Competencies you may select for

Internal (external) confidential advisor


1. Trust-inspiring and principled

The candidate conveys calmness, reliability, and discretion. Employees should be able to feel: I can bring something difficult to this person without it immediately becoming bigger, more formal, or less safe.

Pay attention does the candidate speak carefully about others? Or are they quick to judge, make assumptions, or gossip?

2. Good listener and non-judgmental

The candidate can listen without immediately trying to solve the issue, give advice, or take sides. They can acknowledge emotions without taking over the story.

Pay attention does the candidate ask open-ended questions? Or do they quickly move toward a conclusion?

3. Clear about the role

The candidate understands the boundaries of the role: no investigation, no fact-finding, no advocacy, no HR advice, no disciplinary recommendations.

Pay attention candidates with a strong sense of justice can be very valuable, but they should not slip into rescuer, investigator, or combat mode.

4. Proactive and prevention-oriented

The candidate does not simply wait for employees to make contact, but actively thinks about visibility, accessibility, communication, identifying signals, and prevention.

Pay attention can the candidate name concrete ideas for making the role known, safe, and approachable?

5. Language-aware

The candidate understands that words make a difference. Not every employee wants to “report” something or “file a complaint.” Sometimes safety begins with a conversation, a doubt, a signal, or a question.

Pay attention does the candidate use people-centered language or mainly formal procedural language?


6. Independent and steadfast

The candidate can remain friendly under pressure while safeguarding confidentiality and role boundaries. Also when dealing with managers, HR, or colleagues.

Pay attention does the person dare to respectfully say no?

7. Reflective

The candidate knows their own limits and can identify when referral, peer consultation, or external support is needed.

Pay attention someone who says “I can handle anything” is not necessarily strong. Self-awareness is more important than toughness.

8. Culturally and relationally sensitive

The candidate understands that the organization consists of different roles, backgrounds, hierarchies, and dependencies. Not everyone experiences the same barrier to speaking up.

Pay attention does the candidate recognize power differences and informal cultural patterns?

9. Careful with information

The candidate can handle confidential information and understands that even anonymized signals can sometimes be traceable to individuals.

Pay attention is the person cautious enough without becoming passive?

10. Eager to learn and capable of professional development

The candidate does not yet have to be a perfect confidential advisor. However, they must be willing to learn, participate in peer consultation, receive feedback, and develop professionally.

Pay attention is the person open to training, reflection, and guidance?










Possible scoring system

After the interview, the candidate can be assessed on a scale of 1 to 5:

1. Trust and integrity
2. Listening skills
3. Role clarity
4. Proactive attitude
5. Language awareness
6. Visibility and accessibility
7. Independence under pressure
8. Capacity for reflection
9. Cultural sensitivity
10. Carefulness with information

A candidate does not have to score the maximum in every area. However, there are a few minimum requirements.

Do not appoint in case of serious doubts about

· Confidentiality
· role boundaries
· integrity
· non-judgmental listening
· independence under pressure

Can be developed through training

· knowledge of procedures
· reporting skills
· preventive identification of signals
· language awareness
· visibility and communication
· conversation techniques

Strong preferred candidate

A strong candidate combines warmth with firmness. Someone who is approachable, but not without boundaries.

Engaged, but not rescuing. Visible, but not self-promoting. Careful, but not passive. And above all, someone who understands that social safety does not begin with a formal report, but at the moment when an employee dares to say, “Can I discuss something with you?”.
Proactive Prevention Rhythm© (PPR-platform) 
From signals to insight. From insight to action.
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