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MALAWI NETWORK OF RELIGIOUS LEADERS LIVING 
WITH OR PERSONALLY AFFECTEDBY HIV AIDS 
 
CONTACTS: 
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Tel/Fax: +265-1-921 201 
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Website: www.manerela.org   
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Background 
 
Malawi, like its neighbours in the Sub-Saharan Africa region, has 
been severely affected by the HIV/AIDS epidemic. AIDS was first 
identified in Malawi in May 1985. Since then, epidemiological 
data continues to show an escalating epidemic. 
HIV/AIDS presents a major challenge to the individual and 
collective well-being and human security of people in Malawi. It 
impacts on the economy, the social fabric of society and on the 
ability of the political system to effectively and efficiently perform 
its mandates. 
HIV/AIDS threatens the well being of society and the protection of 
human rights. HIV National policy argues that the challenge of 
HIV/AIDS demands a high level of commitment, strong 
intersectoral collaboration and sustained action, which it seeks to 
enable. 
At a regional and international level, Malawi has committed itself 
in the Abuja Declaration and Framework for Action for the Fight 
against HIV/AIDS, Tuberculosis and other Related Infectious 
Diseases in Africa, of 27 April 2001 and the United Nations 
General Assembly Special Session Declaration of Commitment on 
HIV/AIDS, of 27 June 2001 to the development and 
implementation of multisectoral national strategies and financing 
plans for combating HIV/AIDS that are resourced to the extent 
possible from national budgets without excluding other sources, 
inter alia, international cooperation; confront stigma, silence and 
denial; address gender and age-based dimensions of the epidemic; 
eliminate discrimination and marginalisation; strengthen 
partnerships with civil society and the business sector and the full 
participation of people living with HIV/AIDS, those in vulnerable 
groups and people mostly at risk, particularly women and young 
people; fully promote and protect all human rights and 
fundamental freedoms, including the right to the highest attainable 
standard of physical and mental health; integrate a gender 
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perspective; address risk, vulnerability, prevention, care, treatment 
and support and reduction of the impact of the epidemic; and 
strengthen health, education and legal system capacity. 
 
The HIV AIDS policy was deemed vital after an assessment of 
staff on HIV AIDS related issues tackling the effect it had on 
productivity. 
The assessment results: 
 It showed that in as much there was a paragraph on HIV 

AIDS policy in the Human Resource police, there was no 
existing stand alone HIV workplace policy in MANERELA. 

 It showed some knowledge gaps on HIV AIDS workplace 
related issues.  

 It also showed that some staffs have never received a formal 
training on HIV AIDS. 

 It also showed that there was need to provide information on 
HIV related referrals and where staff can access easily 
information. 

 It further showed that there was no office/person(s) 
responsible for HIV AIDS workplace related issues at 
MANERELA+. 

Based on the above findings an HIV AIDS workplace policy was 
deemed necessary at MANERELA+ 
 
RATIONALE 
 
HIV and AIDS affects the social and economic fabric of society.  
HIV and AIDS threatens productivity, and the welfare of 
employees and their families.  According to the National AIDS 
Commission of Malawi, 12% of adults aged 15-49 are living with 
HIV, directly targeting the workforce population at their peak 
productive and reproductive years1.  The impact of HIV and AIDS 
on the workforce is reflected by the 52% of the population who are 
                                                 
1 Malawi National AIDS Com mission. (2009). National HIV prevention strategy 2009 to 2013. 
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living below the poverty line2.  The epidemic undermines 
developmental gains and acts as a barrier to economic growth.  It 
affects the labour force, reduces earnings, declines productivity, 
increases labour costs and results in a loss of skills and experience 
(the consequences of HIV and AIDS in the workplace can be seen 
in the table found in Appendix B).  In addition to the economic 
impact of HIV and AIDS in the workplace, it is also affecting 
workers’ rights in the workplace, specifically relating to 
stigmatization and discrimination aimed at workers’ real or 
perceived HIV status.  Some human rights issues related to HIV 
and AIDS in the workplace are: 
 

- the right to non-discrimination and equality 
- the right to privacy 
- freedom of assembly and association 
- the right to liberty and security of person 
- the right to the highest attainable standard of physical and 

mental health 
- the right to an adequate standard of living 
- the right to work 
- freedom from torture and cruel, inhumane or degrading 

treatment or punishment 
- the right to marry and to found a family and to protection of 

the family 
- the right to education: both children and adults have the right 

to receive HIV related education particularly regarding life-
saving prevention education 

- freedom of opinion and expression: all persons have the right 
to freely receive and impart including the right to express 
one’s own HIV-related information voluntarily if someone 
wishes to do so. 

 

                                                 
2 United Nations, World Food Program, April 2010 



 
 
 

 8 

MANERELA+ 
HIV & AIDS Workplace Policy 

As an HIV and AIDS focused organization, MANERELA+ strives 
to set a positive example in terms of its policy within the office and 
its network members.  This policy will be instrumental in 
preventing the spread of HIV, and mitigating its impact on 
employees, their family and the community.  MANERELA+ will 
create an enabling environment responsive to the challenges 
presented by HIV and AIDS at the workplace.  According to the 
International Labour Organisation, HIV and AIDS workplace 
policies and programs are designed to focus on the following key 
areas: 
  

- Prevention of the spread of HIV 
- Management and mitigation of the impact of HIV and AIDS 

in the workplace 
- Care and support of workers infected and affected by HIV 

and AIDS 
- Elimination of stigma and discrimination on the basis of real 

or perceived status 
- Safeguarding the viability of the organization 

 
The goal of this policy is to ensure the recognition of HIV and 
AIDS as a workplace issue, non-discrimination in employment, 
gender equality, screening and confidentiality, social dialogue, 
prevention and care and support, as the basis for addressing the 
epidemic in the workplace. 
 
 
 
 
 
 
POLICY STATEMENT 
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MANERELA+ recognizes that HIV and AIDS are not simply 
medical issues but it is a workplace issue as well, which threatens 
the economic stability and social welfare of its employees and their 
families and communities.  MANERELA+ will promote a 
workplace environment that encourages and supports HIV and 
AIDS prevention, care, support and treatment for all employees.  
Towards that end, MANERELA+ has developed a policy which 
aims to: 
 

- Recognize HIV and AIDS as a workplace issue, as it 
threatens productivity and the welfare of employees and their 
families. The workplace, as an integral part of the 
community, has vital role to play in terms of prevention 

- Protect the rights of employees who are infected or 
personally affected by HIV and AIDS 

- Sustain an HIV and AIDS education awareness programme 
in the workplace to help empower employees to make 
informed decisions about HIV prevention and care and 
support in their personal lives 

- Promote understanding and sensitivity among colleagues 
regarding the issue of HIV and AIDS, providing an 
environment in which people living with and affected by HIV 
and AIDS can be open about their status without the fear of 
facing stigma or discrimination 

- Promote equality and non-discrimination between individuals 
with HIV infections and those without, and between HIV and 
AIDS and other comparable health/medical conditions.  

- Adhere to non-discrimination practices in all employment 
- Respect an employee’s confidentiality with respect to their 

HIV status as well as their family’s 
- Ensure HIV and AIDS infections are treated the same as 

other medical conditions in terms of benefits (refer to 
Medical Scheme in Appendix D) 
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- Promote awareness and enforcement of gender equality 
within the workplace and the effects of gender on HIV and 
AIDS 

- Provide the (best services) to staff and their families who are 
infected and/or affected by HIV and AIDS within the budget 
and other limitations 

- Mainstream HIV and AIDS in all aspects of MANERELA+; 
programming, implementation, monitoring and impact 
assessment 

- Monitor the various impacts of HIV and AIDS and chronic 
illness on all MANERELA+ work 

- Recognize that HIV is preventable and that the workplace 
needs to promote effective prevention efforts.  

 
MANERELA+ hopes that the implementation of this policy will 
limit the incidence of new infections among staff and the 
surrounding community, manage the impact of existing infections 
on the organization, staff and community, provide care and support 
of workers infected and affected by HIV and AIDS, and eliminate 
stigma and discrimination on the basis of real or perceived HIV 
status. 
 

 
POLICY PRINCIPLES 
 
Recognition of HIV and AIDS as a workplace issue 
HIV and AIDS is a workplace issue, and should be treated like any 
other serious illness/ condition in the workplace. This is necessary 
not only because it affects the workforce, but also because the 
workplace, being part of the local community, has a role to play in 
the wider struggle to limit the spread and effects of the epidemic.  
As an organization that focuses on HIV and AIDS, MANERELA+ 
strives to set a positive example in the community and this is first 
achieved by recognizing HIV and AIDS as a workplace issue. 
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Non-discrimination 
In the spirit of decent work and respect for the human rights and 
dignity of persons infected or affected by HIV and AIDS, there 
should be no discrimination against workers on the basis of real or 
perceived HIV status. Discrimination and stigmatization of people 
living with HIV (PLHIV) inhibits efforts aimed at promoting HIV 
and AIDS prevention and treatment.  Non-discrimination applies to 
job applications, hiring, advancement, termination, compensation 
and training.  MANERELA+ will not tolerate any discrimination 
by any staff member.  Where discrimination against a person living 
with or affected by HIV and AIDS, or assumed to be living with 
HIV and AIDS, is demonstrated, it will be treated as a serious 
break of the work conduct and disciplinary action will be taken at 
the discretion of the National Coordinator and the Board of 
Directors. 
 
Gender equality 
MANERELA+ recognizes that women are especially vulnerable to 
HIV infection and that they often assume a disproportionate 
burden of responsibility in caring for those affected.  Women often 
have limited control over their sexual relations, are subjected to 
sexual abuse and violence, and their economic status and cultural 
roles often expose them to sexual manipulation and coercion.  
MANERELA+ also recognizes that women tend to be more 
adversely affected by HIV and AIDS.  As primary care givers, 
women have a greater difficulty in accessing economic and legal 
resources and health and welfare services.  As a result, women are 
more likely than men to become impoverished as a result of HIV 
and AIDS within their families.  They are also more prone to 
facing stigma and discrimination than men.  Therefore, more equal 
gender relations and the empowerment of women are vital to 
successfully prevent the spread of HIV infection and enable 
women to better cope with HIV and AIDS.  MANERELA+ will 
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encourage all employees to more fully understand the situation of 
women in the context of HIV and AIDS. 
For a more detailed account on MANERELA+’s commitment to 
gender equality, please see our Gender Policy. 
 
Healthy work environment 
MANERELA+ will provide a work environment that is healthy 
and safe, so far as is practicable, for all concerned parties, in order 
to prevent transmission of HIV, in accordance with the  provisions 
of the Occupational Safety and Health Convention, 1981 (No. 155) 
(See Appendix C).  A healthy work environment facilitates optimal 
physical and mental health in relation to work and adaptation of 
work to the capabilities of workers in light of their state of physical 
and mental health.  A healthy work environment will be ensured 
through the distribution of first aid kits throughout the office and 
vehicles. 
 
Social dialogue 
The successful implementation of an HIV and AIDS policy and 
programme requires cooperation and trust between employers, 
workers and their representatives and government, where 
appropriate, with the active involvement of workers infected and 
affected by HIV and AIDS. 
 
 
Screening for purposes of exclusion from employment or work 
processes 
HIV and AIDS screening should not be required of job applicants 
or persons in employment for any reason. 
 
Confidentiality 
There is no justification for asking job applicants or workers to 
disclose HIV-related personal information. Nor should co-workers 
be obliged to reveal this personal information about fellow 
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workers. Access to personal data relating to a worker’s HIV status 
should be bound by the rules of confidentiality consistent with the 
International Labour Organization’s (ILO) code of practice on the 
protection of workers’ personal data, 19973.  An employee’s health 
condition is private and confidential.  An employee living with 
HIV and AIDS is under no obligation to disclose their condition to 
a manager or any other employee of MANERELA+.  As per 
agency policy, any employee who acquires information on another 
employee’s health must respect the confidentiality of that medical 
information.  Failure to do so will result in disciplinary action up to 
and including termination.   
 
Continuation of employment relationship 
Employment, retention, promotion and termination of contract are 
solely related to merit and not an employee’s health status.  HIV 
infection is not a cause for termination of employment. As with 
many other conditions, persons with HIV-related illnesses should 
be able to work for as long as medically fit in available, 
appropriate work.   
 
Prevention 
HIV infection is preventable. As a HIV and AIDS focused 
organization, MANERELA+ encourages employees to fully 
understand HIV and AIDS and to use that understanding to make 
informed decisions in both the prevention and treatment of the 
disease in their personal lives.  To promote greater understanding 
of the issues related to HIV and AIDS, MANERELA+ will create 
educational opportunities.  Educational efforts are critical to ensure 
that compassion – not discrimination and stigmatization – is the 
natural response of employees to one another.  Education will 
include awareness and information regarding prevention, care, 
support and treatment of the disease.  Mandatory education 

                                                 
3 See http://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---
safework/documents/normativeinstrument/wcms_107797.pdf for ILO’s code of practice. 

http://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---safework/documents/normativeinstrument/wcms_107797.pdf
http://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---safework/documents/normativeinstrument/wcms_107797.pdf
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sessions will take place once every three months with further 
optional opportunities for the staff to participate in HIV and AIDS 
education activities, including activities that may be organized by 
the organization for its members.  Although it is not a mandatory 
requirement, MANERELA+ encourages employees to get routine, 
confidential, voluntary testing and counselling as part of its 
education and awareness programs.  The organization will provide 
information on health service locations and testing centres.  We 
will identify institutions where employees can access counselling 
services.  This information will be readily available and easily 
accessible to all employees.  To further support behavioural change 
by individuals, MANERELA+ will make available, where 
appropriate, male and female condoms at the secretariat, as well as 
IEC materials on HIV and AIDS.   
 
Care and support 
MANERELA+ believes that HIV and AIDS should be treated like 
any other serious illness or chronic condition in the workplace, 
thus employees should have access to appropriate care, support and 
treatment for the virus through targeted supplementary medical 
benefits related to effective management of HIV and AIDS.  All 
employees regardless of their health status, should have access to 
appropriate health services including voluntary counselling and 
testing (VCT) and anti-retroviral treatment (ART) where these 
services are determined to be beneficial and necessary by qualified 
physicians.  MANERELA+ will provide (reasonable 
accommodation) for workers with AIDS-related illnesses.  
Reasonable accommodation will include rearrangement of working 
time, opportunities for rest breaks, time off for medical 
appointments, flexible sick leave, part-time work and return-to-
work arrangements.  MANERELA+ encourage persons with HIV 
and AIDS-related illnesses to work as long as medically fit for 
appropriate work. 
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COVERAGE AND ELIGIBILITY 
 
See Appendix D for MANERELA+’s Sick Leave Policy and 
Medical Scheme. 
 
i) Employees 

i. The policy on HIV and AIDS in the workplace applies 
to all staff regardless of job level and probation 

ii. The benefits related to HIV and AIDS apply to regular 
contract 

 
ii) Dependants 

i. For all employees, the policy on HIV and AIDS in the 
workplace applies to one legally recognized spouse, to 
all biological children and legally binding adopted 
children up to the age of 21 whose name appears in 
the employee’s personnel record.  There is no upper 
limit on the number of biological or legally adopted 
children of an employee who is covered under the 
benefits described in the workplace policy. 

ii. The benefits related to the HIV and AIDS applies to 
the dependants of the regular contract employee. 

iii. Should an employee wish to cover family members, 
the employee can elect to pay to this additional 
medical coverage through payroll deduction. 

 
iii) Termination of employment 

i. Provided that, where a worker with an AIDS-related 
condition is too ill to continue to work and where 
alternative working arrangements (including extended 
sick leave) have been exhausted, the employment 
relationship may cease in accordance with anti-
discrimination and labour laws and respect for general 
procedures and full benefits. 
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ii. Upon termination of employment with 
MANERELA+, the medical benefits described in the 
manual will be extended to the employee under the 
following circumstances: employee retired end of 
contract, medical termination/incapacity. 

iii. The extended benefits will not apply to employees 
who voluntarily leave MANERELA+ or who have 
their services terminated for cause. 

 
IMPLEMENTATION, MONITORING & EVALUATION 
 
Commitment to addressing the impact of HIV and AIDS in the 
workplace requires the commitment, contribution and participation 
of the entire staff at MANERELA+ to break through barriers of 
stigma, discrimination and inequality in order to create 
compassionate, just and effective policies and programs.  To 
ensure the successful implementation of this policy, an HIV and 
AIDS Workplace Committee will be created. scotch  
 

- HIV and AIDS Workplace Committee will be responsible for 
ensuring the implementation of the policy by all staff 
members and in all programs and monitoring and evaluation. 

- The Committee will ensure that all staff understand the HIV 
and AIDS Workplace Policy and have the appropriate tools 
to implement it in all aspects of their work and personal lives 
(which will be done through educational workshops). 

- The Committee will be responsible for ensuring up to date 
information on health service locations and testing centres 
and counselling services are easily accessible in the office.  
The Committee will also be responsible for ensuring male 
and female condoms are available for staff. 

- Employees can take up discrimination issues at the 
workplace with the Committee and/or National Coordinator. 
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- The Committee will be responsible for monitoring the 
various impacts of HIV and AIDS and chronic illness on all 
MANERELA+ work 

 
- Review the HIV and AIDS Workplace Policy annually to 

ensure it is relevant and reflects Malawi’s current HIV and 
AIDS situation. 
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Appendix A   
Terms Used in this Policy 
 
HIV: Human Immunodeficiency Virus; a virus that weakens the 
body’s immune system, ultimately causing AIDS. 
AIDS: Acquired Immune Deficiency Syndrome; a cluster of 
medical conditions, often referred to as opportunistic infections 
and cancers and for which, to date, there is no cure, only treatment. 
PLHIV: People Living with HIV. 
Discrimination: is used in this code in accordance with the 
definition given in the Discrimination (Employment and 
Occupation) Convention, 1958 (No. 111), to include HIV status. It 
also includes discrimination on the basis of a worker’s perceived 
HIV status, including discrimination on the ground of sexual 
orientation. 
Employer: a person or organization employing workers under a 
written or verbal contract of employment which establishes the 
rights and duties of both parties, in accordance with national law 
and practice. Governments, public authorities, private enterprises 
and individuals may be employers. 
Reasonable accommodation: any modification or adjustment to a 
job or to the workplace that is reasonably practicable and will 
enable a person living with HIV or AIDS to have access to or 
participate or advance in employment. 
Screening: measures whether direct (HIV testing), indirect 
(assessment of risk-taking behaviour) or asking questions about 
tests already taken or about medication. 
Sex and gender: there are both biological and social differences 
between men and women. The term “sex” refers to biologically 
determined differences, while the term “gender” refers to 
differences in social roles and relations between men and 
women.Gender roles are learned through socialization and vary 
widely within and between cultures. Gender roles are affected by 
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age, class, race, ethnicity and religion, and by the geographical, 
economic and political environment.  
STI: Sexually Transmitted Infection.  This includes, among others, 
syphilis, chancroid, chlamydia, gonorrhoea and herpes. It also 
includes conditions commonly known as sexually transmitted 
diseases (STDs). 
Termination of employment: Dismissal at the initiative of the 
employer. 
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Appendix B   
Figure 1: Progression of HIV and AIDS Impacts in the 
workplace. 
International Finance Corporation. (2002). Good practice note: 
HIV/AIDS in the workplace. 
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Appendix C   
Excerpt from C155 Occupational Safety and Health 
Convention, 1981 
The full text can be found at: http://www.ilo.org/ilolex/cgi-
lex/convde.pl?C155 

PART IV. ACTION AT THE LEVEL OF THE UNDERTAKING  

Article 16  

1. Employers shall be required to ensure that, so far as is 
reasonably practicable, the workplaces, machinery, equipment and 
processes under their control are safe and without risk to health.  

2. Employers shall be required to ensure that, so far as is 
reasonably practicable, the chemical, physical and biological 
substances and agents under their control are without risk to health 
when the appropriate measures of protection are taken.  

3. Employers shall be required to provide, where necessary, 
adequate protective clothing and protective equipment to prevent, 
so far is reasonably practicable, risk of accidents or of adverse 
effects on health.  

Article 17  

Whenever two or more undertakings engage in activities 
simultaneously at one workplace, they shall collaborate in applying 
the requirements of this Convention.  

Article 18  

Employers shall be required to provide, where necessary, for 
measures to deal with emergencies and accidents, including 
adequate first-aid arrangements.  

http://www.ilo.org/ilolex/cgi-lex/convde.pl?C155
http://www.ilo.org/ilolex/cgi-lex/convde.pl?C155
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Article 19  

There shall be arrangements at the level of the undertaking under 
which-  

(a) workers, in the course of performing their work, co-operate in 
the fulfilment by their employer of the obligations placed upon 
him;  

(b) representatives of workers in the undertaking co-operate with 
the employer in the field of occupational safety and health;  

(c) representatives of workers in an undertaking are given adequate 
information on measures taken by the employer to secure 
occupational safety and health and may consult their representative 
organisations about such information provided they do not disclose 
commercial secrets;  

(d) workers and their representatives in the undertaking are given 
appropriate training in occupational safety and health;  

(e) workers or their representatives and, as the case may be, their 
representative organisations in an undertaking, in accordance with 
national law and practice, are enabled to enquire into, and are 
consulted by the employer on, all aspects of occupational safety 
and health associated with their work; for this purpose technical 
advisers may, by mutual agreement, be brought in from outside the 
undertaking;  

(f) a worker reports forthwith to his immediate supervisor any 
situation which he has reasonable justification to believe presents 
an imminent and serious danger to his life or health; until the 
employer has taken remedial action, if necessary, the employer 
cannot require workers to return to a work situation where there is 
continuing imminent and serious danger to life or health.  

Article 20  
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Co-operation between management and workers and/or their 
representatives within the undertaking shall be an essential element 
of organisational and other measures taken in pursuance of Articles 
16 to 19 of this Convention.  

Article 21  

Occupational safety and health measures shall not involve any 
expenditure for the workers.  
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Appendix D   
MANERELA+’s Sick Leave Policy and Medical Scheme 
 
4.6.7. Sick Leave Policy 
 
MANERELA+ acknowledges the fact that employees fail to report 
to duty as a result of illness.  To ensure that such employees are 
given the support they need, it shall consider granting them sick 
leave following a doctor’s certification. 
 
In any one year period an employee may be granted up to six 
months sick leave with full pay and a further three months on half 
pay and no salary for the next three months, and before the expiry 
of one year from the commencement of the officer’s illness 
provided that a medical certificate is produce.  The National 
Coordinator will refer to the Board for appropriate action including 
termination of contract. 
 
Unpaid sick leave may be granted upon production of a medical 
certificate when the sick leave is exhausted and there is reasonable 
prospective of recovery. 
 
If the officer absents himself or herself from work due to ill health 
for more than two days he shall produce a medical certificate to 
that effect signed by a medical practitioner and if his/her sickness 
should be caused by his/her impropriety of conduct he/she shall 
forfeit his/her salary for the number of days he/she shall be absent 
from duty. 
 
 
5.2 Termination of Contract due to illness 
 
Contract may be terminated due to illness following procedures 
laid down in 4.6.7. 
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a) Dismissal 
An employee may be dismissed after two written warnings. 
 
b) Summary Dismissal 
An employee may be dismissed without notice form service 
when found guilty of serious misconduct. 

 
 
Medical Scheme 
 
10.1 MANERELA+ will choose the medical scheme of its choice. 
The medical scheme shall be fully contributed to by the 
organization 
 
10.2 Apart from the employee him/herself the other beneficiaries 
of the scheme shall be his/her legal spouse, children and/or 
dependants of not more than 18 years.  The total number of 
dependants be determined and reviewed from time to time 
depending on the availability of funding.   
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