SESSION 1: Opening Remarks and Introductions

	Objective:

Time
	1. To briefly introduce facilitator(s) and participants;

2. To clearly outline objectives of “learning event”;

3. To provide a brief background on the SGB and the ECHA/ECPS Task Force.

1 hour (based on about 20 participants)



	Materials
	Place cards 

Marker pens

Flipchart 

Laptop computer and screen for PowerPoint



	Handouts
	HO 1.1:  Agenda 

HO 1.2:  Baseline Survey



	Binder Documents


	BD 1.1:  ECHA/ECPS Task Force Description 



	Tips for Facilitator
	1. It is very important to ask a high-level representative to open this learning event in order to illustrate the significance of the material covered.
2. This module contains a baseline survey that may be useful for the facilitator to hand out if he/she wishes to gain greater understanding of the level of activities being conducted by the agencies attending the training.   This baseline survey can also be useful if the facilitators plan to conduct follow up in the months after the training to assess whether or not the training has resulted in an increase in PSEA activities in that particular setting.  Note:  As explained in the Guide for Senior Manager’s PSEA Learning Event and in the Guidance on Evaluation the SM Learning Event document in the Evaluation Tools Folder, it is advisable to send out this baseline survey in advance of the learning event in order to assist facilitators to understand the nature and scope of PSEA interventions in the setting where the learning event is being held.  This Baseline Survey is one component of a larger evaluation process (of which facilitators should be aware prior to conducting a learning event by reviewing all the evaluation tools linked with the learning event that in the evaluation tools folder!).



Procedure_____________________________________

Step A:  Opening and Introductions (15 minutes)  
Aim: To demonstrate the seriousness of the issue and the engagement and support of senior management.

1.  Have PP Slide 1 on the screen. As participants are coming into the room, hand them the Baseline Survey, HO 1.2, for completion if they have not already received and completed the survey prior to the event.  

2.  Once everyone has arrived and completed the survey, collect the survey and then welcome and acknowledge individuals’ commitment to attending the training.

3.  Briefly introduce the facilitator(s).  It is very likely that everyone else in the group will know one another so formal introductions will not be required.  However, in order for the facilitators to be able to address participants by their names during the learning event, each participant should be invited to write his/her name in large letters on the place card in front of him/her (use the marker pens so easily readable).

.

4. If there is a high-level representative(s) invited to open the training, introduce them and have them speak for a few minutes.
Step B:  Background/Expectations of Participants (15 minutes)  

Aim: To understand the basic level of knowledge participants have regarding PSEA, and to clarify participants’ expectations.

1.  In plenary, ask each participant to very briefly answer the following questions (written on flipchart paper as a prompt): 

· Prior experience with protection from sexual exploitation and abuse (PSEA)?

· Based on your experience, what is your main expectation and/or main learning need for today’s discussion?

2.  As each person responds, write his or her expectation/main learning need up on flipchart paper.  

Step C:  Review of Agenda and Expectations (15 minutes) 

Aim:  To describe the objectives and content of the training and ensure that participants’ expectations concur with the training goals.

1. Now move to PP Slide 2 to review the overall objectives for the discussion event. 

2. Using PP Slide 3, review the agenda.  Distribute HO 1.1 – Agenda. Ask participants if they have any questions about the agenda.  

(Note that each of the participants has been provided with a documents binder and explain that, throughout the sessions, each of the documents will be referred to and their purpose explained. 
3. Now return to the expectations written on the flipchart paper and, based on the agenda, identify with a check-mark those expectations that the learning event may be able to meet, and put an “X” next to those that will not be met.  Be sure to clarify the approach:  this is an opportunity for senior managers to discuss some of the successes and challenges they have had in addressing sexual exploitation and abuse (SEA) in their areas of operation, and is also an opportunity to gain information about new tools and guidelines available to assist them in their efforts.

Step D: Preliminary Background on the SGB (15 minutes) 

Aim:  To share very basic background information about the development of the SGB and the tools the participants are receiving.  

1. Using PP Slide 4 highlight that in 2002 UNHCR and Save the Children released a report on a survey they conducted in Liberia, Guinea and Sierra Leone, in which they interviewed 1500 children and adults (IDPs and refugees) to determine the scope of sexual violence and exploitation of children.  During the investigation they discovered extensive exploitation and abuse:

· Sexual exploitation mainly taking the form of casual encounters between the exploiter and the survivor. 

· The prime exploiters included agency workers from local and international non-governmental organizations (NGOs) and United Nations (UN) agencies – those entrusted to protect and assist. 

· The implicated agency workers were using humanitarian assistance and services (medication, food, plastic sheeting, education, skills training, school supplies and building materials) in exchange for sex with girls under 18 and women.

· 67 individuals from a range of agencies were implicated.
The findings that NGO workers had engaged in abuses shocked many agencies. They had not realized the potential of abuse in refugee locations and many began putting systems in place aimed at reducing the risks. 

2. Explain that many individual agencies developed codes of conduct or systems but also the IASC (Inter-agency Standing Committee) developed a task force to look into the issue and it came up with a number of tools for protection from sexual exploitation and abuse. The IASC task force generated six core principles for inclusion in any code of conduct, which will be reviewed during the learning event. The principles and recommendations from the IASC provided the basis of content in the UN Secretary-General’s Bulletin on Special Measures for Protection from Sexual Exploitation and Sexual Abuse (SGB), which applies to all UN employees and employees of implementing partners. 

3. Note that in 2005, the IASC Task Force transitioned oversight to the Executive Committees on Humanitarian Affairs and Peace and Security (ECHA/ECPS) UN and NGO Task Force on Protection from Sexual Exploitation and Abuse.  Refer participants to BD 1.1 – ECHA/ECPS UN and NGO Task Force Description describing the work of the Task Force. Note that since 2005, a number of other important initiatives have been launched, such as the high-level meeting in 2006 from which was issued a “statement of commitment” by the UN and NGO community on addressing SEA (to be discussed further in the next session) and, most recently, the UN resolution on assistance to victims of SEA, which will also be discussed later in the learning event. 

4. You may wish to highlight the fact that actual statistics on SEA are very limited, not only because few systems are in place to receive complaints and record incidents, but also because under-reporting is a significant problem around the world with any type of sexual violence, including SEA.  Each year, the UN Secretary-General publishes a “Special Measures” report on the number of SEA allegations, to which organizations are obliged to submit statistics.  This report therefore serves as one method for obtaining a statistical overview of the problem.  The UN Office of Internal Oversight Services (OIOS) also provides information about investigations they have undertaken on SEA, available at www.un.org/depts/oios/pages/annual_reports.html.  However, a 2008 report published by Save the Children UK, entitled “No One to Turn To,” documents the ongoing problem of under-reporting of child sexual exploitation and abuse.  Another 2008 report, “To Complain or Not to Complain,” published by the Humanitarian Accountability Partnership, highlights the fact that beneficiaries are often reluctant to complain because systems are not in place to receive complaints and/or ensure safe and confidential reporting.

( Facilitators may wish to have several samples of these reports on a resource table for participants to review.

5. Inform managers that all materials used in the training (as well as the annual “Special Measures” reports and the Save UK and HAP reports mentioned above) are available on-line, at the sites identified in the ECHA/ECPS Task Force Description document as well as the site identified in PP Slide 4, and it is therefore not necessary for them to take notes of the PowerPoint used in the training unless they wish.
SESSION 2: The Secretary-General’s Bulletin: Definitions and Standards of Conduct 
	Objective:

Time
	1. To ensure that participants are fully aware of the SGB definitions and expected standards of behaviour for UN personnel and partners;
2. To provide participants with an opportunity to apply the SGB standards in practice.
1 hour 15 minutes


	Materials
	Laptop computer and screen for PowerPoint

DVD “To Serve with Pride” 

Speakers for showing film

Flipchart and marker pens

Masking tape used to make one large “A” on the floor, and one large “D” several feet away from the “A” (Optional)



	Participant Handouts
	HO 2.1:  IASC Scenarios (blank)

HO 2.2:  IASC Scenarios (completed)

HO 2.3:  Agee/Disagree Statements (with comments)



	Binder Documents


	BD 2.1:  The Secretary-General’s Bulletin on Special measures for protection from sexual exploitation and sexual abuse (ST/SGB/2003/13)

BD 2.2:  FAQs on SEA

BD 2.3:  IASC Six Core Principles

BD 2.4:  Statement of Commitment



	Tips for Facilitators
	1. The time allotted this session is very short so must be conducted quickly.  It may be preferable to open the session with a plenary discussion of some of the challenges that senior managers face in addressing SEA, rather than with the agree/disagree activity.  

2. Some participants may be familiar with the “To Serve with Pride” film and the IASC Case Scenarios. If the group seems very knowledgeable, review of the SGB can be shortened and more time allotted to sharing of personal experiences.

3. If the facilitator(s) is using the suggested one-day agenda/timeline provided in the Facilitation Guide and CD-ROM, then a tea break should be introduced following a very brief discussion of initial impressions of the film.  Detailed discussion of the SGB and the six key principles can begin after tea break.

4. The ECHA/ECPS UN and NGO Task Force has finalized a Facilitation Guide for the film that is available at www.un.org/pseataskforce.  This Facilitation Guide and the information in BD 2.2 – FAQs on SEA should be carefully reviewed by the facilitator(s) prior to discussion of the film, as there is information in each that supplements the information provided below in the session notes.




Procedure____________________________________

Step A: Exploring Personal Perceptions (15 minutes)

Aim:  To help participants explore and discuss their own attitudes about sexual exploitation and abuse.

1. First move to PP Slide 5 to indicate the start of a new session.  You may wish to open this session with a large group discussion on SEA.  The focus of the discussion will be to help senior managers identify their own perceptions about SEA, and the challenges they may have in addressing SEA.  Some questions might include:

· Do you believe that SEA by UN staff and related personnel is a critical issue in the settings in which we work? If so, what do you see as the main challenge to prevent it? 
· What do you think is the impact of sexual exploitation and abuse on victims? On communities?  On our work?  On our relationship with government?

· As people working in the international community, we all have an obligation to create and maintain an environment that prevents sexual exploitation and abuse.  How do you think you could personally contribute to such an environment? 

· How do senior managers address the challenge of talking to staff about sexual behaviour?

If you choose to do an activity to facilitate this discussion, you may use the agree/disagree exercise.  Before the session starts, use masking tape to make a large “A” on the floor of the training room where there is plenty of free space, and several feet away put a large “D”.   Ask participants to stand in a circle around the “A” and the “D.” Using the Agree/Disagree Statements (HO 2.3), read a statement from the list aloud and ask each participant to move to the “A” or the “D” based on whether they agree or disagree with the statement. (Do not distribute the Agree/Disagree Statement handout at the beginning of the exercise; only use it as a prompt for facilitation.  At the end of Session 2 you may wish to distribute copies to participants for their review/reference.)  

Emphasize that this exercise is about participants’ own personal opinions and not their organizations’ or the UN rules and regulations.  It is important that people should feel comfortable revealing their true feelings about these issues, as this will form the basis for fruitful discussion.  Give participants the opportunity to share their opinions, but do not spend too much time on each question.  It is not necessary to review all questions from the list; choose three or four that are most relevant to the setting in which the learning event is being conducted. 

(The aim of this exercise is to demonstrate that people may hold strong personal opinions on this issue that may differ from others’ opinions.  It also allows participants to examine their own beliefs about behaviour that may constitute sexual exploitation and abuse.  At this point in the training, do not attempt to challenge people’s personal beliefs extensively.  It is more important for participants to share their beliefs.  After reviewing the film, it will be possible to return to discussion of the fact that our personal beliefs cannot stand in the way of realizing our responsibilities to prevent and report SEA, at which point the statements with the SGB-relevant responses (HO 2.3) can be distributed to participants.

(If you believe that it will be difficult for senior managers to share their personal opinions in a large group, you may wish to conduct this exercise in pairs, by writing down the statements on separate pieces of paper and distributing one statement to each pair to discuss and then facilitating large group discussion.
Step B:  The Film “To Serve with Pride”:  Viewing and Discussion of the SGB (45 minutes)

Aim:  To give participants basic knowledge about the elements of the SGB and the six core principles.

1. Show the 20-minute film.  For those who have training experience or have addressed the issue at the field level, let them know that this film is a training tool that can be downloaded at the online SEA tools repository (www.un.org/pseataskforce) and they should watch the film with an eye to how useful it might be for awareness raising in their offices / duty stations.   Note that the film was made in 2006 and so some of the people who participants will see in the film are no longer in their positions – for instance, it features the previous UN Secretary-General.  Also note that a facilitation guide is available online, along with a Frequently Asked Questions (FAQs) document that can be used by trainers and distributed as part of showing the film during training exercises.  The FAQs are also included in participants’ binders, BD 2.2 – FAQs.

2. At the end of the film, ask some of the following questions to generate initial discussion:

· What do you think about the film?  Is anything surprising?  Confusing?  Unclear?  What images struck you the most? What did you get out of it?  Did you learn anything new?

· Does the film raise any questions, concerns, doubts?
(Note that if the facilitator is following the one-day agenda proposed in the Guide for Senior Manager’s PSEA Learning Event and CD-ROM, this would be the appropriate time to take a tea break.  More detailed discussion of the film, the SGB and the six key principles can begin after tea.

3. Ask participants to turn to the SGB (BD 2.1) in their binders.  Using PP Slide 6, note that the SGB sets out specific standards on how to avoid harming beneficiaries and other members of the local population.  Also note that the SGB gives definitions of “sexual exploitation” and “sexual abuse.”   They are the key to the SGB and to determining what behaviour constitutes sexual exploitation and abuse. For participants working in humanitarian organizations, it may be useful to note that the SGB is the UN’s fulfilment of the commitment it made to the Inter-Agency Standing Committee (IASC) to include the definitions and standards in a code of conduct. 

(Note that the SGB points out that sexual exploitation and abuse have always been unacceptable behaviour and prohibited conduct under the Staff Regulations and Rules. (s3.1).

(The facilitator may wish to note as participants are reviewing the definitions that some language in the definitions, such as “position of vulnerability” and “differential power” have been criticized as being somewhat vague and therefore difficult to apply and/or enforce.  Facilitators may wish to spend some extra time in discussing how these aspects of the definitions might be interpreted.
4.  Ask participants to find the definitions within the SGB.  Using PP Slide 7, review sexual exploitation, being sure that the definition moves through each of bulleted areas:  

· 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.

(Note that as personnel working amongst vulnerable populations, we are almost always in positions of power or trust compared to those we are there to assist.  It is this position that creates the potential for abuse and requires our judgment and vigilance.  Ask participants about the issue of consent:  what if a prostitute is soliciting an aid worker in a setting where prostitution is legal? Even in countries where prostitution is legally or socially acceptable, it is unacceptable and prohibited conduct for UN staff and related personnel, as is described further below in the description of the six key principles of the SGB.
(Also note that even if someone is not directly involved in the sexual act (or the attempted sexual act) but profits from it in one of the 3 ways identified above, then his/her conduct also constitutes sexual exploitation.

5. Move on to a discussion of the definition of sexual abuse, using PP Slide 8.  Be sure that participants understand sexual abuse is:

· The actual or threatened

· physical intrusion of a sexual nature, which can occur 

· by force, 

· under unequal conditions, 

· or under coercive conditions.  

(Note that this means that force isn’t necessary for sexual abuse to occur. Ask participants to provide examples of what might constitute unequal conditions (i.e. child to adult) and coercive conditions (i.e. extra rations for a beneficiary in exchange for sex).  

(Note that under both definitions, sexual exploitation and sexual abuse can occur even if only an attempt is made (which means that there is some evidence that the perpetrator has taken action to initiate a violation) or threatened (which can only involve a verbal threat but not constitute any attempted action).  For example, in terms of sexual abuse, simply asking for sex with a child is a prohibited act. 

(Note that under both definitions, sexual exploitation and abuse can occur between males and females, and also amongst those of the same sex.  The SGB includes homosexual sexual exploitation and abuse.

(Note that “consent”, or what is often referred to as “informed consent” is not mentioned in the definitions and is irrelevant. (Facilitator(s) may wish to clarify here that informed consent entails that 1) the person giving consent understanding the implications of that to which he/she is agreeing; and 2) the person giving consent understands and is able to exercise his/her right to say “no.”)  Children (persons under the age of 18 according to the standards set forth in the Convention on the Rights of the Child) are unable to give consent because they do not have the maturity to understand the implications of that to which they are agreeing. In the case of an adult, even if an adult gives informed consent for sex, it can still constitute sexual exploitation or sexual abuse if the other conditions—such as unequal and/or coercive conditions—exist. 
6. Now, using PP Slides 9-11, briefly highlight the six principles of the SGB. Note that these principles are nearly identical to the Six Core Principles produced by the IASC’s now-closed Task Force on Protection from Sexual Exploitation and Abuse in Humanitarian Crises (BD 2.3).

(a) Sexual exploitation and sexual abuse constitute acts of serious misconduct 

and are therefore grounds for disciplinary measures, including summary dismissal; 

(b) Sexual activity with children (persons under the age of 18) is prohibited 

regardless of the age of majority or age of consent locally. Mistaken belief in the age 

of a child is not a defence; 

(c) Exchange of money, employment, goods or services for sex, including 

sexual favours or other forms of humiliating, degrading or exploitative behaviour, is 

prohibited. This includes any exchange of assistance that is due to beneficiaries; 

(Note that this covers prostitution.  Under the SGB, engaging the services of a prostitute is prohibited.  It doesn’t matter if prostitution is legal in the country where the sex takes place or is legal in the staff member’s own country, it is absolutely prohibited for UN staff, related personnel and partners to use the services of prostitutes.  It is also prohibited to offer someone a job in exchange for sex, to offer someone additional assistance for sex, or to exchange any kind of money, goods or services for sex, including sexual favours or
other forms of sexually humiliating, degrading or exploitative behaviour.   Asking beneficiaries for sex in exchange for the assistance that is due to them is a clear breach of this provision and is specifically mentioned as an example.  

(Note:  Facilitators may wish to refer to the FAQs (BD 2.2) section on prostitution to address any additional issues with regard to this subject.
(d) Sexual relationships between staff and beneficiaries of assistance, 
since they are based on inherently unequal power dynamics, undermine 

the credibility and integrity of the work of the United Nations and are strongly 

discouraged; 

(The purpose of this provision is to highlight that sexual relationships between personnel and beneficiaries of assistance (however small or large the group) are generally based on inherently unequal power dynamics.  Where there is an unequal power dynamic, there is a strong potential for abuse.  The SGB is requiring personnel of the UN, NGOs and inter-governmental organizations (IGOs)—whether they are internationals or from the local population--to show good judgment, to think about their actions and the consequences of their actions.  Because of the unequal power dynamic in sexual relationships between UN/NGO/IGO personnel and beneficiaries of assistance, they are strongly discouraged.  

(Who is a beneficiary of assistance means different things to different agencies and departments.  Generally, it includes those who are receiving assistance–such as food or housing–from or on behalf of a UN/NGO/IGO entity. Some agencies and organizations may define it narrowly, including only the persons in a particular refugee or IDP camp or the people on a certain distribution list.  Others may include a large portion of the population in the country.  Regardless, it is important to remember that the purpose of the SGB is to protect people from sexual exploitation and abuse, and that key components of sexual exploitation and abuse concern the abuse of vulnerability, trust and/or differential power, whether through force, unequal conditions or coercion.  If these conditions are met, all acts of sexual exploitation and abuse are prohibited, whether they are with a direct beneficiary of assistance or others living in the setting in which UN/NGO/IGO personnel are working.  

(Note that SEA can be committed by local staff—who may also technically fit under the category of “beneficiaries of assistance.”    What is important to remember is that once a person living in the beneficiary community becomes an employee or even a volunteer within a UN agency or NGO or IGO, they are held to the standards that apply to all personnel, regardless of their former or current “beneficiary” status. 

(Note that according to the language set forth in the SGB, we often use the term “beneficiary of assistance” when discussing those whom the SGB tries to protect.  It is important for us to understand that beneficiaries are not just passive recipients of aid; they are our partners and should be treated with dignity and respect at all times.  

(e) Where a United Nations staff member develops concerns or suspicions 

regarding sexual exploitation or sexual abuse by a fellow worker, whether in the 

same agency or not and whether or not within the United Nations system, he or she 

must report such concerns via established reporting mechanisms; 

(Note that this is an obligation on all UN, NGO and IGO personnel and partners.  This means the reporting obligation applies even if the alleged perpetrator is from another agency or from one of the UN’s partner organizations or is a member of uniformed personnel. 

(Note that the obligation is to report “concerns or suspicions”.  It is not necessary to be sure or to have proof before reporting a concern.  Neither managers nor other personnel members should take it upon themselves to investigate allegations.  However, all concerns or suspicions must be reported in good faith.  Making a complaint that one knows to be false is itself subject to disciplinary procedures.  

(Note that it is not necessary for managers and/or personnel members to distinguish whether a particular act constitutes sexual exploitation or sexual abuse.  Many acts may constitute both.  Similarly, some acts may breach more than one of the standards set forth in the SGB, such as a sexually exploitative relationship in exchange for money with someone under the age of 18. 

(Reports should be made as quickly as possible.  Ideally, persons reporting should provide all supporting evidence or information that is available to them, such as date, location, name of witnesses, etc. The longer it takes to file a report, and the less information available about the incident, the more difficult it will be to prove the alleged incident at the investigation stage. However, it is essential that reports are made based only on the information/evidence that is already available to the person reporting.  One should not seek further information before reporting, as this could tip off the perpetrator and, in so doing, potentially leave evidence and witnesses vulnerable to manipulation and intimidation.  ONLY EXPERIENCED PROFESSIONAL INVESTIGATORS HAVE THE SKILLS NECESSARY TO INVESTIGATE.
(Furthermore, the report should be made via established reporting mechanisms.  Confidentiality will always be one of the key aspects to such reporting mechanisms, to protect both the alleged victim and the alleged perpetrator, who also has a right to due process.  Another key aspect to receiving a complaint is to limit the number of times that the alleged victim is required to recount his/her story.   Principles for reporting will be discussed further in Session 5 of this Learning Event.

(f) United Nations staff are obliged to create and maintain an environment 

that prevents sexual exploitation and sexual abuse. Managers at all levels have a 

particular responsibility to support and develop systems that maintain this 

environment. 

(This creates an obligation on all UN, NGO and IGO personnel and partners to be proactive.  Other sections in the SGB detail some of the ways in which managers must fulfil this obligation, including providing staff with copies of the SGB and informing them of its contents (s4.1), taking appropriate action when there is reason to believe that sexual exploitation and abuse has occurred (s4.2), appointing focal points and advising the local population how to contact them (s.4.3), handling reports of sexual exploitation and abuse confidentially (s4.3), and keeping the Department of Management (or responsible body within the organization) informed on actions that have been taken (s4.6).   Again, this list is not exhaustive.  The efforts required will depend on circumstances and on the development of further policy and practice for combating sexual exploitation and abuse. 

(The involvement of managers is extremely important to the success of addressing the problem and more work is being done on how to hold managers specifically accountable for implementing the SGB.  There are already examples in peacekeeping contexts of commanders being sent home for having failed to prevent their troops from engaging in sexual exploitation and abuse when they could have taken steps to address the problem.  The publicly accessible OIOS website www.un.org/depts/oios/pages/annual_reports.html can be a useful source of information about investigations into SEA allegations.  The OIOS Investigations Division brochure, available at www.un.org/depts/oios/pages/id_brochure.pdf, also contains information about OIOS hotlines and may be a useful resource for those with additional questions.
7. Using PP Slide 12, identify to whom the SGB applies. 
· UN staff: The SGB applies to all UN staff—whether recruited internationally or locally--including staff from agencies, funds and programmes.  

· Other personnel: Initially, the SGB did not formally apply to uniformed personnel although it refers to another Bulletin prohibiting UN forces from committing acts of sexual exploitation and abuse.  In April 2005, the UN Special Committee on Peacekeeping Operations agreed with the proposal in the report of the SG’s Special Adviser on Sexual Exploitation and Abuse (the “Zeid Report”) that the terms of the SGB should be binding on all UN personnel, that there should be one standard for one UN. On 22 June 2005, the GA endorsed this recommendation (see General Assembly Resolution 59/300). In addition the Memorandum of Understanding (MoU) between the UN and the troop/police contributing countries to peacekeeping operations has been revised (adopted by the GA in July 2007) to include the relevant Government responsibilities in preventing, investigating and accountability related to sexual exploitation and abuse by military and civilian peacekeepers, thus making the SGB applicable to uniformed personnel. (See: A/61/19 (Part III) Report of the Special Committee on Peacekeeping Operations and its Working Group on the 2007 resumed session, 12 June 2007.) 
· Partners and Contractors: When the UN enters into a contract with a non-UN person or entity, that person/entity must also agree to apply the SGB standards as part of the terms of the contract (s6.1).  The SGB should therefore apply to all partners, including NGOs, consultants, contractors, day labourers, interns, JPOs, UNVs, etc.  The scope of the SGB is therefore very broad and sets out a common standard for everyone working in some way with the UN.  

(Note that many NGOs develop codes of conduct that contain the same or similar standards.
(Furthermore, many humanitarian organizations are required to adhere to virtually the same standards as those contained in the SGB. They are enshrined in the IASC’s Six Core Principles as previously noted.  As also briefly noted previously, dozens of humanitarian NGOs and inter-governmental organizations (IGOs) committed themselves to these principles when they endorsed what is known as the Statement of Commitment on Eliminating Sexual Exploitation and Abuse by UN and Non-UN Personnel, which participants may wish to briefly review (BD 2.4).
(Note that participants may at some point come across the term “UN staff and related personnel.”  It covers staff, uniformed personnel, partners and contractors – all of the categories just discussed.  
(Note that the SGB applies to UN staff and related personnel at all times.  It is a condition of employment and applies throughout the entire period that someone is under contract with the UN.  This means the standards apply during and outside “office hours” and during leave or mission breaks.  They apply globally and not just at a particular duty station.

8. Now highlight some of the “grey” areas in the SGB, using PP Slide 13:

· Strongly discouraged and limited managerial discretion:  Section 4.5 gives senior managers some discretion, in very limited circumstances, when applying the standard in s3.2(d) that strongly discourages relationships with beneficiaries of assistance.  Remember that relationships with beneficiaries are not prohibited per se but are strongly discouraged because of the inherently unequal power dynamic and the risk for exploitation and abuse that this creates.  When the standards were being drafted, there was much debate over whether all relationships with beneficiaries should be prohibited.  However, we are all aware of colleagues who have formed non-exploitative and non-abusive relationships with beneficiaries in some contexts and many marriages have resulted from these relationships.  A blanket prohibition was seen as casting judgment on these relationships when the aim is not to prevent relationships but to prevent sexual exploitation and abuse.  S4.5 is a further acknowledgement that there may be circumstances when it is not necessary for managers to take action when a staff member engages in a sexual relationship with a beneficiary of assistance.  However, the section stresses that in all such cases, the beneficiary must be over 18.  And clearly, the relationship cannot be sexually exploitative or sexually abusive as this remains absolutely prohibited.

· Not exhaustive:  Section 3.3 notes that these standards “are not intended to be an exhaustive list”; that “other types of sexually exploitative or sexually abusive behaviour may be grounds for administrative action or disciplinary measures”.  This means that we should always turn to the definitions to clarify what behaviour constitutes misconduct.

· Differentiating between sexual harassment and SEA:  Some acts that constitute sexual exploitation and abuse might also constitute sexual harassment. Within the UN context, the term “harassment” is used when the alleged incident occurs between UN personnel. In the UN Secretariat, ST/SGB/2008/5 (Prohibition of discrimination, harassment, including sexual harassment, and abuse of authority) 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.  Similar definitions exist in the UN Funds and Programmes.
Unlike sexual harassment’s connection to the workplace, sexual exploitation and abuse are not by definition linked to any particular context.  Most often, SEA will occur between a member of UN/NGO/IGO personnel and an outsider (someone not working for the UN or an NGO/IGO).  To determine whether something constitutes sexual exploitation or sexual abuse, one must explore whether it fits the definition, regardless of whether it takes place between colleagues or between personnel and local community members.  

For sexual harassment, there are some slightly different procedures for following up on such cases. How to respond to allegations of sexual exploitation and abuse, just like allegations of sexual harassment, is determined in the organization’s own policies and follow the investigative and disciplinary grievance mechanisms of the entity.  Therefore, as managers, focal points or staff members, it is not necessary to worry about trying to determine into which category a particular act falls.  Sexual exploitation, sexual abuse and sexual harassment are all wrong and should all be reported.  If you mistakenly report an act of sexual harassment as an act of sexual exploitation and abuse, it is not a problem: the responsible section will sort this out and ensure the appropriate follow-up.  There is only a problem if you don’t report.

( The facilitator may wish to highlight the SGB’s provisions regarding marriage.  Section 4.4 creates an extremely limited exception to the prohibition on sex with children and applies when a staff member is legally married to someone under the age of 18 but over the age of consent in their country of citizenship. This section is very strictly interpreted. It does not allow sexual relationships with persons under the age of 18 with a view to marriage or when a marriage has been promised.
( Please remember to consult the FAQs (BD 2.2) for further guidance on how to address any questions that participants might have about the SGB.  If you are not sure of an answer, state that and offer to come back with one after consulting with headquarters.

Step C:  IASC Scenarios (15 minutes)
Aim:  To improve participants’ ability to apply the SGB in practical contexts.
1. Distribute the IASC Case Scenarios (blank) (HO 2.1). Give individuals a few minutes to review the scenarios to consider and determine whether they think the scenarios described constitute misconduct and if so why.

2. When participants are finished, ask for feedback on two or three scenarios and then distribute HO 2.2 – IASC Scenarios (Completed), which provides a summary of the ways in which each scenario illustrates misconduct.  Conclude by summarizing that each case constituted an act of sexual exploitation and abuse as defined in s1 of the SGB and therefore breached s3.2(a).  Each person also failed in their obligation under s3.2(f) to create and maintain an environment that prevents sexual exploitation and abuse. You may also wish to note that although this training is only focused on sexual exploitation and abuse, the scenarios provide additional examples of misconduct that can lead to disciplinary procedures, such as misuse of UN property and having unauthorized passengers in UN vehicles.
SESSION 3: Analysis of SEA Risks/Consequences in the Local Context 
	Objective:

Time
	To help senior managers identify what the particular risks are of SEA in the contexts in which they work.

30 minutes 


	Materials
	Laptop computer and screen for PowerPoint

Flipchart and marker pens



	Tips for Facilitators
	Note that because this is a very short session, not much time should be spent doing work in pairs; participants will benefit more from having time to discuss and share insights in plenary.




Procedure____________________________________

Step A: Analysis of Risks and Consequences (30 minutes)

Aim:  To help participants consider what some of the risks and consequences are of SEA in their context.

1. Turn to PP Slide 14 to move participants into this new session.  Before developing strategies to address SEA it is useful to consider the context in which we are working to analyze the potential for SEA to occur between staff and beneficiaries.  It is useful to first consider the number of projects that exist in the areas of operation, the number of local and international staff and the funds committed by donors and UN agencies and NGOs. Added to these is the consideration that a major factor contributing to SEA is the inherent power differential between those with resources/decision-making ability and those who receive assistance or who desire to receive assistance. 

2. Ask participants to pair up with someone they do not know very well and/or work with.  Ask half of all the pairs to brainstorm the potential risks for SEA that exist in their field context, and ask the other half of all the pairs to brainstorm the consequences of SEA on individual victims, communities and staff.  Give all pairs ten minutes for discussion.  
3. Feedback in plenary, with the facilitator writing the risks and consequences in columns up on the flipchart. Briefly discuss how efforts to address SEA must include prevention measures that are aimed at reducing potential risks, as well as response measures that focus on addressing the needs of those who have been exploited or abused.  Key components of prevention and response will be discussed in the next session.
SESSION 4:  Responsibilities of Senior Managers and Focal Points within the Four Pillars 

	Objective:

Time
	1. To encourage senior managers to recognize the responsibilities they have in preventing and responding to sexual exploitation and abuse;
2. To ensure participants fully understand their duties as laid out in the ECHA/ECPS Task Force Responsibilities for Heads of Office / Resident Representatives and for RC/HCs;

3. To ensure participants are able to differentiate between responsibilities of Heads of Office and Focal Points.

1 hour



	Materials
	Laptop computer and screen for PowerPoint 

Flipchart 

Markers

Candy to reward winners of speed game (optional)



	Binder Documents
	BD 4.1:  ECHA/ECPS Task Force Head of Office / Resident Representative Responsibilities

BD 4.2:  ECHA/ECPS Task Force RC/HC Responsibilities

BD 4.3:  Draft Minimum Operating Standards: MOS-PSEA 
BD 4.4:  ECHA/ECPS Task Force Terms of Reference for Focal Points

BD 4.5:  ECHA/ECPS Task Force Terms of Reference for In-Country Network

BD 4.6:  “Best Practices” Case Studies

BD 4.7:  Kenya Checklist



	Tips for Facilitator
	1. Note that the Framework for Action presented here has not yet been formally articulated in any guidance notes, but is considered to be the “model” for addressing SEA.  Further information about the four pillars is available in the report on a May 2008 global meeting of PSEA experts at www.un.org/pseataskforce in the Meeting Records section of the tools repository.

2. Note that BD 4.6 is a compilation of several “best practice” interviews with senior managers (Liberia, Kenya, Somalia, and Libya) with regard to PSEA.  Other “best practice” interviews with senior managers on PSEA and related issues can be downloaded at the PSEA tools repository website:  www.un.org/pseataskforce.  It is important that facilitators attempt to find “best practice” interviews and other resources from the tools repository website that are most relevant to the setting where the learning event is being conducted.

3. If time is running short for this session, the speed game differentiating responsibilities of focal points and senior managers may be left out (first part of Step B, below).



Procedure_____________________________________

Step A:  Understanding the Four Pillars Involved in Combating SEA (15 minutes)  
Aim: To introduce participants to a comprehensive framework for addressing SEA.

1. Turn to PP Slide 15 to introduce this session.  Inform participants that it is important to have a conceptual framework for addressing SEA, so that they know where their responsibilities and the responsibilities of others fit within a larger effort to prevent and respond to SEA.  Remind participants of the Statement of Commitment on Eliminating SEA by UN and Non-UN Personnel (BD 2.4), which has been endorsed since December 2006 by dozens of UN and non-UN entities. 

2. Moving to PP Slide 16, note that during a global technical meeting held in May 2008 by the ECHA/ECPS UN and NGO Task Force, participants formulated a “four pillars” model, which includes:

· Engagement with and support of local populations

· Prevention

· Response systems

· Management and coordination
3. Now turn to PP Slide 17 to highlight the intersection of the pillars.  Note that “engagement with and support of local populations” is an overarching responsibility, and that “management and coordination” forms the basis of any comprehensive approach to addressing SEA.  Very briefly, if time permits, go through some of the specific responsibilities of each of the pillars, as per the information below:
Engagement with and support of local populations might involve:  

· Educating the community about their rights;

· Establishing common complaints mechanisms in each community where the UN, NGOs and IGOs work;

· Engaging the community in monitoring SEA risk;

· Engaging the community in strategies for prevention and response;
· Encouraging community reporting on SEA.
( Explain that this pillar concerns the aspects of PSEA that interface with local communities.  Be sure to focus on the importance of participatory processes, which engage community members from the top down (i.e. community leaders) as well as from the bottom up (i.e. some of the most vulnerable community members).  Note that any efforts to address SEA will fail if the community is not mobilized to identify and report risks as well as incidents.  Also note that community engagement should be a crosscutting function of all SEA work.

Prevention might involve:  

· Ensuring country-wide training for staff and related personnel is underway (whether collectively or by agency);

· Creating mechanisms for addressing the risk of SEA in our programmes;

· Developing codes of conduct with standards at least equal to those in the SGB (by agency–for the UN, the SGB already serves the purpose of a code of conduct).

( Referring back to the previous session on risks and consequences of SEA, note that prevention in general focuses on identifying and addressing causes and contributing factors to SEA.  Note that prevention activities must occur internally—in the organizations—as well as externally—in the communities in which we work, through the design and implementation of programmes that reduce risk.  Often efforts to address SEA in communities are taken on by a few select organizations that work specifically on SEA and/or GBV, but they should in fact be an aspect of work of all organizations.  Also note that some activities might serve as both prevention and response.  For example, establishing reporting mechanisms, listed in response below, can also be an important method for raising awareness about PSEA and thus deterring potential incidents.
Response might involve:

· Developing reporting procedures for staff and other personnel to report incidents;

· Developing investigation procedures and capacity;

· Ensuring disciplinary actions and sanctions;

· Establishing and implementing a victim assistance mechanism.

( Referring back to the previous session, note that response activities focus on the effects or impact of SEA on individuals, communities, staff, etc. Response also involves ensuring disciplinary actions and other sanctions against perpetrators.


Management and coordination might involve:
· Strengthening senior leadership on PSEA (i.e. by requesting action plans, status reports);

· Addressing internal management issues (i.e. PSEA responsibilities in focal points’ terms of reference (TORs); SGB standards in contractual arrangements; PSEA in performance management);

· Establishing and coordinating PSEA networks.

( Recall that one of the six principles of the SGB is that “managers at all levels have particular responsibilities to support and develop systems” which maintain an environment that prevents sexual exploitation and abuse and promotes the implementation of codes of conduct.
Step B: What are the Respective Responsibilities of Senior Managers and Focal Points? (35 minutes)
Aim:  To identify the main responsibilities of Senior Managers (Heads of Office and RC/HCs) and briefly review the ECHA/ECPS UN and NGO Task Force Terms of Reference for Focal Points and the TOR for the In-country Network. 

1. Start with a speed game for participants. Break participants up into four groups.  Two groups will act as focal points, and two groups will act as senior managers.  Using the four pillars (engagement with and support of the local population; prevention; response; and management and coordination), give all groups five minutes to write on flipchart paper:  each of the focal point groups should identify as many responsibilities of focal points that they can think of across all four pillars, and each of the senior manager groups should identify as many responsibilities of senior managers they can think of across all four pillars.  The groups may wish to move into “break-out” areas to prevent other groups from hearing their brainstorm!  Be sure to keep time as this is a speed game!

2. At the end of five minutes tell all groups to put their markers down.  Post the flip chart paper of each group and review in plenary what they have identified.  After reviewing each flip chart paper, ask the larger group for any additional recommendations. After all group brainstorms have been reviewed, count the total number of “correct” activities for each group, and reward the group with the largest number with candy.

(  Note: This should be a fun game, not a competition!  You may wish to reward both groups with candy or something else small after the exercise is completed.

3. Now explain that the ECHA/ECPS UN and NGO Task Force has developed a number of tools to assist in implementing the SGB. These include Responsibilities of Heads of Office (BD 4.1), Responsibilities of RCs/HCs (BD 4.2) and Terms of Reference for Focal Points (BD 4.4) and for In-country Networks (BD 4.5), all of which are in the participants’ binders.  

4. First review the responsibilities for the Heads of Office and the RC/HC.  Ask the participants to briefly read through the binder documents and, using PP Slides 18 and 19, highlight key responsibilities identified in the respective documents.  
( Note that each office can have one or more PSEA Focal Points.  The TOR for Focal Points covers the entirety of focal point responsibilities for each office.  These responsibilities can be assigned to one person or divided amongst multiple focal points. For instance, the Administration Officer and the Programme Officer might both be appointed as Focal Points. The former would be easily able to make sure all staff and partners are made aware of the SGB and receive awareness raising, to establish procedures for staff to report incidents of SEA and to liaise with headquarters to follow up on particular allegations. The latter would be easily able to link in with the network to ensure proper community-based complaints mechanisms, beneficiary awareness-raising activities and victim assistance mechanisms are in place. Alternatively, the Protection Officer and the Information Officer might be appointed Focal Points, with the former being able to encourage reporting of abuses and the latter able to help develop a communication campaign to raise staff awareness and outreach to the community.  In the end, however, only one of these focal points should be assigned the coordination and monitoring role of ensuring that their office is meeting the responsibilities in the FP TOR.  When it is not, this focal point would be responsible for informing designated senior managers so that they can address the challenges. 

( Explain that each UN agency is required to report annually to the UN Secretary-General on its implementation of the SGB, including statistics of SEA-related cases, for inclusion in his annual report to the General Assembly on Special Measures for Protection from Sexual Exploitation and Sexual Abuse. As such, heads of office are to annually submit information for their respective office to their headquarters for inclusion in the report.  (Past Special Measures reports are available in the online PSEA Tools Repository as well as in the UN’s official document library.)
5. Then, using PP Slide 20, briefly share information about the ongoing development of Minimum Operating Standards for Senior Managers to hold senior managers accountable for meeting a key set of indicators related to their organizations’ compliance with PSEA responsibilities under the four pillars. Note for participants that a summary of the draft standards is in their binders (MOS-PSEA, BD 4.3), which facilitators should review prior to delivering the session to be sure they understand the key elements of the proposed Standards. Note that these Standards have not yet been adopted and their formalization is being explored at the highest levels in the context of a broader accountability framework for PSEA.  

(  Note: The facilitator may wish to highlight that the newly revised (2009) Generic RC Job Description now contains a provision on PSEA, which states: “the RC is responsible for ensuring that a network of focal points for the implementation of the provision contained in the SG’s “Bulletin on special measures for protection from sexual exploitation and sexual abuse” is operational and supporting the development and implementation of a country-level action plan to address the issue.”  Facilitators may also wish to highlight that the Responsibilities of Heads of Office (BD 4.1), Responsibilities of RCs/HCs (BD 4.2) will eventually be revised to match the indicators in the finalized MOS-PSEA compliance tool.  

6. Next review the Focal Point TOR (BD 4.4) and the TOR for In-country Networks (BD 4.5), both developed by the ECHA/ECPS UN and NGO Task Force, and use PP Slide 21 to highlight the following responsibilities for focal points: 

· Facilitate awareness-raising to communities and staff

· Help build policies and procedures

· Support staff signing Code of Conduct

· Ensure development of mechanisms for staff reporting

· Receive complaints

· Refer complaints/complainants

· Assist Head of Office to fulfil responsibilities
· Support inclusion of SGB in contractual arrangements
· Coordinate organization’s adherence to monitoring/compliance mechanisms

· Track all PSEA-related activities
(Using PP Slide 22, emphasize that on all these issues, the focal points should work closely with senior management.  Stress that the involvement of senior management is key to the success of efforts to eliminate sexual exploitation and abuse. Senior management have the main responsibility under the SGB.   If time permits, the facilitator may refer participants to “Best Practices” Case Studies (BD 4.6) for a summary of several country examples (Liberia, Kenya, Libya and Somalia) of work on PSEA at the RC/HC/DSRSG level. (Note that these case studies are part of a “best practice” series of case studies produced by the ECHA/ECPS Task Force profiling the work of senior managers on PSEA. Facilitators may wish to review other case studies on the PSEA Tools Repository website to identify those which are most relevant to the setting where the learning event is being conducted.) 
Step C:  Organizational Assessment (10 minutes) 

Aim:  To give senior managers the opportunity to assess how PSEA activities have been mainstreamed into their organizations’ work.

1. Ask participants to turn to the Kenya Checklist (BD 4.7) in their binders.  Note that this checklist was developed by a PSEA expert working in the Kenya refugee camps as a tool to help organizations assess how effectively they are mainstreaming PSEA activities.  While the checklist does not exactly follow the structure of the “four pillars” (as it was created in 2005), and while it is specific to a refugee context, it nevertheless includes activities that are critical to all aspects of implementing the four pillars in any setting.  

2. Ask participants to take 5 minutes to complete the checklist according to what their organization has done to address SEA.   Be sure to remind them to tally their findings, as is indicated in the checklist.  Note that for the sectoral component of the checklist, participants may choose the sector that most closely relates to the work of their organization.  Some organizations may work in multiple sectors, so that the participants should complete the sector checklists for all areas of responsibility within their organization.

3. After completion, take a few minutes to discuss the outcomes.   Ask participants if they were surprised by their findings. Encourage them to reflect on these findings when considering key areas for taking action under the four pillars of community engagement, prevention, response, and management and coordination.
SESSION 5: Focus on Response:  Overview of Reporting Systems, Investigations, Disciplinary Proceedings and Victim Assistance

	Objective:

Time
	1. To inform participants about the administrative and technical side of reporting and to provide a basic understanding of the investigation and disciplinary process;

2. To provide participants with an understanding of the responsibilities on victim assistance;

3. To allow participants to apply knowledge of developing complaints mechanisms, investigations procedures and victim assistance mechanisms to case studies.

1 hour 


	Materials
	Laptop computer and screen for PowerPoint



	Binder Documents


	BD 5.1:  BSO Guidelines on Receiving and Investigating Allegations of SEA

BD 5.2:  UN Victim Assistance Strategy

BD 5.3:  Victim Assistance Guide

BD 5.4:  Service Provision Matrix



	Tips for Facilitators
	1. Note that this session is only a brief review of reporting, investigations and victim assistance systems, which participants can explore more thoroughly in the next session through discussion of a case scenario.
2. Note that different agencies may use the terms “complaints”, “reports”, and “allegations” to mean different things; there is no global standard of usage.  As a general rule of thumb for clarity and mutual understanding during this training, the alleged victim makes a “complaint” (s/he is the “complainant”); those who are not the alleged victim make “reports” (this includes those who are making the original report and those who are responsible for forwarding reports to the appropriate person/unit in the organization); and “allegations” can refer to both complaints and/or reports.  
3. Note that two types of systems for reporting allegations need to be in place: one for personnel to report (internal) and another for local communities (external).



Procedure__________________________________

Step A: Introduction to Reporting, Investigations and Victim Assistance Systems (60 minutes)

Aim:  To provide participants an overview of response systems and standards.

1. Move to PP Slide 23 to indicate a new session.  Note that this session will be a brief overview of materials (included in the binder documents) that participants may wish to review in greater detail at another time. 

2. Refer to PP Slide 24, and explain:

· SGB requires all allegations to be reported via “established reporting mechanisms”

· Not well established in most settings

· Each agency responsible for its own internal reporting system

· Managers and focal points should contact HQ to determine if internal systems are established

· Managers and focal points may wish to work with HQ to propose an appropriate system for internal reporting

· Agencies should work together and with local communities to establish external complaints/reporting mechanisms, so that communities know where and how to complain/report  

· Focal Points should work through the ICN to develop external reporting mechanisms
(Note that the ECHA/ECPS Task Force is currently drafting guidelines on how to develop external complain/reporting systems, which should be finalized in 2009 and posted to the tools repository at www.un.org/pseataskforce.  Also note that there are examples in the tools repository of reporting mechanisms developed by field agencies.  

3. Highlight that the purpose of this discussion is to review possibilities for reporting more than existing reporting mechanisms, as this is an area where more work remains to be done.  However, establishing reporting mechanisms is key to addressing SEA!  Formally established confidential reporting mechanisms within agencies and within beneficiary communities ensure that:
· A system is known to all;

· Various channels of complaining/reporting are available so that complaints/reports reach the responsible unit for investigation;

· Staff will know what to do if they observe or hear of inappropriate behaviour on the part of others.  This removes the anxiety that arises in trying to decide what is best;

· Reporting mechanisms provide an array of options so that people are able to report to someone with whom they feel comfortable;  
· Beneficiaries and other members of local communities will know what to do if they observe, hear or experience inappropriate behaviour on the part of the UN/NGO/IGO community;

· Beneficiaries, particularly women and children, are protected;

· Staff and partners are protected (a clear reporting and investigative process can help protect against false allegations);

· It can help to combat the culture of impunity for SEA that exists in much of the UN/NGO/IGO community;
· The Organization’s reputation can be upheld.  This will assist in the longevity of programmes and organizational funding;

· The Organization makes clear its commitment to protecting the rights of women and men, girls and boys, thereby minimizing sexual exploitation and abuse in the community.
(Reiterate that all UN personnel and partners are required to voice their concerns regarding allegations of sexual exploitation and abuse.  Therefore, all organizations must act responsibly when those concerns are received.  A clear and confidential internal reporting system with various complaint/reporting channels enables staff to voice concerns at the earliest opportunity and the organization to address issues before they worsen and avert potentially larger problems in the future.  Implementing such a system can also help deter potential abusers as it eliminates the culture of complacency and impunity. 
(Note that in addition to an internal / personnel reporting system, a community mechanism should exist which enables the local community to report in ways suitable to its context. Different settings have established various external reporting mechanisms, including locked drop-boxes, private meeting rooms to allow reporting in confidential settings, telephone hotlines, secure e-mail addresses, the appointment of regional focal points, outreach to civil society including women’s organizations, and the use of local UN-NGO focal point networks.
4. Inform participants that the BSO Guidelines on Receiving and Investigating Allegations of SEA go into greater detail on these issues and are in the participant’s binders (BD 5.1).   Note that these Guidelines were written for the NGO community by the International Council of Voluntary Agencies as part of the Humanitarian Accountability Partnership.  They are applicable to the UN and IGOs as well, and draw from the draft IASC Model Complaints and Investigation Procedures and Guidance Related to SEA  (available on the PSEA tools repository website).  The BSO Guidelines are available at the Humanitarian Accountability Partnership website:  http://hapinternational.org/projects/publications.aspx.
If time permits, you may also wish to highlight the following points regarding who may receive and process a complaint. 

· Mechanisms for internal reporting might direct personnel to report to, for instance, Focal Points, Heads of Office / Country Representatives or the chief of human resources at headquarters.  They might also give them the option of reporting directly to their investigation units, to Conduct and Discipline Teams (CDTs) wherever peacekeeping missions are present or to Focal Points in other agencies.  One does not need to follow their normal reporting lines, meaning that they do not need to inform their supervisor.

· The same principle applies to reporting mechanisms for local communities to report.  These external reporting mechanisms may provide the same options as in the internal reporting mechanism, however they should also identify persons who work regularly with local communities.  The ICN will need to engage members of local communities to identify such persons.
5. Now move to PP Slide 25 to review the general principles for reporting, highlighting the following: 

· Once an allegation is received, it needs to be forwarded for action.  

· The guiding principle when receiving allegations and forwarding them on for follow up is to preserve confidentiality to the extent possible.  It is never possible to promise absolute confidentiality to a person who is reporting because of the requirement to report the allegation through the established channels so that it may be dealt with appropriately.

· Confidentiality is best preserved by having as few people as possible involved in dealing with the allegation.  For this reason, the ideal is to channel the report to the investigation section as directly as possible. The facilitator may wish to interrupt here and ask participants what are the appropriate channels within their organizations, noting that each entity should check with headquarters as to which office/person is the appropriate recipient of complaints that have been received.

· In general, all reports of sexual exploitation and abuse, whether coming through internal reporting mechanisms or external reporting mechanisms, end up with the organization’s responsible unit (most probably the investigation section) at headquarters. Each organization has its own grievance mechanisms and follow-up procedures. If it is not possible or comfortable to channel the allegation directly to the responsible section, it can be directed to the Head of Office / Representative or where necessary to the Focal Point, either of whom should then forward it to the responsible section.  

· In all cases, the normal reporting hierarchy for an office should not apply because of the sensitive nature of the information.  Persons forwarding allegations do not have to first report to the person who supervises their regular duties.
(Remind participants that, under the SGB, managers have a particular responsibility to support and maintain environments that prevent sexual exploitation and abuse.  Creating and supporting systems that give people confidence that their reports will be taken seriously and addressed appropriately is an important element of this.

6. Move to PP Slide 26 to review the guiding principles for receiving complaints, using the points below to elaborate: 


1.  Assess safety and welfare:  Those who receive a complaint should determine if the complainant is in any kind of danger and what can be done to help. They should assist the complainant to think through their own security and who might be able to help them or what might work in the community/country context.  This is difficult as sometimes there is very little that the person receiving the complaint can offer to assist.  However, it is extremely important to explore all possible options. 

It is also important to ensure that any emergency health, psychosocial and legal needs are met by arranging for medical intervention, counselling or legal advice, etc., if necessary.  More information is provided below about the UN Victim Assistance Strategy (BD 5.2) and Victim Assistance Guide (BD 5.3). In general, where a victim assistance mechanism is in place in the field, there should be Victim Support Facilitators available to assist a complainant to access services. Focal Points and others receiving complaints must therefore know how to access these victim support facilitators quickly!
(Note:  If a witness or some person other than the alleged victim is reporting allegations, it is important to obtain as much information as possible on the immediate needs of the alleged victim and attempt to link them with a Victim Support Facilitator in order to receive assistance.  This can be difficult if the alleged victim is unaware that a report has been made.  If appropriate, the person receiving the report should work with the person making the report in order to provide the alleged victim with the information that he/she needs to access assistance.  Remember, that the individual cannot be forced to do something in response to his/her needs.  It must remain their decision whether or not they would like to take action.  


2.  Address confidentiality and anonymity:  Complainants, witnesses and subjects (alleged perpetrators) of a complaint all have a right to confidentiality.  Preserving confidentiality also ensures a better investigation. Those receiving a complaint should make it clear to the complainant that they need to report the complaint through established channels in order for there to be appropriate follow-up.  Here the guiding principle is “informed consent”.  The focal point or others receiving the complaint should be prepared to explain the reporting and possible follow-up process to the complainant, let them know who will have access to the information, and ask if they agree to move ahead with the complaint.  

Not all complainants may be willing to reveal their identity.  This does not necessarily have any bearing on the truth of the complaint but may be an indication of fear of reprisal.  Anonymous complaints should be treated just as seriously as complaints where the identity is known.  Sometimes a person may come forward to make a complaint but does not wish their identity to be passed on any further.  This wish must be respected.  Because of the reporting obligation, the substance of the allegation should still be reported through the proper channels, along with the identification of the alleged perpetrator, if known. 
(Note the wish for anonymity applies to the complainant and not to the subject of the complaint.  The SGB is about staff behaviour and preventing sexual exploitation and abuse.  If a staff person is named in the complaint, this information should always be reported.

3.  Respect the wishes, rights and dignity of the complainant:  Respect is an obvious good practice but not always easy to display.  We do have our own thoughts and judgments when interviewing someone, but we need to put these aside and listen to complainants with respect, being careful with our own words and body language.  


4.  Ensure non-discrimination:  All complainants have the right to be treated equally, regardless of their background.  It is important for the person receiving the complaint to put aside their personal biases when interviewing complainants.
7. Turn to the next PP Slide 27 to briefly review cross-agency reporting:

· Sometimes staff members will receive allegations regarding someone from another organization.  Again, the chief principle is confidentiality (both for the sake of the person who is reporting and the alleged perpetrator) and the ideal remains to have as few people as possible involved in following up.  

· The aim is for the allegation to reach the appropriate section of the relevant organization as quickly and as confidentially as possible.  In most cases, this is best achieved by directly informing your own headquarters of the received allegation and asking them to pass the information to the headquarters of the relevant organization. Alternatively, the person receiving the complaint or the head of office / country representative can pass the information to the field-based Focal Point or Head of Office of the relevant organization if appropriate.  

· Some In-Country Networks develop common protocols for how cross-agency reporting should be handled.
8. Turn to the next PP Slide 28 to consider the process if the alleged act constitutes a crime:

· In some instances, the alleged act of sexual exploitation and abuse might also constitute a crime.  In such cases, the person receiving the complaint should ask the complainant (i.e. the alleged victim) if they would like assistance in reporting the allegation to the appropriate local authorities.  

· Complainants should not be pressured into making a report to the local authorities but assisted if they so wish.  

· The role of the person receiving the complaint is not to represent the complainant before the local authorities (even if the person who is complaining consents or requests this), but to help the person who is making a complaint access the local authorities.  

· This is very different from an official referral by the UN to the local authorities.  Official referrals must go through the head of office or mission or even headquarters and procedures may be agency-specific.   However, the UN, NGOs and IGOs can support persons making complaints to access the authorities themselves, by letting them know their rights, letting them know where they can go and perhaps even accompanying them to the authorities if needed.
9. Now turn to PP Slide 29 and highlight the points below regarding investigations:

· In general, it is the decision of the appropriate section of the organization/entity (i.e. the investigation section) whether a formal investigation should be undertaken and how, depending on the nature of the case and internal policies.
· The investigation section may:

· Instruct the Head of Office or someone else in field office to make some enquiries;

· Send a team to investigate; or 

· Decide to take no further action.

· In the UN system, some agencies, such as UNHCR, have their own Inspector-General’s office to undertake investigations.  

· For the Secretariat, the General Assembly has reaffirmed the role of the Office of Internal Oversight Services (OIOS) to investigate all allegations of serious misconduct, including allegations of sexual exploitation and abuse (A/RES/59/287 of 21 April 2005).  UN agencies may also request the services of OIOS to undertake independent investigations of allegations made against their staff.  

· The Secretariat’s Office of Human Resources Management (OHRM) also plays a role in following any investigations of UN staff. 

· The office of the Ombudsmen can also act as a channel for allegations but will not become involved in the actual investigative process.  

· Because it deals with both civilian and military personnel, DPKO/DFS has different procedures for the different categories.  National contingents remain under the authority of the troop/police-contributing country. 

10. Now turn to PP Slide 30 for a brief review of disciplinary procedures:

· In general, disciplinary authority often rests with the human resources section or senior management, mostly in consultation with the legal office.  

· For the UN Secretariat, disciplinary action is at the discretion of the Secretary-General.  This discretion applies in each individual case, which means it is not formally possible for the UN to make a blanket pronouncement that all cases of sexual exploitation and abuse will result in summary dismissal.  In practice, OHRM makes recommendations to the Secretary-General regarding disciplinary action. Starting 1 July 2009 the UN will have a new professional justice system (GA resolution 62/228). 
· As the Secretary-General has no disciplinary authority over uniformed personnel serving with the UN, he can only request the immediate repatriation of peacekeepers who have been found to have committed acts of sexual exploitation and abuse.  There is provision for Member States to inform the UN of the disciplinary action that is taken against such personnel.

11. Using PP Slide 31, introduce the UN Victim Assistance Strategy, referring participants to the copy in their binders (BD 5.2).  Supplement with additional background information on the strategy:
· The General Assembly adopted the United Nations Comprehensive Strategy on Assistance and Support to Victims of Sexual Exploitation and Abuse by United Nations Staff and Related Personnel in December 2007.
· The strategy gives the UN an initial two-year mandate to help victims to access services they need as a result of sexual exploitation and abuse.
· A Guide has been developed by the ECHA/ECPS UN and NGO Task Force to explain how to implement the strategy.  (BD 5.3 – Victim Assistance Guide)
(Note that the main purpose of the Strategy (and the associated Victim Assistance Guide) is to outline a comprehensive and consistent response to victims of sexual exploitation and abuse by all UN personnel, including staff, peacekeepers, civilian police, consultants, etc. The ECHA/ECPS UN and NGO Task Force envisages inclusion of NGOs and IGOs in this common approach and so victims of NGO and IGOs can also to be helped in implementation of the strategy. Also the Statement of Commitment requires signatories to provide emergency assistance.

(This is important for assisting victims and for restoring the credibility of the UN, NGOs and IGOs. The UN/NGO/IGO community has no legal responsibility to provide assistance to victims but all agree that it has a moral imperative to respond.  The strategy represents a formal commitment to assist and support victims of sexual exploitation and abuse by UN/NGO/IGO personnel. Responding adequately to the needs of victims is also a means of prevention.

( Note that the strategy acknowledges that the perpetrators of acts of sexual exploitation and abuse hold responsibility for those acts and makes clear that the provision of assistance by the UN and NGOs should not in any way diminish or replace that individual responsibility.
( Under the strategy direct compensation in the form of money to complainants, victims or children born as a result of sexual exploitation or abuse is not provided.  Victim assistance does not include compensation-based programmes. 

12. Explain that the strategy aims high and sets the parameters for what the UN and NGOs should achieve in assisting victims.  Refer to PP Slide 32 to clarify to whom the strategy and associated guide applies:

· “Complainants” are persons who allege or are alleged to have been sexually exploited or abused by UN/NGO/IGO staff or related personnel before such allegations have been substantiated or dismissed through a UN/NGO/IGO administrative process or a governmental judicial process.  To receive assistance as a “complainant,” the allegation should be officially registered in accordance with established procedures of the relevant entity.  This should be done either prior to entering the SEA Victim Assistance Mechanism (SEA/VAM) or within a reasonable time period once entered.  However, the complainant does not need to identify the perpetrator if s/he is unable to do so, nor does s/he need to agree to cooperate with investigative processes in order to receive assistance.  Making the complaint is sufficient.  Of necessity, certain types of assistance, such as urgent medical care, will need to be provided before a complaint can be fully processed.  Those who prefer not to have their allegations officially registered should receive emergency assistance in the same manner that other survivors of violence, particularly gender-based violence (GBV), receive.
· “Victims” are persons whose claims that they have been sexually exploited or abused by UN/NGO/IGO staff or related personnel have been substantiated through a UN/NGO/IGO administrative process or a governmental judicial process.  These include all such persons, whether male or female, whether above or below the age of 18.

· “Children born as a result of sexual exploitation and abuse” are children who are found by a court of law in any country with jurisdiction – be this the host country, the country of origin of the staff or related personnel or otherwise – to have been born as a result of sexual exploitation or abuse by staff or related personnel. 
(Note that there is no precondition for receipt of basic assistance other than making a complaint.  When providing assistance to the victim, neither the focal point nor the service providers should seek to verify a claim. 
(Note that the provision of assistance to complainants (i.e. alleged victims) might cause some people to falsely claim that they have been sexually exploited or abused by UN, NGO and IGO staff or related personnel.  The risk exists but it is likely very small.  It is a brave act and an extremely difficult decision to come forward and make an allegation of sexual exploitation or abuse.  It is not something that people do lightly, as such allegations sometimes lead to societal stigmatization.  Furthermore, the assistance offered is extremely basic and would only be provided to someone actually in need.  People are not likely to seek, for instance, medical attention for the consequences of sexual abuse or rape counselling if they have not actually been hurt or raped.  It is possible that someone who has been sexually exploited or abused by non-UN/NGO/IGO personnel might come forward and falsely a claim that the perpetrator was of the UN, an NGO or IGO.  Assisting such a person in the context of this guide is a “risk” the UN/NGO/IGO community should be prepared to take, as the only way to avoid this risk would be to do nothing.
13. Refer to PP Slide 33 to clarify what kind of assistance is provided, noting that the kind of assistance provided under the strategy depends on the category to which a person belongs, their needs and the circumstances of the case.

· For complainants, basic assistance and support should be provided.  Basic assistance is that which cannot await the substantiation of claims.  For example, in many cases complainants will need to be helped to access medical treatment to meet urgent needs resulting from the sexual exploitation or abuse. This includes, where locally available, HIV/AIDS PEP kits, for example.  Medical care may also be needed to address injuries sustained from the abuse suffered.  

· In addition, complainants should be helped to access psychological counselling where needed to address, for instance, trauma suffered as a result of sexual exploitation or abuse.  Complainants should be helped to find shelter, clothing or food where the sexual exploitation or sexual abuse impedes them from using their own.  They should be provided with protection if their security is at risk.  Complainants should also be assisted to understand how to pursue claims, both administrative and legal, against the  

                     alleged perpetrators and be referred if desired for assistance to pursue these claims.
· Once a person’s claim has been substantiated – i.e. a victim – s/he can receive not only the basic assistance but also additional help known as expanded assistance and support.  For example, a girl who was forced to drop out of school upon becoming pregnant as a result of sexual exploitation or abuse could be given access to further education or a programme that teaches income-generating skills so that she can support herself and her child.

· Children born as a result of sexual exploitation and abuse should be entitled under a Victim Assistance Mechanism to receive medical, legal and psychosocial care to meet their needs directly arising from the sexual exploitation or abuse.  The UN, NGOs and IGOs should also facilitate pursuit of paternity and child support claims, which might involve obtaining blood or DNA samples to share with the appropriate authorities.  This should be undertaken in conjunction with the relevant national governments.
14. Refer to PP Slide 34 to clarify how the VAM should be implemented. Note that the strategy and the associated guide set out three important guidelines for implementation:
· Implementation through a country-wide, survivor-centred approach – there is one victim assistance mechanism in each country serving all survivors of SEA by staff and related personnel:
· The strategy and guide set out what the UN, NGOs and IGOs will do to assist victims of sexual exploitation and abuse by UN/NGO/IGO staff or related personnel.  This ensures that the victim assistance mechanism is truly comprehensive, by requiring a coordinated response on behalf of the entire system to all victims of sexual exploitation and abuse by UN, NGO staff or related personnel. This system-wide programming is rooted in a victim-centred approach, as victims are usually less concerned with the distinctions between different parts of the UN or different NGOs and IGOs than they are with accessing services through clear and simple procedures in a fair manner.
· While an SOP for victim assistance mechanisms may be developed at country level, implementation will need to be undertaken locally – for instance, UN/NGO/IGO actors in each locale will know best which services are available to survivors and can develop the appropriate referral lists for victims in their geographical area. 
· Integration into existing programmes for survivors of gender-based violence:

· The strategy and guide note that sexual exploitation and abuse by UN or NGO/IGO personnel occurs in a broader context of gender-based violence. There is a need to assist victims of sexual exploitation and abuse by UN/NGO/IGO personnel as well as to avoid discriminating between them and other victims of gender-based violence.  This is best achieved by providing assistance though existing service providers that already have programmes for victims of sexual violence.  Such an approach helps preserve the confidentiality of the victim and helps strengthen the services for others.
· Local infrastructure for such assistance varies greatly around the world.  In some countries, state-of-the-art hospital emergency rooms, rape counsellors, legal aid and emergency shelters are well established.  In other locations, appropriate medical care is too distant to access; psychosocial support for victims of sexual exploitation or abuse does not exist; free legal assistance is not offered; and shelter is already in too short supply to provide more to victims of sexual exploitation and abuse. As such, victim assistance mechanisms provide assistance and support to victims by using local capacities insofar as they exist.  The VAM can also, but is not required to bridge existing service gaps by supporting the establishment of new services.  This can be done through financial contribution and/or advocacy for such services.
· Implementation through victim support facilitators:
· The strategy outlines a system of victim support facilitators. The victim support facilitators essentially act as caseworkers, whose responsibilities include referring the victim to those organizations that can provide assistance, accompanying the victim if necessary, and acting as a liaison with the UN/NGOs/IGOs for any administrative processes.  Additionally, the victim support facilitator explains the services and processes to the victim to ensure proper understanding and advocacy.  Arrangements would be made with a network of service providers in advance so that victims can be referred to them confidentially and in safety.  There should be multiple victim support facilitators in a given geographic area to ensure easy access.  The guide contains terms of reference for victim support facilitators.
15. Finally, refer to PP Slide 35 to clarify who is responsible for implementing victim assistance mechanisms:

· The strategy calls upon relevant organizations of the UN system to implement victim support and to do so in a coordinated manner.  It invites specialized agencies to participate. If implementation is to extend to victims of NGO and IGO personnel, then they too would likely share responsibility for implementation.

· The guide on the implementation of the strategy notes that the SEA/VAM should be operated under the auspices of the Resident Coordinator (RC), with support from the United Nations Country Team and, where applicable, from the United Nations Mission and Humanitarian Country Team. Furthermore, the guide recommends that the UN Resident Coordinator designate an existing staff member or agency to coordinate and oversee the establishment and operation of the Victim Assistance Mechanism. This should be someone who is engaged in other aspects of work on protection from sexual exploitation and abuse, such as a PSEA Coordination Officer working under the Resident Coordinator or a PSEA Focal Point, so as to facilitate the linkage between the VAM and other PSEA mechanisms.  Note that a Victim Assistance Mechanism will connect with other aspects of PSEA in a number of ways and therefore needs to be integrated into the other aspects of work on protection from sexual exploitation and abuse.  
· Establishing, implementing and monitoring the Victim Assistance Mechanism should fall within the work of an inter-agency PSEA network.
16. If time permits you may wish to move to PP Slide 36, provide participants with an overview of the multi-sectoral framework, which is considered a “best practice” model for addressing GBV and is therefore also relevant to responding to SEA. A basic premise of the multi-sectoral approach is that GBV cannot be satisfactorily addressed through the provision of services within a single sector.  The multi-sectoral model calls for holistic inter-organizational and inter-agency efforts, across the health, social services, legal and security sectors.   These efforts must promote participation of the constituent community, interdisciplinary and inter-organizational cooperation, and collaboration and coordination among sectors.  Refer participants to the Service Provision Matrix in their binders (BD 5.4) as a tool for analyzing what kinds of services exist in a community.

(Note that the multi-sectoral model explicitly highlights responsibilities unique to each sector. Ideally, the various sectors should be able to engage in the activities detailed below in order to fully address the needs of people affected by gender-based violence, including sexual exploitation and abuse.   

· The health sector should actively screen clients for gender-based violence; ensure access to same sex interviewers for individuals who have been exposed to gender-based violence; respond to the immediate health and psychological needs of the woman or girl who has been exposed; institute protocols for treatment, referral and documentation that guarantee confidentiality; provide gender-based violence -related services free of cost; and be prepared to provide forensic evidence and testimony in court when authorized by the individual. 

· The psychosocial sector should be able to provide ongoing psychological assistance, which requires the training and ongoing supervision of social workers and community services workers; confidentially gather and document client data; and facilitate referrals for other services. Education and income-generation projects are also considered under the umbrella of psychosocial programming within this multi-sectoral model. Education systems should ensure curricula on “safe touch,” healthy relationships and basic human rights; institute codes of conduct for all teachers as well as training on identifying risk signs among children; and provide school-based services for children who have been exposed to gender-based violence.  Income-generating projects should not only promote women’s economic self-sufficiency, but also monitor for domestic violence risks and integrate human rights education into project activities.  

· The legal/justice sector should be able to provide free or low-cost legal counselling, representation and other court support to women and girls who have been exposed to gender-based violence; review and revise laws that reinforce gender-based violence, and monitor court cases and judicial processes.  

· Within the security sector police, military and peacekeeping personnel should be educated about gender-based violence; held to zero-tolerance codes of conduct; and be trained on how to appropriately intervene in cases of gender-based violence.  Police should have private rooms for meetings with individuals who have been exposed to gender-based violence; ensure access to same sex interviewers; institute protocols for referrals to other sectors; collect standardized and disaggregated data on incidents; and create specialized units to address gender-based violence. 

(Note that some of the crosscutting functions of the health, psychosocial, legal/justice and security sectors include engagement and education of the community, data collection, and monitoring and evaluation.  Another critical component is inter- and intra-sectoral coordination, including the creation and monitoring of reporting and referral networks, information sharing, and participation in regular meetings with representatives from the various sectors..
(A key principle underlying the multi-sectoral approach is that the rights and needs of a woman or girl who has survived gender-based violence are pre-eminent, in terms of access to respectful and supportive services, guarantees of confidentiality and safety, and the ability to determine the course of action for addressing the gender-based violence incident.  Efforts should be made to reduce potential stigma to women and girls through broad-based community education as well as through the provision of confidential services.  The women and girls who have been exposed to gender-based violence should be informed of their options at every step of case management.  They should be able to exercise a right to choose the course of medical and psychosocial treatment, police intervention and legal assistance.  This orientation to the rights of the women and girls who experience gender-based violence cuts across all sectors and is the foundation of ethical service. 

SESSION 6: Applying Theory to Practice

	Objective:

Time
	To allow participants to apply knowledge of developing complaints mechanisms, investigations, victim assistance and prevention to case studies.

45 minutes  


	Materials
	Flipchart

Markers



	Participant Handouts

	HO 6.1:  Case Scenario



	Tips for Facilitators
	This session calls for a case scenario. HO 6.1 – Case Scenario is a sample case study to use as a model. However, this case study must be adjusted to suit the local context in order to illustrate some of the particular concerns regarding SEA that are faced by participants and their organizations.  The case study will be more interesting and thought provoking for participants if it is detailed and somewhat complex.  The facilitator(s) should ensure that the case study is adjusted and copies are made before the learning event!



Procedure__________________________________

Step A: Case Scenarios (30 minutes) 

1. Break participants up into four groups, with each group focusing on one of the four areas of complaints mechanisms, investigation procedures, victim assistance, and prevention.  Distribute the Case Scenario on SEA (HO 6.1), which should be adjusted to reflect the context in which participants work.  

2. Ask each group to take 30 minutes to consider the key actions to be taken for their particular area.  Advise them that they can use the materials in their binders as a reference, such as the BSO Guidelines on Receiving and Investigating Allegations of SEA and the Victim Assistance Guide, but that their brainstorm should be as specific to the scenario as possible.  It should also be as specific as possible with reference to the key stakeholders and responsible agencies and individuals in that particular scenario. 

Step B: Report Back (15 minutes) 

1. Ask for contributions/comments from each group, focusing on sharing of good practices rather than all of the ideas generated by each group.  This should be a brief report back that facilitates information exchange. Facilitators may wish to stimulate thinking during the report back about whether some of the strategies/solutions identified would be feasible in the setting in which participants work.

SESSION 7: The Way Forward

	Objective:

Time
	To give participants an opportunity for brief discussion of next steps.

45 minutes  


	Materials
	Flipchart and markers

	Participant Handouts

	HO 7.1:  Action Plan Format



	Tips for Facilitators
	1. Note that the action plan format should be used to stimulate brief discussion about the way forward.  The participants may wish to brainstorm together about how they will further develop an action plan at a later date.  This session is meant to provide an opportunity for participants to address any remaining questions and to consider their next steps in improving efforts to address SEA both internally (within their organizations) and externally (within the broader community).
2. If the RC/HC is present in the room, it may be useful for him/her to lead this discussion, or, alternatively, to start the discussion by considering with the rest of the group what the key issues are and providing a starting point for considering key actions.



Procedure__________________________________

Step A:  Action Plan (45 minutes)
1. Distribute HO 7.1 – Action Plan Format to participants and let them know that this format can be used as a basis for discussion with agency focal points to develop strategies for moving forward.  

2. Ask participants to take 15 minutes to jot down notes on the action plan that they consider are critical in terms of next steps for addressing SEA.

3. After 15 minutes, ask participants to share what they have personally brainstormed.  Write some of the key points up on flipchart paper.

4. Encourage participants to briefly discuss how they would like to follow up on issues identified during this brainstorm. While recognizing the need for long-term strategies, try to keep participants focused on short-term strategies (i.e. holding a brainstorming session in two weeks, presenting the outcomes of the meeting to the IASC Country Team and/or UN Country Team, working with focal points, etc.). 

5. Close with a review of immediate next steps.

SESSION 8: Closing

	Objective:

Time
	To evaluate and close the learning event.

15 minutes  


	Materials
	Flipchart and markers

	Participant Handouts

	HO 8.1:  Evaluation


Procedure__________________________________

 Step A:  Evaluation and Closing (15 minutes)

1. Distribute HO 8.1 – Evaluation.   Ask participants to take a few minutes to complete the evaluation, as this will assist the facilitator(s) to improve future learning events for senior managers!
2. After the evaluations have been completed, thank participants for their attention and effort during the learning event.  If a high-level official, such as the RC/HC is present, you may wish to ask him/her to say a few words in closing.
15

