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Child Safetv Policy

Information and Human Rights Research Center (IFIR.C) is committed to
conducting programs in a manner that is safe for the children it serves. IHRC
must create and maintain an environment that prevents the abuse of children
and promotes the child safety policy.

IHRC will meet its commitment to conduct programs
Children it serves and to help protect children through the

1, AwarenesS ,,

L Protection and Prevention
i, Reporting
l. Responding

that are safe for
following means:

the

of

r , Sexual activity with children under 18 is prohibited
l. Any exchange of money or services for sexual favors, or other forms of or

exploitative behavior with children is prohibited

-: Employees are required to acknowledge receipt and understanding of
IHRC standards and policies

- IHRC Representative Must Not stay alone overnight with children
benefiting from IHRC programs who are not part of their extended family

i IHRC Representative must behave in an appropriate and culturally
sensitive way. All forms of physical, sexual, or emotional abuse are

prohibited.
r, Where possible, a'two adult' rule should be followed.

The adult is always responsible for maintaining an appropriate relationship.
even if a child behaves inappropriately.

: IHRC Representative should not place themselves in compromisinu or
r,ulnerable positions and should take care not to discriminate against. shori

d i fferenti al tre atment towards parti cular chil dren.

language and images that are respectful and cultulallr appropriate.
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Specifi c AgencY ResPonsibilities
I . Investigat..o*pluints of abuse and exploitation of children in contact

). lnform ProsPective emPloYees

i, Notify iHnC Representative and prospective employees that IHRC may

perfbim crimina^l background checks where such checks are legally

permissible

Reporting, Investigation and Response

1. Anyone concerned about the saf-ety of a child must inform his/her

supervisor, the person in charge, or main IHRC contact' Concerns should

be rePorted the Same Working DaY'

L The senior IHRC staff on site muit tuk. all appropriate steps to protect the

child involved without delaY.

i, An employee who has been brought under investigation for child abuse

may be temporarily suspended and shall have no access to children during

the course of the investigation'

L If an employee is discharged for proven

disclose such information if requested by
abuse, IHRC reserves the right to
a prospective emPloyer.

Disciplinary Action

lnappropriate behavior towards children is grounds for discipline, up to and

rnc luding dismissal or termination

Reporting Procedure and Action by SNIT of IHRC

1. All incidents of child abuse or concern must immediately be reported to

the SC/pC/pM in the field and Executive Director in Center office of

IHRC as expediently as possible. If at all possible, concems should be

reported on the same working daY'

l. SC/PC/PM will, report to the Executive Director in Center office of IHRC

*iif, frirlfrer findings and recommendation after full investigation of the

complaints.
l. Executive Director in Center office of IHRC will again inr estigate

complaints of child abuses. Executive Director-*rl riish. to share

finding with the SMT and make a joint decision l-or the punishment to

all
the
the

Nv*
offending staff, in necessarY.



5.

6.

W/
1, The SC/PC/PM in the fleld and Executive Director 6rt take all

7.

appropriate and reasonable steps to protect the child involved and to keep
the parties involved apart during the investigation. h

It is essential to avoid delay if inaction may place the child at further risk.
In cases of possible abuse, every effort should be made to provide the child
with appropriate assistance.
The employee will be informed that charges have been made against him
or her and given an opportunity to respond
Before the announcement of any punishment to the offending staff,
Executive Director will consult the agency's legal advisor on the decision
that he or the SMT made.
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Policy: Employee has the right to bring perceived unfair practices to the attention
of management.

1. Employee are strongly encouraged to settle grievances at their immediate

supervisor level, if that is not possible or if the supervisor is the source of the

grievance, a written or verbal complaint may give to Executive Director or

concerned supervisors.

2. ED and or concemed Supervisors must investigate each grievance reports

thoroughly, impartially, and confidentially. If EDAvlanagement finds evidence

supporting the grievance, a solution is sought at the level of Core Management

Team (CMT).

3. If the grievanc,e cannot be resolved, a grievance committee may be formed of 5

members, one selected by the employee member making the grievance, one

selected by the party named as the source of the problem and three selected by
Executive Director.

4. The committee will hear all sides of the grievance including the employee

member making the complaint and the employee member accused of being the

source of the grievance. The committee may call upon other parties if
additional information is requested" The decision of the committee ends the
process if accepted by the complaint.

5. Any grievance should be informed to the Executive Director. The decision of
the committee may be appealed to the Executive Director and the decision of
the Executive Director is final.

6. If the Executive Director is the source of the problem, the grievance may be

forwarded to the Board after informing the Senior Management Team (SMT)
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