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“Safer recruitment” principles apply to all new hires independent of the type of contract or duration of engagement. "Safer recruitment” refers to a broad set of human resources-related procedures and does not stop after actual recruitment. Embedding these principles into existing procedures is part of a holistic approach to SEAH risk mitigation. The below recommendations are not intended to be exhaustive or prescriptive, or to replace any organizational human resource policies or procedures.

· Assess SEA risk related to the role (contact with children, vulnerable adults and Key Populations; direct service delivery, or direct responsibility for distributing resources – cash, jobs, economic empowerment opportunities, etc.) 
· Job Descriptions refer to PSEAH/Safeguarding responsibilities and to the Code of Conduct 
· Job advertisements reflect the organization's commitment to PSEAH/Safeguarding 
· Interviews for new hires include questions related to PSEAH/Safeguarding/working with vulnerable populations. 
· Request candidate self-declaration of absence of prior misconduct including sexual misconduct. 
· Background checks should include open-source screening and criminal record checks carried out in accordance with national laws pertaining to employment, privacy, and data protection.
· Reference checks (written and verbal) should include questions on past instances of sexual misconduct (and other types of misconduct) and should ask if there is any reason why the candidate should not work with vulnerable populations, including children. 
· New hires sign the Code of Conduct as part of their employment contract (“I have read, understood and will comply with…”). 
· Employment contracts include a clause on PSEAH/Safeguarding. They emphasize that disciplinary measures will be implemented upon substantiation of an SEAH allegation, and that substantiated SEAH allegations may be disclosed to future employers.
· Individual Performance objectives and appraisals include responsibilities on PSEAH, Codes of conduct and values. Managers bear additional PSEAH responsibilities.
· Provide new hires with information/induction about PSEAH/Safeguarding, the Code of Conduct, and reporting and complaint mechanisms. 
· Mandatory regular refresher trainings on PSEAH and related topics. 
· Take appropriate disciplinary measures in cases of confirmed misconduct following an investigation. 
· Maintain a confidential database of substantiated findings and disciplinary measures for staff to support reference checking from other organizations. 
· In order to avoid rehiring offenders, develop a misconduct disclosure policy that allows information sharing with other organizations regarding staff for whom sexual misconduct has been substantiated following robust investigations. E.g., consider joining the Misconduct Disclosure Scheme (MDS).
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