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Expectations


Workshop Objectives

By the end of the training, participants will:

1. Explain what sexual exploitation is/is not

(Define SEA, SH, GBV

2. Help others understand why it is important to prevent SEA

(Define SEA, SH, GBV

3. Know how to prevent sexual exploitation

(Understand responsibilities as managers

(Explain how to use the existing reporting mechanisms

4. Create a forum for sharing experience and expertise
Training Agenda

	

	Topic

	1
	Opening Remarks and Introductions

	2
	The Context and Purpose for PSEA

	
	( “To Serve With Pride” DVD

	3
	Definitions: SEA, SH, SA, GBV

	4
	Brainstorming Risks in the Local Context

	5
	CARE’s Code of Conduct and Sexual Conduct Guidelines

	6
	SEA Mechanisms

	7
	Case Studies

	8
	Action Planning

	9
	Wrap Up and Evaluation


 Ground Rules

· Maintain confidentiality

· Listen and respect others

· Give everyone a chance to speak

· Be open and non-judgmental

· Participate actively - share your wisdom

· Start on time, end on time

· Switch off cell phones/or keep ringer on silent mode

Code of Conduct


To Serve with Pride


When watching the DVD please think of how SEA might happen in the context of your work at CARE.


Brainstorming Risks in the Local Context:


Sexual Conduct Guidelines Exercise:


SEA Mechanisms Exercise


Handouts

Handout 1: Secretary-General’s Bulletin
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7 ‘\g, Secrétariat
{i\* Ay 22 mars 2005

Circulaire du Secrétaire général

Dispositions spéciales visant a prévenir ’exploitation
et les abus sexuels

Compte tenu de la résolution 57/306 de 1I’Assemblée générale, en date du
15 avril 2003, relative a I'enquéte sur 1’exploitation sexuelle de réfugiés du fait
d’agents des services d’aide humanitaire en Afrique de I’Ouest, le Secrétaire général
promulgue, en concertation avec les chefs de secrétariat des organismes et
programmes des Nations Unies dotés d’une administration distincte, les dispositions
ci-apres, qui visent 4 prévenir et régler les cas d’exploitation et d’abus sexuels.

Section 1
Définitions

Aux fins de la présente circulaire, 1’expression « exploitation sexuelle »
désigne le fait d’abuser ou de tenter d’abuser d’un état de vulnérabilité, d’un rapport
de force inégal ou dec rapports de confiance 4 des fins sexuelles, y compris mais non
exclusivement en vue d’en tirer un avantage pécuniaire, social ou politique. On
entend par « abus sexuel » toute atteinte sexuelle commise avec force, contrainte ou
a la faveur d’un rapport inégal, la menace d'une telle atteinte constituant aussi
I’abus sexuel.

Section 2
Champ d’application

2.1 La présente circulaire s applique a tous les fonctionnaires des Nations Unies, v
compris ceux des organismes et programmes relevant d’une administration distincte.

2.2 11 est interdit aux forces des Nations Unies qui participent 4 des opérations
sous commandement ¢t contrfle de 1'Organisation de commettre des actes
d’exploitation et d’abus sexuels, ces forces étant par ailleurs investies d’un devoir
de protection a 1’égard des femmes et des enfants, conformément a la section 7 de la
circulaire ST/SGB/1999/13 du Secrétaire général, intitulée « Respect du droit
international humanitaire par les forces des Nations Unies ».

* Nouveau tirage pour raisons techniques.
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23 La circulaire ST/SGB/253 du Secrétaire général, intitulée « Principes
directeurs visant 4 assurcr 1'égalité¢ entre hommes et femmes au Secrétariat et a
prévenir le harcélement sexuel », et I'instruction administrative correspondante!
définissent les régles et procédures d’examen des cas de harcélement sexuel au
Secrétariat de 1’Organisation. Les organismes ¢t programmes des Nations Unics
relevant d’une administration distincte ont promulgué des régles et procédures
analogues.

Section 3
Interdiction de ’exploitation et des abus sexuels

3.1 L’exploitation et les abus sexuels constituent des infractions aux normes et
principes juridiques internationaux universellement reconnus et ont toujours été
considérés comme des agissements répréhensibles de la part de tout fonctionnaire
des Nations Unies, étant prohibés par le Statut et le Réglement du personnel de
I’Organisation des Nations Unies.

3.2 Afin de micux protéger les populations vulnérables, spécialement les femmes
¢t les enfants, le Secrétaire général promulgue les régles ci-aprés, qui réaffirment les
obligations générales prévues par le Statut ¢t le Reéglement du personnel de
I’Organisation des Nations Unies :

a) L’cxploitation ct les abus sexuels constituent des fautes graves passibles
de sanctions disciplinaires, pouvant aller jusqu’au renvoi sans préavis;

b) Toute relation sexuclle avec un enfant (toute personne dgée de moins de
18 ans) est interdite quel que soit I’dge de la majorité ou du consentement dans le
pays considéré. La méconnaissance de ’ige réel de I'enfant ne peut étre invoquée
comme moven de défense;

¢} Il est interdit de demander des faveurs sexuelles ou d’imposer toute autre
forme de comportement i caractére humiliant, dégradant ou servile en échange
d’unc somme d’argent, d’un ecmploi, de biens ou de services, y compris toute
assistance duc a toutes personnes;

d) Les relations scxuelles entre fonctionnaires des Nations Unies et
bénéficiaires d’aide sont vivement déconseillées car elles se fondent sur un rapport
de force inégal par définition. En outre, ce type de relation entame la crédibilité et
I’intégrité de 1’action menée par les Nations Unies;

¢} Tout fonctionnaire des Nations Unies qui soupgonne un collégue, au
service ou non du méme organisme et que celui-ci appartienne ou non au systéme
des Nations Unics, de sc¢ livrer 4 unc exploitation ou a des abus sexuels doit en
référer A qui de droit par I’intermédiaire des mécanismes créés a cet effet;

f) Les fonctionnaires des Nations Unies sont tenus d’instaurer et de
préserver un cnvironnement propre a prévenir toute exploitation et tout abus
sexuels. En particulier, il incombe aux responsables a tous les niveaux de metire en
place des dispositifs visant a préserver cet environnement et d’assurer leur
fonctionnement.

—_

Instruction administrative ST/AI/379, intitulée « Procédures d’examen des cas de harcélement
sexuel ».
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3.3 Cette liste de régles n’est pas exhaustive. D’autres formes d’exploitation ou
d’abus sexuels sont passibles de sanctions administratives ou disciplinaires, pouvant
aller jusqu’au renvoi sans préavis, par application des dispositions du Statut et du
Ré&glement du personnel de I’Organisation des Nations Unics.

Section 4
Responsabilités des chefs de département, de bureau ou de mission

4.1 Le chef du département, du burcau ou de la mission, sclon qu’il convient, est
tenu d’instaurer ¢t de préserver un environnement propre a prévenir toute
exploitation et tout abus sexuels, et de prendre les mesures voulues a cet effet. En
particulier, il porte 4 1a connaissance de ses subordonnés la présente circulaire et
veille 4 ce que chacun d’cux en regoive copie.

4.2 Le chef du département, du burcau ou de 1la mission donne telle suite qu’il juge
utile dé&s lors qu’il aurait des raisons de penser que I'une quelconque des régles
énoncées a la section 3.2 a été violée ou que 1'on est en présence de I'une des
formes d’exploitation ou d’abus sexuels visées a 1a section 3.3. 1l agit conformément
aux régles et procédures applicables en cas de faute de la part d’un fonctionnaire.

4.3 Le chef du département, du bureau ou de la mission confie 4 un fonctionnaire,
de rang suffisamment élevé, le soin de coordonner la réception des informations
faisant état de cas d’exploitation ou d’abus sexuels. Dans toute mission, le personnel
de la mission et la population locale doivent étre diiment informés de 1’existence et
du réle du coordonnateur désigné et de la maniére de saisir celui-ci. Afin de
préserver les droits de tous les intéressés, les informations faisant état de cas
d’exploitation ou d’abus sexuels sont considérées comme confidentielles. Toutefois,
ces informations pourront fonder des mesures sous I'empire des dispositions de la
section 4.2.

4.4 Le chef du département, du bureau ou de la mission n’a pas i appliquer la
régle énoncée a I'alinéa b) de la section 3.2 lorsqu’un fonctionnaire ¢st marié a une
personne qui, sans avoir 18 ans révolus, a atteint 1’ige de la majorité ou du
conscntement légal dans le pays de nationalité des intéressés.

4.5 Le chef du département, du burcau ou de la mission apprécie 1’opportunité de
faire application de la régle énoncée i 1’alinéa d) de la section 3.2 dés lors que le
bénéficiaire de ’aide a plus de 18 ans et que les circonstances justifient d’y déroger.

4.6 Le chef du département, du burcau ou de la mission qui est conduit 4 enquéter
sur des cas d’exploitation ou d’abus sexuels le signale immédiatement au
Département de la gestion, qu’il informe également des mesures prises au vu de ses
conclusions.

Section 5
Renvoi des affaires aux autorités nationales

S’il apparait, 2 l'issue d’une enquéte en bonne et due forme, que les
accusations d’exploitation ou d’abus sexucls sont fondées, I’affaire pourra, aprés
avis du Burecau des affaires juridiques, étre déférée aux autorités nationales a des
fins de poursuites pénales.
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Section 6
Accords de coopération avec des entités ou des particuliers
n’appartenant pas au systéme des Nations Unies

6.1 Les fonctionnaires de 1’Organisation qui concluent des accords de coopération
avec des entités ou des particuliers n’appartenant pas au systéme des Nations Unies
sont tenus d’informer les intéressés des régles de conduite énoncées 4 1a section 3 ct
d’obtenir d’eux qu’ils s’engagent par €crit a les respecter.

6.2 Lec défaut par ces entités ou particuliers de prendre des mesures préventives
contre I’exploitation et les abus sexuels, d’enquéter sur les cas d’exploitation ou
d’abus portés a leur connaissance ou de prendre des mesures correctives en présence
de cas d’cxploitation ou d’abus sexuels est cause d’annulation de I’'accord de
coopération qui les liec a I’Organisation des Nations Unics.

Section 7
Entrée en vigueur
La présente circulaire entre en vigueur le 15 octobre 2003.

Le Sccrétaire général
(Signé) Kofi A. Annan
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Handout 2: Definitions

What is “sexual exploitation”?

The SGB defines the term “sexual exploitation” as any actual or attempted abuse of a position of vulnerability, differential power, or trust for sexual purposes including, but not limited to, profiting monetarily, socially or politically, from the sexual exploitation of another. An example of this is engaging in sex with prostitutes.

What is “sexual abuse”?

The SGB defines the term “sexual abuse” as the actual or threatened physical intrusion of a sexual nature, whether by force or under unequal or coercive conditions. An example of this is rape or attempted rape.ST/SGB/2003/13

What is “sexual harassment”?

The SGB defines “sexual harassment” as any unwelcome sexual advance, request for sexual favour, verbal or physical conduct or gesture of a sexual nature, or any other behaviour of a sexual nature that might reasonably be expected or be perceived to cause offence or humiliation to another, when such conduct interferes with work, is made a condition of employment or creates an intimidating, hostile or offensive work environment. Examples of this include, jokes or remarks with sexual content; propositioning for dates at working place, comments on one’s appearance or clothing.    

What is the difference between “sexual harassment” and “sexual exploitation and sexual abuse”?

Sexual harassment is defined as any unwelcome sexual advance, request for sexual favours or other verbal or physical conduct of a sexual nature, when it interferes with work, is made a condition of employment or creates an intimidating, hostile or offensive work environment. It is particularly serious when behaviour of this kind is engaged in by any official who is in a position to influence the career or employment conditions (including hiring, assignment, contract renewal, performance evaluation or promotion) of the recipient of such attentions.

Not all sexual harassment involves an abuse of a position of vulnerability, differential power, trust or the actual or threatened physical intrusion of a sexual nature. If it does, it also constitutes sexual exploitation or sexual abuse. Sexual harassment and sexual exploitation and abuse are all considered serious misconduct. All three should be reported. The person reporting does not have to specify into which of these categories the conduct falls. ST/SGB/2003/13

What is “sexual and gender-based violence” (SGBV)?

GBV is an umbrella term for violence that is directed against a person on the basis of gender or sex. It includes acts that inflict physical, mental, or sexual harm or suffering, threats of such acts, coercion and other deprivations of liberty. While women, men, boys, and girls can be victims of gender-based violence, women and girls are the main victims.

Handout 3.1: Sexual Conduct Guidelines

An Abbreviated Version

CARE International’s capacity to achieve its vision and mission depends upon each and every member of the CARE family, individually and collectively. To this end, all employees of CARE must uphold and promote the highest standards of ethical and professional conduct and abide by CARE’s policies. This PSEA Policy sets the minimum standards to be followed by all CARE employees.  Each CI member or affiliate is encouraged to strive for more effective standards and define their own strategies and procedures to uphold this PSEA Policy and the Core Principles on which it is based.   

The need for this Policy flows from a recognition that our work often puts CARE employees in positions of power in relation to the communities we work with, especially vulnerable women and children. We have an obligation to use our power respectfully and must not abuse the power and influence we have over the lives and well-being of the participants of our programs and others in the communities where CARE works.

Below is an executive summary of non-negotiable sexual conduct principles for all staff:


Handout 3.2: Sexual Conduct Guidelines

Final Version approved by the CI Board Executive Committee 08/2009

CARE International Policy on Prevention and Response to

Sexual Exploitation and Abuse

CARE International places human dignity at the centre of its relief and development work. CI takes seriously all concerns about sexual exploitation and abuse
 and complaints about them brought to our attention.  CI initiates rigorous investigation of complaints that indicate a possible violation of this Policy on Prevention and Response to Sexual Exploitation and Abuse (“PSEA Policy” or Policy”) and takes appropriate disciplinary action, as warranted.  This policy applies to complaints of sexual exploitation and abuse involving CARE Employees and Related-Personnel. 

Background

We publicly affirmed the determination of all members of the CARE family (CARE International and all members or affiliates of the CI Federation and their country offices, collectively referred to as “CARE”) to prevent acts of sexual exploitation and abuse by CARE Employees and Related-Personnel when we signed the Statement of Commitment on Eliminating Sexual Exploitation and Abuse by UN and Non-UN personnel in December 2006. On the same occasion, we reaffirmed our goal of achieving full implementation of the six core principles adopted in 2002 by the Inter-Agency Standing Committee Task Force on Prevention and Response to Sexual Exploitation and Abuse. 

Core Principles

The Core Principles provide that:

· Sexual exploitation and abuse by humanitarian workers are acts of gross misconduct and are therefore grounds for termination of employment.  

· Sexual activity with children (persons under the age of 18) is prohibited regardless of the local age of consent, i.e. the local or national laws of the country you are working in.  Ignorance or mistaken belief in the age of the child is not a defence.

· Exchange of money, employment, goods or services for sex, including sexual favours or other forms of humiliating, degrading or exploitative behaviour by CARE Employees and Related Personnel is prohibited. This includes the exchange of assistance that is due to participants.

· Sexual relationships between CARE employees and participants of CARE’s programs are strongly discouraged since they are based on inherently unequal power dynamics.  Such relationships undermine the credibility and integrity of CARE’s relief and development work.

· When a CARE employee develops concerns or suspicions regarding sexual exploitation or abuse by a CARE Employee or Related-Personnel s/he must report such concerns via the established reporting procedures of the appropriate CARE entity.

· CARE employees are obliged to create and maintain an environment that prevents sexual exploitation and abuse and promotes the implementation of this Policy. CARE Managers at all levels have particular responsibilities to support and develop systems that maintain this environment.

Commitments (Managers and Supervisors)
Managers and supervisors must ensure that all CARE Employees and Related-Personnel understand and comply with this Policy and its Core Principles. To aid in implementing this Policy and in educating CARE Employees and Related-Personnel, CARE International and its managers and supervisors commit to:

1. Develop organization-specific strategies to prevent and respond to sexual exploitation and abuse.

2. Incorporate our standards on sexual exploitation and abuse in induction materials and training courses for our employees and in other relevant organizational codes of conduct.

3. Incorporate appropriate job responsibilities (such as staff training, complaints and response mechanisms, coordinating high-level oversight and progress reports) in specific staff positions to support and ensure effective implementation of organizational strategies to prevent and respond to sexual exploitation and abuse. 

4.  In compliance with applicable laws and to the best of our abilities, prevent perpetrators of sexual exploitation and abuse from being rehired or redeployed by CARE. This could include use of background and criminal reference checks.

5. Establish and ensure that complaint mechanisms for reporting sexual exploitation and abuse are accessible, particularly to participants of CARE programs, and that CARE focal points for receiving complaints understand how to discharge their duties. 

6. Take appropriate action to the best of our abilities to protect persons from retaliation when allegations of sexual exploitation and abuse are made in good faith. 

7. Investigate allegations of sexual exploitation and abuse involving CARE Employees in a timely and professional manner, and to the best of our ability encourage Related Personnel to do the same. This includes the use of appropriate interviewing practices with complainants and witnesses, particularly with children. Engage professional investigators or secure investigative expertise as appropriate.

8. Take swift and appropriate action, including legal action when required, against CARE Employees and Related-Personnel who commit sexual exploitation and abuse. This may include administrative or disciplinary action, and/or referral to the relevant authorities for appropriate action, including criminal prosecution, in the abuser’s country of origin as well as the host country. 

9. Provide basic emergency assistance (medical, legal) and basic psychosocial support as appropriate and feasible to complainants of sexual exploitation and abuse.

10. Create and maintain mechanisms to systematically educate CARE Employees and Related-Personnel and the communities we serve on measures taken to prevent and respond to sexual exploitation and abuse.

11.  Ensure that when engaging in partnership, subgrant or subrecepient agreements, these agreements a) incorporate this Policy as an attachment; b)  include the appropriate language requiring such  contracting entities and individuals, and their employees and volunteers to comply with this Policy; and c) expressly state that the failure of those entities or individuals, as appropriate, to take preventive measures against sexual exploitation and abuse, to investigate allegations thereof, or to take corrective actions when sexual exploitation or abuse has occurred, shall constitute grounds for CARE to terminate such agreements.

12.  Ensure high level oversight and information systems on SEA reports received and actions taken in order to monitor effectiveness, report progress and improve efforts to prevent and respond to sexual exploitation and abuse.

13. Engage the support of communities and governments to prevent and respond to sexual exploitation and abuse. 

14. Undertake a review of CARE International’s policy to prevent and respond to sexual exploitation and abuse at least every five years.

Employee Standards
CARE International’s capacity to achieve its vision and mission depends upon each and every one of us in the CARE family, individually and collectively. To this end, all employees of CARE must uphold and promote the highest standards of ethical and professional conduct and abide by CARE’s policies. This PSEA Policy sets the minimum standards to be followed by all CARE employees.  Each CI member or affiliate is encouraged to strive for more effective standards and define their own strategies and procedures to uphold this PSEA Policy and the Core Principles on which it is based.   

The need for this Policy flows from a recognition that our work often puts CARE employees in positions of power in relation to the communities we work with, especially vulnerable women and children. We have an obligation to use our power respectfully and must not abuse the power and influence we have over the lives and well-being of the participants of our programs and others in the communities where CARE works.

These Standards apply to all CARE Employees and are intended to provide an illustrative guide for employees to make ethical decisions in their professional and personal lives. Any violation of these Standards is serious a concern and may result in disciplinary action, up to and including dismissal, in accordance with disciplinary procedures of each CARE International member or affiliate and applicable laws.

1. Employees will not request any service or sexual favour from participants of CARE programs, children or others in the communities in which CARE works in return for protection or assistance, and will not engage in sexually exploitative relationships. 

2. Employees will not exchange money, employment, goods or services for sex, including sexual favours or other forms of humiliating, degrading or exploitative behaviour. This prohibition against exchange of money for sex means CARE employees may not engage the services of sex workers while on CARE business, including on CARE premises or accommodation, or while travelling to/from or attending workshops, meetings and trainings, regardless of the local or national law concerning sex work or prostitution in the country. 

3. Employees are strongly discouraged from having sex or engaging in sexual activities with program participants because there is an inherent conflict of interest and potential for abuse of power in such a relationship. If an employee engages in sex or sexual activities with a program participant, the employee must disclose this conduct to his /her supervisor for appropriate guidance. Failure to report such conduct may lead to disciplinary action pursuant to CARE’s policies and procedures. 

4. Employees must refrain from sexual activity with any person under the age of 18, regardless of the local age of consent, i.e. the local or national laws of the country in which the employee works. Ignorance or mistaken belief of the child’s age is not a defense.  Failure to report such a relationship may lead to disciplinary action pursuant to CARE’s policies and procedures. 

5. Employees will not support or take part in any form of sexual exploitative or abusive activities, including, for example, child pornography or trafficking of human beings.
6. Employees must report any concerns or suspicions they have regarding possible violations of this SEA Policy via CARE’s reporting mechanism.
 Employees must report any such concerns via CARE established reporting procedures even when the person who may be in violation of this Policy is Related Personnel, as previously defined, and not a CARE employee.

7. Sensitive information related to incidents of sexual exploitation and abuse whether involving colleagues, program participants or others in the communities in which CARE works shall be shared only with enforcement authorities and CARE agents and employees of the appropriate seniority or function who have a need to know such information.
8. Employees must undertake to create and maintain an environment that promotes implementation of this Policy.

9. Managers and supervisors at all levels have particular responsibilities to support and develop systems that maintain an environment that facilitates implementation of this Policy and which is free of exploitation and abuse.

Handout 4: Matrice de Fourniture de Services
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Handout 5: Case Studies
1. School Tuition

Claudine is a 16-year-old girl who lives in a small village with her five younger brothers and sisters.  Her parent’s meager financial resources made it a constant struggle to pay for food, clothing and education for all of the children.

The family had talked about Claudine dropping out of school to help her mother work at the local market.  Claudine’s parents were very relieved when Claudine met Alfred a CARE relief worker and began a sexual relationship with him.  Alfred promised to pay for her school fees and help to pay for her brothers and sisters to continue with their education. Claudine’s parents are encouraging her to maintain the relationship because it has made it possible for all the children to continue in school and lifted the financial burden from the family.

Questions for Discussion

1. What type of misconduct has occurred (if any)? 

2. As Alfred 's supervisor, what actions would you take?

3. What measures you could you take to reduce the likelihood of this happening again?

2. Extra Food

Albert is one of the food-distribution staff who works for CARE in one of the relief camps.  He has become fond of an adolescent girl named Gloria and offers to give her extra food during the distributions if she will be his “friend”. They begin a consensual sexual relationship and neither of them thinks there is anything wrong. Gloria hopes that the relationship will be her passport to a better life out of the camp, and Albert does nothing to discourage these hopes.

Questions for Discussion

1. Has any misconduct occurred? 

2. As Albert's supervisor, what actions would you take?

3. What measures could you take to reduce the likelihood of this happening again?

3.Taken for a Ride

Faustin is a local driver who works for CARE transporting relief items from the warehouse to the camps for distribution.  While making a delivery, he offers a ride back to the camp to Diane, a 16-year-old girl who he often sees walking along the side of the road.  A friendship develops, and Faustin frequently offers to drive her wherever she is going and occasionally offers her small items from the relief packages on his truck for her to give to her family.  Faustin really likes the girl, and was delighted that when he drove her home she invited him in to meet her family.  The family was pleased that Diane has made friends with Faustin, and is very supportive of them starting a relationship because of Faustin’s ability to help the family.

Questions for Discussion

1. What if any misconduct has occurred?

2. As Faustin's supervisor, what actions would you take?

4. Pickup Spot

Following a brutal internal conflict a tentative peace agreement is in place, but the area where you are stationed remains tense and full of impoverished, desperate, displaced people. One of the few safe and available recreational opportunities is meeting with colleagues and other international staff at a local bar near the office after work.  

Many young girls from rural areas with no family support or other income are driven to prostitution.  These girls frequent the bar because they are “in demand” due to the erroneous local belief that a sex with young girls carries no risk of contracting HIV.

You are shocked to see an international staff member from another reputable NGO leaving with one of the young girls in his car. The Country Representative of the organization in question is distressed about this and asks for advice from other agencies.

Questions for Discussion

1. What should you do after witnessing this act?

2. What should that manager do with the staff member concerned?

3. Are there other measures that the head of this, and other, NGOs should take in contexts such as this?

4. How would your answer be different if the employee is a member of the local community?

5. Spreading Rumours 

Rumours are circulating that David, an expatriate CARE staff member, has been having a relationship with a local woman who is rumoured to be a prostitute. Prostitution is illegal in country “X”. This is causing tension among local staff and arguably damaging CARE’s reputation in the region.

You know that the staff member has been fully and adequately briefed on CARE's Code of Conduct and that he knows prostitution is illegal in that country.

Questions for Discussion

Consider the following and explain the reasons for your answers:

1. As David's supervisor what would you do if anything?

· Would you confront David?

· If yes, to (a) above, would this be by phone, or in person (i.e. field office visit)?

2. What you do?

· Would you make the process formal or informal at this stage?

· Would you launch an investigation?  

3. What if…

· …the rumours are true?

· …the rumour that the woman was a prostitute proved untrue?

· …both rumours proved to be totally unfounded?

4. What additional points are important to consider?

· What decisions or questions might arise from them?

Handout 6: CARE Action Plan for PSEA
This page is intentionally left blank.

A separate two-page attachment for completion will be provided during the training.

References

BSO Facilitator’s Guide (International Council of Voluntary Agencies – (ICVA)

http://www.hapinternational.org/pool/files/bso-handbook.pdf
UNDP Victim Assistance Guide and other PSEA training materials

http://www.google.ca/search?sourceid=chrome&ie=UTF8&q=victim+assistance+guide+

Oxfam’s Pick-Up-and-Go PSEA Training for Senior Managers and Staff

UNICEF TOT on Gender-Based Violence

Other Website Resources:

UNDP PSEA Training Program Materials:

http://www.un.org/en/pseataskforce/tools.shtml
IASC:

http://www.humanitarianinfo.org/iasc/
HAP:

http://www.hapinternational.org/

The Sphere project:

www.sphereproject.org/

MONUSCO

http://monusco.unmissions.org/LinkClick.aspx?fileticket=G58IEd8POw4%3d&tabid=2587&mid=3051

MINUSTAH 

http://minustah.org/?page_id=7863

Your Focal Point at the UNDP

Jaqueline Carleson

UNDP/Bureau of Management/Office of Human Resources

Staff Well Being

jaqueline.carleson@undp.org

Phone:   +1 212 906 6238

1 United Nations Plaza, DC1-1851

New York, NY 10017 United States

www.undp.org<http://www.undp.org/>

�











Care International�Burundi, DRC and Rwanda








Senior Manager Training


Participant Guide


October 2011








Di Paolo & Associates





Preventing Sexual Exploitation and Abuse
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My Expectations/Questions I have for today’s workshop:




















Discuss with your group:





3 things that are clear about your country’s reporting and investigating procedures for sexual conduct:



























































 3 things that are not clear about your reporting/investigating procedures for sexual conduct:




























































































Vulnerable Project Participants Exercise:








NOTES:






















































































Vulnerable Project Participants Exercise:








NOTES:














































































































Principle 1: 


No exploitation or relationships that are exploitative as a result of your position within CARE





Principle 2: 


No actions that bring the organization into disrepute.








What this means:





No sexual conduct at all with anybody under the age of 18 





No sexual conduct at all with project participants








Your responsibility:





You must not demand or accept sex or sexual contact in exchange for goods or services from you or CARE.





It is your duty and responsibility to report via the existing systems, behaviour that you feel is not in accordance with all of the above requirements.














Notes:








Management’s Responsibility:








NOTES:





































































































� We define “CARE Employees and Related Personnel” broadly to include all employees  of CI, CI Members or affiliates and their country offices, and board members, volunteers, interns, international and local consultants as well as individual and corporate contractors of these entities and related personnel, such as non-CARE entities, and their employees, and individuals who have entered into partnership, subgrant or subrecepient agreements  with CARE. 


� Every office of CARE International is required to establish appropriate reporting mechanisms and disseminate the same to its entire staff.  For example, CARE USA encourages its employees to report wrongful conduct of an employee to a supervisor, manager at a higher level, Internal Audit, or the Office of General Counsel.  In addition to that, CARE USA has established an additional reporting mechanism for employees called the reporting hotline.  
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