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1. Overarching statement of commitment

The PNG Institute of Medical Research (PNGIMR) respects the dignity and basic human rights of people
in Papua New Guinea. Every person who represents PNGIMR is expected to reflect those values. Sexual
exploitation, abuse, and harassment (SEAH) are violations of basic human rights and can have
profoundly harmful effects on victim-survivors and others in the workplace and community.

PNGIMR recognises that SEAH arises from disrespect and imbalance of power that reflect inequities
relating to gender, sexuality, disability, economic status, and culture.

PNGIMR does not tolerate sexual misconduct of any kind and is committed to a workplace that is free
from sexual exploitation, sexual abuse, and sexual harassment. We all have a responsibility to act in an
ethical and transparent way to build a respectful working culture that rejects inappropriate behaviour,
and where staff, partners, research participants, and the community feel supported and valued in the
workplace and in the conduct of PNGIMR activities. The policy is aligned with the Lukautim Pikinini Act,
Family Protection Act and other laws of Papua New Guinea.

2. Purpose

PNGIMR is committed to creating and maintaining an environment that safeguards staff and visitors,
participants, and partners in PNGIMR activities from sexual exploitation, abuse and harrassment.
PNGIMR'’s employees, and especially its leaders, have responsibilities to support and develop systems
that maintain this environment.

The Prevention of Sexual Exploitation, Abuse and Harassment (PSEAH) Policy sets out expectations and
requirements for PNGIMR staff and partners to manage the risks of sexual exploitation, abuse, and
harassment (SEAH). The policy describes how PNGIMR will take all reasonable steps to prevent sexual
misconduct, and to promote the safety and rights of all individuals and communities with whom we
work and support and assist survivors.

3. Related documents

The PNGIMR Prevention of Sexual Exploitation, Abuse and Harassment (PSEAH) Policy is supported by
other PNGIMR Policies and guidelines, including:

Child Protection Policy and Expected Behaviours
Code of Conduct

Accommodation Agreement

Harassment Policy

Institutional risk analysis matrix

Recruitment policies and behaviours

Transport Policy

4. Scope of the Policy

The policy applies to all PNGIMR staff, including those performing administrative, clinical and
research roles; adjunct appointees and visitors working with PNGIMR; contractors and
consultants; PNGIMR Council members; volunteers; and staff of other organisations participating
in PNGIMR activities. For convenience, these are referred to as ‘PNGIMR staff.’



PNGIMR will inform contractors, sub-contractors and research partners engaged in PNGIMR
activities of this policy and the expectation that they and PNGIMR staff will comply with the
relevant standards in the conduct of PNGIMR activities and in PNGIMR facilities.

Communities and organisations who engage with PNGIMR will be informed of the expected
behaviour of PNGIMR staff and how to report concerns or complaints concerning SEAH related to
the conduct of PNGIMR staff or PNGIMR activities.

5. Defiitions

Sexual misconduct - This means sexual exploitation, sexual abuse, or sexual harassment.

Sexual exploitation - 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.

Sexual abuse - Sexual abuse means the actual or threatened physical intrusion of a sexual nature,
whether by force or under unequal or coercive conditions.

Sexual harassment - Sexual harassment is any unwelcome sexual advance, request for sexual favor,
verbal or physical conduct or gesture of a sexual nature. It is also any other behaviour of a sexual
nature that might reasonably be expected, or be perceived, to cause offence or humiliation to another
person, when such conduct interferes with work, is made a condition of employment, or creates an
intimidating, hostile or offensive work environment.

Fraternisation — For the purposes of this policy, fraternisation is defined as any relationship that
involves, or appears to involve, partiality, preferential treatment or improper use of rank or position.

Examples of these behaviours are in Attachment 1.

6. Guiding Principles

Everyone in the scope of this policy must comply with all relevant PNG laws in relation to sexual
exploitation abuse and harassment and must work and behave in a manner that respects and fosters
the rights of the people they are interacting with in line with the following principles:

Zero tolerance of SEAH

Any act of sexual exploitation, abuse, or harassment is prohibited. Whilst PNGIMR employees have a
right to a private life outside of their working responsibilities, the way staff members conduct
themselves outside of work can severely impact the integrity and reputation of the organisation. For
these reasons, the behavioural requirements set out in this policy apply at all times.

Zero tolerance of inaction

Sexual exploitation, abuse and harassment are never acceptable. Zero tolerance is not the same as
zero incidents. PNGIMR defines zero tolerance as acting on every allegation in a fair and reasonable
way with due regard for procedural fairness.

Survivor needs are prioritised

Action to address sexual exploitation, abuse and harassment should be underpinned by a “do no harm”
approach, prioritising the rights, needs, and wishes of the survivor, while ensuring procedural fairness
to all parties. This approach treats the survivor with dignity and respect, involves them in decision



making and provides them with comprehensive information. PNGIMR will refer survivors to
appropriate counselling and health services and assist them in accessing the services if requested.

Gender inequality and other power imbalances are addressed

PNGIMR recognises that the majority of SEAH survivors are female, reflecting multi-dimensional
gender inequities. However, there are also other power imbalances at play, such as distinctions of
worker/beneficiary, ability/disability, ethnic and cultural identity, religion, gender identity and sexual
orientation, age, health, and poverty, which can also result in sexual exploitation, abuse, and
harassment. The intersection of gender with other forms of inequality can further increase the
likelihood of SEAH occurring. PNGIMR is committed to minimising discrimination in all forms in its
workplace and activities.

7. Management of the policy

The Human Resource Manager (HRM) is responsible for implementing this policy. One or more
officers of the Human Resource Department will be trained and supported to receive reports,
support, and assist survivors, undertake investigations, and recommend actions. These officers will
report to the HRM, who reports to the Director.

The HRM will ultimately be responsible for maintaining a record of safeguarding/PSHEA training
delivered to staff and monitoring the application of safeguarding in recruitment processes,
including conducting reference checks. The HRM will also ensure that all new personnel understand
the policy and the behaviour expected of them.

8. Risk assessment and management

Careful management can reduce the risks of SEAH to PNGIMR staff, partners, and members of the
communities in which we work. PNGIMR will identify and mitigate SEAH risks as part of its risk
assessment processes. All projects will include the risk of SEAH and implement strategies to minimise
them in their risk assessments.

High-risk situations are defined as those where PNGIMR staff are working alone or in small groups,
outside of normal office hours, or in community settings where they are potentially in close,
unsupervised contact with community members or in the position of a high degree of dependence,
such as controlling access to treatment. All projects judged to be at high risk must have a detailed
plan to identify and mitigate risk that is communicated to all staff and partners.

9. Recruitment

PNGIMR will not knowingly employ or engage anyone who poses a risk to the safety or well-being of
others, especially women and more vulnerable adults. The PNGIMR Human Resources Department is
responsible for managing recruitment and any known risk to the safety and well-being of other adults.
The methods for managing risks include:

Police clearances are required for all new employees
In cases where a police clearance cannot be obtained, PNGIMR will accept a statutory
declaration by the prospective employee that he or she has not been convicted of any
offence against another person

e Questions regarding past conduct related to sexual misconduct to be included in
interviews with all referees. Referees should include former employers when possible.



e Interviews with applicants to include a question regarding how they would manage or respond
to a SEAH incident or concern in their role.

10. Awareness and training

The Human Resource Manager is responsible for managing the awareness and training activities. These
will include:

e Displaying the PSEAH Policy on the PNGIMR website.

¢ Including the review of the PSEAH Policy and expected behaviours as part of the process of
signing the employment agreement.

e Displaying information about PSEAH in all PNGIMR facilities.

e All new staff when they sign their employment contracts and staff and visitors participating in
PNGIMR activities that will bring them in contact with the most vulnerable or work in high-risk
settings must sign the PSEAH expected behaviours, which include expected behaviours and
standards in contracts and agreements with third parties (Attachment 2).

e Conducting in-person and self-completion training for all PNGIMR staff with the expectation
that all staff will participate in training every two years and maintain a record of staff
completing the training.

e Communicating the expected behaviours for PNGIMR staff to community members and
partners, including information on how to disclose incidents of sexual misconduct.

11. Reporting and reaction protocols

PNGIMR encourages any person (PNGIMR staff member, contractor, partner, or member of the
public) who has reasonable grounds to suspect that a PNGIMR employee or any persons within the
scope of this Policy has engaged in sexual exploitation, sexual abuse, sexual harassment, or
inappropriate fraternisation to report their concerns immediately in accordance with this Policy. The
notifier should not undertake an investigation themselves and is not responsible for providing
evidence as part of the disclosure.

Any person who reports SHEA incidents or concerns shall not suffer any sanctions from PNGIMR, nor
account for their actions in this regard provided that their actions:

® arein good faith based on reasonable grounds, and

e conform to the designated procedures outlined below.

An individual victim/survivor is under no obligation to report any incident that has happened to them;
however, PNGIMR will ensure that individuals who self-report will have access to timely and
appropriate support.

11.1 Reporting processes

Anyone wishing to report under this policy can notify PNGIMR in person or by telephone, messaging
service, or email. Supervisors, managers, executives, and HR officers may receive reports, but they are
required to notify the HRM as soon as they are informed. Reports of harm, abuse, or exploitation of
children (anyone under the age of 18) should be made to a child protection officer under PNGIMR’s
Child Safeguarding Policy.

The reporting person may make a disclosure anonymously. People are encouraged to share their
identity when making a disclosure, as it will make it easier for PNGIMR to address the disclosure, but
they are not required to do so. If they do not share their identity, PNGIMR will assess the disclosure in
the same way as if they had revealed their identity. However, there may be some practical limitations
in conducting the investigation.



The reporting person may document the disclosure themselves or seek the assistance of the PNGIMR
employee receiving the report. The dated report should include a broad description of the suspected
violation and detailed information about what happened, who was involved, when and where the
incident occurred, details of other witnesses, how to contact the person making the disclosures and
others mentioned in the report if relevant, and anything else person making the disclosure wishes to
divulge.

11.2 Management of disclosures

PNGIMR will make all reasonable endeavours to keep the identity of the person making the disclosure
and the individual victim or survivor confidential unless that disclosure is authorised by the relevant
person or required by this policy or the law.

Following receipt of a report of sexual misconduct, PNGIMR’s HRM or designated officer will:

e Undertake a prompt, impartial, and appropriate investigation to advise what action, if any,
should be taken in the circumstances. Any such investigation shall observe the rules of natural
justice and the provisions of procedural fairness.

e Advise if any notifications are required under law or other donor agency policy where
applicable.

e Submit all documentation to the Director or delegated Deputy Director for review.

Before any adverse finding, the subject of the report shall be informed of the allegations against them
and provided with an opportunity to reply to the allegations. At an appropriate time, the person
making the report may be asked to comment on any additional evidence obtained/and or the need to
be a witness.

If, at the conclusion of the investigation, the Director decides the allegations disclosed are
substantiated, effective remedial action commensurate with the severity of the offence will be taken.

If the disclosure relates to a person employed by a PNGIMR partner organisation, subject to obligations
of confidentiality, PNGIMR’s Executive Director and/or member of the executive team will discuss the
allegations with the partner organisation’s Chief Executive Officer and decide together on the next
steps.

If the PNGIMR Director is implicated in a disclosure, the Council chair will oversee the investigation and
actions.

12. Breach of Policy

Any person found to be involved in sexual misconduct may be subject to disciplinary action (including
but not limited to termination of employment or engagement). PNGIMR may refer any person who has
engaged in sexual misconduct to law enforcement authorities for further investigation. Any person
making allegations frivolously, maliciously or for personal gain, may also be subject to disciplinary
action (including but not limited to termination of employment or engagement).

13. External communication

This policy will be available on PNGIMR internet and made available to partner organisations,
funding bodies and members of the public.



14. Monitoring and Review

The PNGIMR PSHEA Policy will be reviewed every three years to reflect changes in laws, changes in
PNGIMR structures and activities, and evolving standards. Reviewers will consider any SEAH
incidents and recommend changes to the PSEAH Policy or code of conduct based on responsive
action and learning.

Monitoring the application of this policy is the responsibility of the Human Resources Section.

A report on the implementation of the policy will be submitted to the PNGIMR Council annually.
The report will include information on recruitment processes, the number of staff members trained,
complaints and actions, and other issues. It will not identify victims/survivors or staff members.



Attachment 1 — Examples of sexual misconduct

Sexual abuse includes sexual offences including but not limited to attempted rape (which includes
attempts to force someone to perform oral sex); and sexual assault (which includes non-consensual
kissing and touching). Sexual activity with children (persons under the age of 18) is considered sexual
abuse and is prohibited regardless of the age of majority or age of consent locally. A mistaken belief
regarding the age of a child is not a defence.

Sexual assault is any unwanted or forced sexual act committed without consent or a threat to commit
a sexual assault. Sexual assault can occur either against a person’s will, by force or coercion, or when a
person is incapable of giving consent, such as when they are under duress or under the influence of
drugs or alcohol.

A sexual assault that involves force includes:

e Actual physical aggression, including but not limited to rape, forcible sodomy, forcible oral
copulation, sexual assault with an object, non-consensual sexual contact, forcible fondling
(unwanted kissing or touching)

Threats of physical aggression

Emotional coercion

Psychological blackmailing

Forcing someone to have sex with anyone

Forcing a person to engage in prostitution or pornography or videotaping or photographing

sexual acts and posting it without permission

Refusing to use safe sex practices

e Alleging or threatening to allege that anyone already has a history of prostitution on legal
papers

o Name-calling with sexual nickname

e Insisting on anything sexual, including jokes that may be uncomfortable, frightening, or hurtful

e Demanding sex in any context or telling someone that they or anyone else are obliged to have
sex as a condition for anything.

Sexual harassment can take various forms. It can be obvious or indirect, physical, or verbal, repeated
or one-off and perpetrated by any person of any gender towards any person of any gender. Sexual
harassment can be perpetrated against beneficiaries, community members, citizens, as well as staff
and personnel. Sexual harassment includes, but is not limited to:

e Unwanted physical contact, sexual suggestions, or demands
Making obscene or sexually suggestive remarks, insults or jokes that may cause offence
Sending explicit or sexually suggestive emails
Intrusive enquiries into a worker’s private life.
Viewing or making pornography in the workplace or in the conduct of PNGIMR activities or
while using PNGIMR’s information technology equipment or services.

The most common example of inappropriate fraternisation is relationships, romantic, sexual, or
otherwise, between people who occupy different levels of authority or power so that the potential for
coercion or exploitation is present. It could include but is not limited to, voluntary sexual behaviour,
sexual behaviour not amounting to intercourse, a close and emotional relationship involving public
displays of affection or private intimacy, and the public expression of intimate relations. Risk
assessments can identify contexts in which this and other behaviours are most likely to occur and how
they can be mitigated.



Attachment 2 - Expected behaviours

All staff, including visitors participating in PNGIMR activities that will bring them in contact with
more vulnerable adults, must review and sign that they will abide by these expected behaviours.

Individuals in supervisory or managerial roles and those with authority over others' terms and
conditions of employment are subject to more stringent requirements under this policy due to their
status as role models, their access to sensitive information, and their ability to affect the employment
of individuals in subordinate positions.

PNGIMR staff and management must:

Assure that all staff are supervised and kept from potential danger when delivering PNGIMR’s
work (e.g., appropriate transport, accommodation, means of communication, understanding of
how to report concerns, etc.), minimising opportunities and situations where women or more
vulnerable adults can be harmed.

Incorporate the principles of this policy in their role at PNGIMR and personal life.

Ensure there is always another adult present when working one-on-one or conducting home
visits during the delivery of PNGIMR activities.

Report any concerns or suspicions regarding sexual abuse or exploitation directly or indirectly
arising from PNGIMR activities through the channels described in this policy. It is everyone’s
responsibility to report concerns. PNGIMR staff should not look away if they see or hear
something that concerns them.

Disclose any convictions or investigations they have been subject to in relation to sexual
misconduct or harm to another person.

Follow other PNGIMR regulations such as a prohibition of drinking on duty and the
Accommodation Agreement.

PNGIMR staff must never:

Seek to make contact or spend time with any program participant, community member,
partner representative or other adult they met through their work with PNGIMR, except as
part of their designated role.

Use their position to withhold or give preferential treatment to any program participant in
order to obtain an advantage over the individual or obtain sexual favours.

Participate in any form of sexual activity, including paying for sex, with any person connected
to PNGIMR or the delivery of PNGIMR’s work.

Interact inappropriately with any adult, including hitting or assaulting any individual,
behaving in a sexually provocative manner, inappropriately touching, or seeking to contact
(both in person and online), speaking in a manner that is harassing, abusive or intended to
shame, humiliate, or emotionally abuse any individual.

Share a bedroom or sleep close to any program participant, community member,

partner representative, or other adult they encounter through their work with

PNGIMR.

Use PNGIMR-provided internet connections or devices to view or share pornography,
including engaging in obtaining, sharing, or transferring sexually harassing or

exploitative content of any form.



Attachment 3 - Signed Agreement

| have read, explained, and understood PNGIMR’s Prevention of Sexual Exploitation, Abuse and
Harassment Policy and Expected Behaviours. | understand that it is my responsibility as a person
engaged by PNGIMR to abide by PNGIMR’s values and expectations, use common sense, and avoid
actions or behaviours that could be detrimental or construed as sexual misconduct when implementing

PNGIMR's activities or using facilities provided by PNGIMR.

(PRINT NAME) (SIGNATURE) (DATE)



