropriate measures will be taken and communicated.


https://mediatorsvereniging.nl/
https://team.changingstoriesfoundation.org/wp-login.php?redirect_to=https%3A%2F%2Fteam.changingstoriesfoundation.org%2F&reauth=1

3. Seek advice from an independent trust person
A trust person provides advice and support in finding solutions when you (have)

experience(d) discrimination, (sexual) harassment, aggression, bullying, abuse of power,
mental issues, work pressure or any other situations that make you feel unsafe while
working at Changing Stories. Because we are a small foundation, unfortunately we do not
yet have a trust person within our own organisation.

Therefore, if you seek a trust person you can contact_Stichting Mores. This reporting point
and the trust persons working for it are completely independent. Mores was initiated by
various organisations in the Dutch cultural and creative sector and is available to anyone
working in these fields. You can report anonymously; nobody will be informed without your
consent. They can listen to your story, provide advice, or assist with any necessary follow-up
steps. There are no costs associated with this service.

6. Sick Leave

Working in places where human rights are being violated, where people live in stressful and
often unsafe conditions and with people who are being marginalised can be emotionally
demanding.

Especially, as most of the artists working for Changing Stories are doing this on top of other
jobs and a not rarely busy and demanding personal life. This gives less time to reflect on
experiences in Changing Stories projects and to recover from possible physical- emotional
impact. And also, the impact of the work we do is often not or little understood by our
surroundings and therefore hard to talk about and reflect on with people outside our line of
work. All factors which can lead to fatigue or (mental) sickness apart from the fact that
sickness can happen to anyone.

Below you will find the steps to be taken in case of (sick) leave divided in staff members,
freelance project coordinators and artists.

1. Staff members

For staff members of Changing Stories all information with regards to (sick) leave can be
found in our ‘personeelreglement’.

In the event you experience a mental overload you can contact Mijn coachlijn - for an
(anonymous) talk about mental complaints in support of preventing long-term absence. The
1st talk is free of charge and any further costs often are being covered up to 80% by
Nationale Nederlanden (2026).

2. Freelance project coordinators (please also read article 4 and 7 in the agreement)

In the event you feel overwhelmed, overly-tired and/or are getting mentally or physically ill
you can always call-in sick. As a freelancer you are free to schedule your own working days
and hours. If you foresee your absence is going to affect the quality, consistency or feasibility
of (a part of) your freelance assignment, according to the agreement you should inform the
executive board as soon as possible. This could depend on the length or the timing of the
illness with regards to the workload. The board will always try to think along and aim to make
a precise and honest decision about the follow-up steps that are in the best interest of
yourself and of the continuity of your assignment at Changing Stories.



https://stichtings-sublime-site.webflow.io/steun-nodig
https://www.arboned.nl/diensten/mijncoachlijn?utm_medium=email&utm_source=actiemailing&utm_campaign=Nnpop2023&id_mc=324230238&subkey=003Q200000VEVrVIAX

If possible, we recommend asking for a meeting, if needed short and/or informal, in which
the following steps will be taken by (one of) the board members:

Provide initial support by listening as open as possible to your story.

Together assess the nature, scope and handling of the situation; considering both the
wellbeing of the freelancer and the consistency of the organisation.

Discuss if any steps with regard to the workload or the assignment need to be taken
from the side of the executive board.

Discuss whether a (temporary) replacement has to be considered and if the
freelancer will be able to find a qualified professional themselves and/or if the
executive board needs to do this.

If a replacement has to be found, there will be estimated for how long and when we
will review the situation.

If a replacement has to be found, there will be talked about the access of the
freelancer to Changing Stories workspaces, both physically (the use of the office)
and digitally (e-mail, drive, group-chats) with regards to AVG regulations.

Discuss if and how we stay in touch during the absence and how (re)connect.

3. Attists (freelancers/volunteers)

For artists looking for guidance on sick leave and time off we would like to guide you to our
team-page, where all up-to-date information on how-to-do this (when, who, how) can be

found.

7. Risks in Our Work

General risks in the cultural and/or welfare sector

Irregular working hours and informal work settings

Blurred boundaries between personal and professional relationships
Alcohol use in informal settings

Job insecurity leading to competitive dynamics

Power imbalances

Physical contact inherent to performing arts

Vulnerability of interns, volunteers and freelancers

Risks in refugee camp contexts

Exposure to severe inequality and trauma
Contagious diseases (see health protocol)
Unpredictable or unstable environments
Cultural and gender-related differences
Potential exposure to illegal or unsafe situations
Dependency on partner organisations
Emotional stress and moral injury


https://team.changingstoriesfoundation.org/guidance-on-sick-leave-and-time-off/

8. Measures we take to Prevent and Reduce Risks

Recruitment and Policy

Four-eyes principle during auditions and rehearsals

Hiring new artists in groups

Buddy’s for new artists

Extensive preparation period before starting to work with children especially in
abroad projects

Mandatory Certificate of Good Conduct (VOG)

Reading and singing our Code of Conduct (to be found in the attachment of our artist
handbook or on our team-web-page

Zero-tolerance policy on discrimination

Fixed compensation agreements that can be found in the annual planning and/or on
your agreement

Conduct and Interaction (see our code of conduct for a more detailed list of agreements
with regards to conduct)

Multilingual communication where possible

Awareness of power imbalances in the team; artistic leader vs. performing artist and
or staff v.s freelancer v.s volunteer

Romantic or sexual relationships involving power imbalance must be disclosed and
addressed

No alcohol or drugs before or during activities for Changing Stories

Clear reporting procedure

Clear consequences for undesirable conduct

Transparent handling of complaints

Training and Preparation

Monthly team meetings covering:
regular team check-ins
the methodology
trauma-sensitive practice
cultural sensitivity
inclusion and power awareness
safety practices
o reflection moments after intensive workshops
Three preparatory meetings before international travel covering:
o clear risk briefings through our health protocol and internal safeguarding
policy
clear expectations and responsibilities
discussion of mental wellbeing and self-care
discussion of cultural sensitivities

O O O O



During an international project

Daily check-ins

Knowledge of emergency contact numbers

Private housing only for the CSF team and no shared provisions with other people
(such as partners)

Individual beds (shared rooms only by agreement)

Agreements with partner organisations on safety standards

Clear division of roles and responsibilities

Attention to LGBTQIA+ safety and cultural sensitivities

Adequate, scheduled rest that included at least one free day per week

Space for (critical) feedback via a daily evaluation form

Working with displaced children (see our code of conduct for a more detailed list of
agreements with regards to conduct)

Never ask for personal stories

Do not assume a therapeutic role

Avoid a “savior” mentality

No sharing of photos or stories on which individuals can be recognised (with
exception of team members)

Awareness of the power imbalance based on age and on knowledge/intentions in
what we are going to do

Awareness of western vs. non-western perspectives

No cultural stereotypes in performances

Avoid unexpected trauma-triggers in exercises

Never share personal details such as your phone number

If you feel uncomfortable or experience boundary crossing behaviour you can
ALWAYS exit an activity and reflect on what happened with the team and/or a
codrdinator.

Accept there is only so much you can do. Keep in mind what it is you are ‘here’ for

and try to stick to the job as much as possible (the Changing Stories method). This is

what we are trained professionals in.

After an international project

A reflective meeting with the project team
A call with a coordinator with artists who have joined for the first time
Policy adjustments based on evaluations communicated transparently

Evaluation and Monitoring

Annual one-on-one conversations with HR that includes an anonymous summary
reported to the Board

Annual two-day team development and team-building weekend

Safety check-ins at the beginning and end of team meetings

Evaluation questionnaires filled in by the team after project days

Ongoing evaluation by the Supervisory Board



Appendix 1 — Contact Information

Executive Board
Linda van der Knaap, managing director
linda@changingstoriesfoundation.org

Lotte Wandel, artistic director
lotte@changingstoriesfoundation.org

HR Coordinator
Joris Christ
jori hangingstoriesfoundation.or

Independent Confidential Advisor Stichting Mores

Stichting Mores_website

Directly to the page for needing support of a confidential counsellor: Dutch or English
mores@devertrouwenspersoon.nl

00 31 88 1119950

Appendix 2 — Relevant Frameworks and Resources

Changing Stories Team web page. Up-to-date password details to be found via the
description of our group-chat. For our:
o Project days evaluation questionnaire for (critical) feedback
o Report form for (anonymous) complaints or reports
o Code of Conduct
Fair Practice Code
Code Diversity & Inclusion
Governance Code Sociaal werk

Appendix 3 — Child Safeguarding

Changing Stories Foundation is fully committed to safeguarding the safety, dignity, and rights
of all children we work with. As an organisation working with children and minors in
vulnerable contexts, we recognise our responsibility to provide a safe environment at all
times.

Safeguarding is not only a set of procedures, but an ongoing, conscious way of working that
prioritises respect, autonomy, and emotional safety. This appendix should be read in
conjunction with the Internal Safeguarding Policy and the Code of Conduct, which include
detailed guidance on professional behaviour, risk prevention, and interaction in practice.


mailto:linda@changingstoriesfoundation.org
mailto:lotte@changingstoriesfoundation.org
mailto:joris@changingstoriesfoundation.org
https://www.mores.nl/
https://stichtings-sublime-site.webflow.io/steun-nodig
https://stichtings-sublime-site.webflow.io/en
mailto:mores@devertrouwenspersoon.nl
https://team.changingstoriesfoundation.org/wp-login.php?redirect_to=https%3A%2F%2Fteam.changingstoriesfoundation.org%2F&reauth=1
https://fairpracticecode.nl/
https://codedi.nl/
https://sociaalwerknederland.nl/governancecode-sociaal-werk

This policy applies to all board members, coordinators, artists (freelance and volunteers),
and external partners working on behalf of Changing Stories Foundation.

1. Core Commitments

Changing Stories Foundation maintains zero tolerance for any form of child abuse,
exploitation, grooming, or boundary violations.

All individuals working on behalf of the organisation are expected to:

Act in the best interest of the child at all times

Recognise and respect children’s rights, dignity, and boundaries

Remain aware of power imbalances and avoid misuse of authority

Take all concerns seriously and act without delay when a child’s safety may be at risk

2. Safe Recruitment and Preparation
To minimise risks and ensure safe engagement with children:

e All artists and volunteers must provide a valid Certificate of Good Conduct (VOG)
and references before working with children

e New team members complete a preparation period before participating in activities
involving children

e The four-eyes principle applies during all activities involving children

3. Roles and Responsibilities
Child safeguarding is a shared responsibility across the organisation.

Executive Board holds final responsibility for safeguarding policy and oversight
Coordinators (including HR) support implementation, guidance, and internal follow-up
All team members and partners are responsible for adhering to safeguarding
standards and reporting concerns

External partners formally commit to these standards through agreement with Changing
Stories Foundation’s general terms and conditions.

4. Reporting Concerns Related to Children

Any suspicion, concern, or disclosure of harm involving a child must be reported without
delay.

The reporting procedure is as follows:
1. Report first to the designated safeguarding contact within the partner organisation on
site (if applicable)

2. Report internally to the HR Coordinator or Executive Board

All reports are handled with care and confidentiality, within the limits of ensuring child safety.



For independent advice or support, team members may contact Stichting Mores, which
offers confidential and anonymous guidance free of charge.

5. Monitoring and Review

This policy is reviewed annually and updated where necessary. Lessons learned from
practice, reports, and evaluations are used to strengthen safeguarding measures.

This appendix forms an integral part of the Internal Safeguarding Policy (April 2026).

Lotte Wandel
Artistic Director
Changing Stories Foundation
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