
 

 

 

[1]Standard 2 

Human Resources 

[2]Humanitarian agencies have been taking positive steps to ensure child protection staff and 

associates (volunteers, beneficiaries, contractors, partners and others working under the auspices of 

your organisation) develop the skills and expertise needed to work on child protection in 

humanitarian action to ensure that all staff and associates are safeguarding children regardless of 

age, gender, disability and other status through appropriate policies and procedures.  [3]This 

standard does not aim to replace standards developed elsewhere, but rather provides a focus for 

human resources when mobilising child protection resources and implementing safeguarding 

requirements. 

 

[4]STANDARD 
 
Child protection services are delivered by staff and associates with proven competence in their 
areas of work and guided by human resources processes and policies that promote fair 
equitable working arrangements and measures to protect girls and boys from exploitation, 
violence and abuse by humanitarian workers. 
 

 

KEY ACTIONS 

PREPAREDNESS 

Note to Reviewers 

This draft is an updated version of the 2012 standards in the CPMS.  The text in blue represents the 

changes from the 2012 text. (To see what has been deleted kindly check the current version of the 

standards.) 

Please keep in the mind that the CPMS are standards. They are not guidance on how to do 

programming. The standards give the essential on what as a minimum needs to be achieved in a 

specific area of humanitarian child protection work.  Practitioners should refer to guidance 

documents listed in the reference section for further information on how to achieve the standards.  

Please note that this version will need to be significantly edited down in length to keep the standards 

at their current total size.  

When reading through this document, please consider: is this useful for practitioners?  Is the 

language clear and easy to understand? Does it reflect best practice and evidence? What points are 

non-essential and can be deleted? Are they developed in the form of standards or leaning more 

towards guidance? 

How to provide feedback on this draft:  Please use the accompanying feedback back form that can 

be found here.  

 

http://surveys.phap.org/s3/CPMS-draft2-comments


 

 

2.1 [5]Develop, implement and monitor a Child Safe-guarding policy that applies to all staff and 

associates.  Include references to the Secretary-General’s Bulletin on the Special Measures for 

Protection from Sexual Exploitation and Sexual Abuse, the Keeping Children Safe Standards 

and the IASC Six Core Principles Relating to Sexual Exploitation and Abuse.   

 
2.2 [6]Identify, select and train child safeguarding focal points and implement a child safeguarding 

monitoring and complaints mechanism within the organisation that is accessible to children, 

staff, associates and external members of the community. 

 
2.3 [7]Ensure that all staff and associates have received an orientation on Child and Adult 

Safeguarding and Code of Conduct, including rules governing behaviours related to the 

protection of children against sexual exploitation, harassment and abuse and the 

consequences of violating the code of the conduct.  [8]All staff and associates must sign to 

indicate their understanding.   

 
2.4 [9]Ensure disciplinary, grievance and non-harassment, non-discrimination policies adhere to 

local legislation and have been communicated to all staff and associates. 

 
2.5 [10]An emergency preparedness human resources plan is developed to ensure that 

recruitment of new staff and organisational scale up does not lead to weakening of the 

staffing structures of long-term development efforts during humanitarian crises.  [11]The plan 

will utilise, develop and support human resources and: 
- Include partnerships with national/community organisations, secondments, mentoring, 

exchange programmes in addition to direct recruitment.   

- Identify well-being and psycho-social support services for staff and associates. 

- Assess local capacity and human resources for social workers/trainee social workers, 

teachers, staff of other organisations, community volunteers, women and youth 

committees, organizations supporting people with disabilities, faith based communities 

and those supporting migrants, refugees and IDPs, etc. 

- Assess salary structures for qualified and trainee staff along with national laws and 

policies relating this to limit the pull factor of government and partner staff to join 

international NGO’s.  

- Ensure staff are aware of national laws and policies related to hiring non-nationals to 

facilitate the inclusion of refugees, migrants and IDPs.  

- Consider how human resources will transition or scale down once the humanitarian 

response starts to phase out, funding falls and work transitions to long-term 

programming and post crisis recovery phase. 

 

2.6 [12]Where applicable at global and regional level, set up a pool of standby personnel and 

mechanisms for rapid deployment, preferably including flexibility to deploy from as near the 

emergency as possible. [13]Identify the core competencies and countries of experience of staff 

on standby or on rosters to ensure staff compatibility and knowledge of the culture and norms 

of populations present in the context.   

 

RESPONSE 

 



 

 

2.7 [14]Collaborate with child protection staff to identify the expertise needed in line with the 

inter-agency competency framework and agree safe staffing levels which reflect the level of 

vulnerability and competency available.  

 
2.8 [15]Prioritise the recruitment of child protection roles critical to the humanitarian response. 

 

2.9 [16]Recruit new staff and associates as necessary, adhering to safe recruiting practices and 

using relevant technical expertise and local knowledge to ensure selection methods are 

inclusive of all members of the community. [17]Identify community mobilizers who have pre-

established networks with the local community and can assist with connecting with at risk 

groups to ensure their participation and engagement in the recruitment process. 

 

2.10 [18]Where necessary advocate for hiring and proper compensation of refugee, migrant and IDP 

populations.  For refugee contexts, liaise with UNHCR to find solutions. 

 

2.11 [19]Provide equal opportunities and treatment for women and men, people with disabilities, 

people from different ethnic or religious or age groups and affected populations, including 

members of displaced communities.   

 

2.12 [20]Ensure a non-discriminatory and inclusive environment within the workplace, providing 

reasonable accommodation where necessary and protecting workers from discrimination 

through dedicated policies and practices. [1]Working collaboratively, agree common indicators 

and processes for monitoring of diversity and inclusion e.g. language skills. 

 

2.13 [21]Ensure that line managers inform staff and associates of their roles and responsibilities.  

 

2.14 [22]Ensure that qualified senior staff are retained to continue through the transition period, 

when child protection systems building results are consolidated. 

 

2.15 23]Develop a capacity building strategy that addresses the identified capacity building needs of 

staff and associates with particular reference to early childhood development, youth and 

adolescent needs, identifying and referring children in vulnerable situations including 

trafficked children and safe management and protection of confidential personal data. 

 

2.16 [24]Develop a plan to strengthen children’s participation competencies for humanitarian staff, 

with special focus on meaningful, ethical and safe participation. 

 

2.17 [25]Promote staff wellbeing by creating a healthy working environment, providing rest and 

recuperation periods, regular meetings to receive feedback, raise issues of concern, seek 

clarification and access to psycho-social support  

 

2.18 [26]Ensure staff and associates receive regular feedback on their performance and have an 

opportunity to raise questions and seek clarification. At the end of contracts supervisors will 

carry out exit interviews to inform organisational learning.  References will be made available 

as appropriate. 

 



 

 

MEASUREMENT 

 
OUTCOME INDICTOR 
 

 
OUTCOME TARGET 

 
NOTES 

2.1 [27]Percentage of child protection terms of 
reference (TORs) that were developed 
considering the Alliance’s inter-agency child 
protection competencies framework. 

 
 
80% 

 

2.2 [28]Percentage of surveyed staff currently 
active within the humanitarian response who 
have signed and understood their organisations 
code of conduct and child safeguarding policy 

 
 
90% 

 

2.3 [29]Percentage of surveyed staff who 
attended an Induction and child safeguarding 
briefing 

 
90% 

 

2.4 [30]Percentage of staff who have engaged in 
peer support, supervisory debriefing, or 
psychosocial support activities to ensure their 
on-going wellbeing. 

 
 
90% 

 

2.5 [31]Common indicator has been developed 
for diversity and inclusion and staff data 
disaggregated by sex, age and disability and 
other relevant groups for monitoring within the 
agency. 

 
 
70% 

 

2.6 [32]The female to male ratio for child 
protection workers with different levels of 
responsibility 

1:1  

2.7 33]Percentage of surveyed CP staff who took 
part in developing their performance monitoring 
framework within one month of the starting 
date. 

 
 
70% 

 

2.8 34]Percentage of staff who have finished their 
contracts that had an exit interview. 

 
70% 

 

2.9 [35]Percentage of surveyed CP staff that have 
left a government or local humanitarian agency 
job to join an international organisation. 

 
Less than 5% 

 

 

Guidance Notes 

2.1 Organisational commitment: 

[36]All organisations should ensure that staffing is well planned, that roles and responsibilities are  

defined including child safeguarding responsibilities and workload is guided by safe staffing levels. 

Staff and associates are supported through adequate line management and there is a focus on 

building capacity and learning.  [37]All staff should be familiar with grievance, disciplinary and non-

harassment and non-discrimination policies, mechanisms for reporting concerns are clear and staff 

and associates feel confident in raising issues of concern.  [38]All job roles are risk assessed for their 

level of contact with children. Safe recruiting practices include: reference checks about an 

applicant’s suitability to work with children, criminal record checking or the equivalent, and a self-



 

 

declaration indicating previous convictions/investigations/complaints involving inappropriate 

behaviours towards children. [39]When providing financial support to local organisations, funding for 

this minimum standard should be included and maintained. 

2.2 Competencies: 

[40]Staff and associates who have special responsibility for child protection need particular skills and 
attributes.  Specific competencies might be needed, such as resilience to stress and multi-tasking or 
to navigate complex urban environments. [41] Recruitment and selection needs to assess behaviour 
and attitudes, as well as skills and experience using appropriate competency frameworks and 
relevant recruitment processes. [42]For example interview questions may be used to explore 
applicant’s views on aspects of the code of conduct and child safe guarding policies which may differ 
from local cultural practices.   
  
[43]Supervisors require competencies in staff management and development; and staff who are 
transitioning (often very quickly) into leadership roles should be supported to develop these 
competencies, in addition to their technical competency requirements. [44]Mentoring opportunities 
to support staff development by children’s participation experts within and beyond the organization 
may also be provided.    
 

2.3  Staff capacity: 

[45]Having an adequate number of qualified child protection staff is an essential part of any child 

protection system and capacity building will be needed before, during and after any humanitarian 

crisis to support local organizations/authorities and child safeguarding focal points.  [46]The 

knowledge and understanding of cultural norms and practices in particular for displaced 

populations, where these may differ from the host communities, is an important asset.  [47]Staff and 

associates should reflect the diversity of the local community. [48]It is important that child-friendly 

versions of all safeguarding policies and procedures be available in local languages.  

[49]All staff and associates should be given access to training on how to support safe and meaningful, 
ethical and safe participation of children throughout the response/program cycle. [50]This should 
include Do No Harm, Psychological First Aid and risks assessments. [51] Staff should able to support 
children showing signs of distress and have knowledge of existing referral mechanism and structures 
for children and families.   
 

2.4 Hiring staff and associates from affected populations: 
 
[52]When hiring members from affected populations, it is important to recall that they may be 
nationals of other states (whether refugees, stateless, or migrants) and therefore labour laws and 
requirements governing their hiring may differ. [53]Ensure that relevant national legal frameworks 
and labour laws are consulted and followed, including any specific permits required. 
[54]Organizations should support staff from affected populations to acquire work permits and 
maintain their legal status to work within the country’s legal framework. [55]This may include 
considerations and revisions to the incentive structure. In refugee contexts, liaise with UNHCR to 
find solutions. 56]Where necessary, organizations should advocate with government to permit 
refugees and migrants to work within the formal economy, and advocate for non-discrimination and 
equal treatment in hiring and compensation. 

 
2.5 Gender: 



 

 

[57]Recruitment interviews should include a question on the candidate’s commitment to gender 

equality, and staff training should aim to provide basic skills to promote gender equality in daily 

work.  [58]Attention should be paid to having a gender balance at all levels of responsibility.  

[59]Children often feel more comfortable interacting with an adult of their own sex and may be more 

able to access services where staff of their own sex are present.  [60]Having a balanced team helps 

reduce the risks of sexual violence, harassment and abuse and provides children with the 

opportunity to choose for themselves who they would like to receive support from.  [61]The 

following are some strategies to achieve a gender balanced team: 

 Check that experience and education requirements are not too narrowly defined. 

 Depending on the context and where possible, consider positive discrimination for women 

e.g. additional 5 points added to interview score. 

 Depending on the context and where possible, include the following text in the job 

announcement; ’qualified women are encouraged to apply’. 

 Include women and men on interview panels.  

 Depending on the context, consider alternative arrangements where appropriate, for 

example safe sleeping quarters. 

 Keep all data on staffing disaggregated by gender so it is easy to monitor. 

 

2.6 Disability: 

[62]Disseminate job opportunities and use recruitment processes that are accessible for people with 

disabilities. [63]During recruitment candidates’ understanding and perception of disability need to be 

considered.  All candidates should be evaluated against the same criteria.  [64]If the candidate has a 

disability, reasonable accommodation, depending on the nature of the disability and requirements 

of the candidate should be made in the interview process.  [65]When hiring, a standard clause that 

says ‘qualified people with disabilities are encouraged to apply’ should be included in all job 

advertisements.   

[66]It is recommended to include people with disabilities on the teams that will carry out 

assessments and plan programmes.  [67]Experience has shown that when the focal points are people 

with disabilities, it is more likely that people with disabilities in the affected population will be able 

to relate to staff.  [68]Where possible, consider positive discrimination for people with disabilities e.g. 

adding extra points to the interview score. 

[69]Ensure child safeguarding policies and related trainings have specific points on children with 

disabilities or that all staff receive an awareness session or training focused on children with 

disabilities. [70]This should include: staff’s code of conduct (including what constitutes mistreatment 

and abuse of children with disabilities), identifying or dealing with abuse from another member of 

staff (including reporting mechanisms and referrals), and identifying or dealing with abuse from 

other perpetrators to children with disabilities (including reporting mechanisms and referrals). 

[71]This awareness session/training should be developed with the participation of persons with 

disabilities, especially persons with disabilities from the local area where the intervention is taking 

place. 

2.7 Non-discrimination and inclusion: 

[72]Managers and workers need to ensure the working environment is non-discriminatory and 

inclusive to everyone, regardless of their age, ethnic or religious background or sexual orientation.  

[73]Staff sensitivity towards humanitarian principles and different groups needs to be addressed 



 

 

early in the recruitment process, and promoted throughout all humanitarian work.  [74]Inductions 

and training may include processes for staff and associates to understand their own biases and 

socio-cultural norms and strategies for addressing these biases. 

2.8 Capacity building: 

[75]In the field of child protection, appropriate learning and development opportunities will be made 

available to all staff and associates.  [76]An assessment of capacities and needs should help to 

develop a capacity-building strategy that factors in high staff turnover and includes online and face-

to-face training regular refresher workshops and coaching.  [77]Prioritising inter-agency trainings will 

allow staff and associates to learn from each other’s experiences, receiving updates on the latest 

practice and developing a shared language. 

2.9 Feedback mechanisms: 

[78]Performance review and development should be informed by the views of beneficiaries and 

children on how humanitarian staff and associates behave and act.  [79]As the primary users of the 

services of humanitarian organisations, beneficiaries and children can provide important 

information, and should have opportunity to influence how services are planned and delivered by 

staff and associates.  [80]Organisations need to put in place simple and accessible child friendly 

mechanisms at each site for providing anonymous feedback that will be shared with staff and 

associates in team meetings and performance review meetings.  [81]Children must be well informed 

how to best use the mechanisms provided. 

 

2.10 Child Safeguarding Policy: 

82]All organisations should have either a child protection policy that embeds a component of child 

safeguarding or have both a child protection policy and a child safeguarding policy. [83]Separate 

reporting mechanisms for child protection (external to the organisation) and Child Safeguarding 

(internal to the organisation) are strongly advisable. 

[84]The child safeguarding policy should make clear, strong and positive statements of commitments 

to safeguard children and should stand as a public declaration of the organisations intention to keep 

children safe.  85]The policy will be sensitive to gender, age and disability and aligned with 

international treaty bodies, such as CRC, CEDAW and CRPD. 

[86]The child safeguarding policy must be accompanied by an implementation plan that also includes 

reference to associates and others working in the organisation. [87] To create a child safeguarding 

policy and procedures, it is important to involve the right people, including children – and the right 

number of people (not only one) – when developing it.   

88]All staff and associates need to be involved in the approval of the policy– including those 

responsible for partnership agreements, finance, fundraising, security, HR, staff and management, 

volunteers, programme teams and members of the local community – to ensure the policy is 

workable and effective.   

[89]The policy should clearly state what actions to be taken by humanitarian organizations when staff 
and associates do not respect child protection. 
 
[90]Keeping Children Safe or the local or the national child protection coordination mechanism can 

provide support in this process. 



 

 

2.11 Staff Wellbeing: 

[91]Child protection workers and associates tend to work long hours under pressure and in difficult 

security situations.  [92]They may experience vicarious stress relating to the children and families 

they work with. [93]Supervisors should promote a working environment where discussions around 

mental health are encouraged, provide rest and recuperation and address possible work-related 

stressors through regular one to one and/team meetings so staff and associates can receive 

feedback, raise issues of concern, ask questions and access to psycho social support if necessary.   

[94]On-going professional supervision, psycho-social and peer-support should be provided to staff 

who have responsibility for child protection to discuss challenges, ways of addressing them to 

maintain resilience. [95]If funding is limited, organisations should consider sharing supervision and 

professional development support to staff and associates.   
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