
Welcome to the RSH webinar

Abusing Power: exploring the root causes and issues for safeguarding -

power, privilege, gender and intersectionality

We will be starting shortly

Housekeeping 

• You are on mute with video off to support the quality of the connection

• Chat is enabled to panelists to support with any tech issues 

• Use the Q&A function during the webinar to ask questions. It is in the controls panel on 

the bottom of your screen, you can add new questions, upvote questions added by 

others and the most popular will be answered at the end 

• Closed captioning and International Sign Interpretation is available 



Introduction to Resource and Support Hub Webinar

Power and Privilege: Root causes for Sexual Exploitation, 

Abuse and Sexual Harassment

The Safeguarding Resource and Support Hub (RSH) is a programme 

that aims to support organisations in the aid sector to strengthen their 

safeguarding policy and practice against Sexual Exploitation, Abuse and 

Sexual Harassment (SEAH). It is funded by the UK Department for 

International Development, and has a global outreach.

Welcome to the second webinar which explores power and privilege as 

the root causes for SEAH and what can be done to address these.



Goal of the webinar on power and privilege

• Hear the criticisms

• Map better ways forward

• Identify the support, tools and 

knowledge to invest in



Addressing root causes of SEAH 
through organisational culture

Sally Proudlove, UNICEF UK



We will cover:

• What work we have done on 

organisational safeguarding culture

• What key things have we learned?

Overview of presentation 



Addressing root causes of 

SEAH primarily about

culture

• Not primarily about policy and 

procedure

• Not for a lack of standards and 

due diligence

Safeguarding Crisis 2018: Where we started



BOND’s working group on culture

• Brought together:

− Survivor representation

− Development and humanitarian expertise

− Gender-based violence expertise

− Safeguarding expertise

− Safeguarding culture expertise

− Human Resources expertise

• We set out to:

− Build on the existing standards and resources

− Gather insights from our field staff and those on the frontline

− Understand and articulate the difference between compliance and culture

− Using this, create a leadership tool to help NGOs strengthen their own 
safeguarding culture

− We developed a series of slides to support NGOs more generally



Indicators within organisations: example of policies 

and procedures

Non compliance

•Safeguarding policy for children & 
vulnerable adults either does not exist, 
is of poor quality or outdated

•Staff are unaware of the existence of 
the policy or know that it is in place but 
there is no requirement to adhere to it

•Safeguarding policy is not reflected 
in/connected to other relevant policies

•Policy does not seek to address power 
or gender imbalances; 

•Processes do not consider the unique
needs of different at-risk groups

•Staff do not understand how they can 
influence the policy; there is a lack of 
transparency about policy 
development

•Widespread belief that the rules in the 
policy are easily or often flouted or 
ignored

Minimal compliance

•An up to date Safeguarding policy 
exists, but limited evidence that staff 
are adhering to the policy, or have 
been trained to do so

•Staff feel uncertain about the Policy, 
unclear about how to access it (where 
it is located), who ‘owns’ it, and and 
apply it

•There is mention of safeguarding in 
some, though not all, related policies 
and there is no adequate process for 
checking implementation

•Some evidence that processes 
supporting the policy are attempting to 
be inclusive; however this is 
experienced as tokenistic 

•Some Senior leaders exhibit behaviour
that is not consistent with the policy, 
which suggests or that ‘the rules do not 
apply to them’

•Rules are followed without an 
understanding of their reasoning -
leading to inconsistent/ inappropriate 
implementation in different contexts

Effective Safeguarding Culture

•A robust and effective policy exists, is a 
key part of induction and is lived day-
to-day, with supporting processes in 
place and used.

•Policy is well integrated - staff 
proactively refer & adhere to policy & 
processes which guide behaviour and 
actions. 

•Relevant organisational policies have 
safeguarding as an integrated element 
and are actively considered by all those 
who have safeguarding integrated into 
their role & functions. 

•Processes are sensitive to gender and 
power imbalances, inclusive and 
explicitly ensure that the perspectives 
of those most at risk are addressed. 
Staff are able and willing to challenge 
when that is not achieved

•There is rigour amongst all staff in 
adhering to and upholding policies & 
processes

•Demonstrable contextualised, localised 
and effective approaches to 
embedding core, consistent 
safeguarding standards



Serious case reviews and consultations

• We also looked at serious case 
reviews and spoke to field staff 
and senior leaders within NGOs.

• We found that healthy culture 
means….

− An explicit safeguarding culture 
and ethos with values and 
behaviours that are both 
articulated and lived at each 
level of the organization

− A culture of curiosity, scrutiny 
and constructive challenge (with 
processes to underpin these 
behaviours)



The role of senior leaders

How senior leaders impact culture

• The extent to which our words match our deeds and how we handle it 

when they do not

• The way in which we are seen to handle failure

• The way in which our values are seen to be lived and acted out

• The way in which out interactions and relationships with other senior 

managers are experienced by the wider organisation

• The decisions we make about who is hired and who is fired, and why

• The decisions we make about who is valued and rewarded, who isn’t 

and why

• The systems and processes that we champion and prioritise



•Leaders ensure that their organisation actively encourages and receives 
feedback and reports of safeguarding issues, especially from marginalised 
groups and routinely reflects on patterns, trends and how to improve

Cultural 
indicator

•How have you encouraged, and addressed barriers to, reporting from at risk 
and marginalised groups?

•How do you know that your staff feel able and supported to report concerns?

•How do we as senior leaders respond to negative feedback?

Guiding 
questions

•Initiate a process to explore and address barriers to reporting safeguarding 
concerns for all groups, especially those that are at risk and marginalised

•Identify current perceptions of safety and comfort of stakeholders to give 
feedback and challenge (ways to do this include embedding in anonymous 
staff surveys, pulses etc.

Suggested 
actions

How leadership is reflected in BOND’s Leadership 

Tool



Who gets a seat at the table?

Who has decision-making power?

What behaviours really indicate genuine shifts in power?

How are we educating ourselves about the interplay between 

different power dynamics?

How do leaders demonstrate that safeguarding is prioritized?

Key questions we need to ask of our organisations



• Using the Tool with leadership teams

• How do you include staff and people in the 

community?

• Using the slides with staff and community 

members

• Starting a conversation

• Being accountable and making plans

Using the tool in large and small organisations



Thank you

Sally Proudlove

Email: SallyP@unicef.org.uk

mailto:name@xxx.com




Thank you

Everjoice Win 

ActionAid



A Feminist Analysis of Safeguarding 
Against SEAH
Power, Privilege, Gender and Intersectionality

Geetanjali Misra, CREA



Where are we now?

1. Policy is a pre-requisite for mainstreaming practices within 

organizations.

2. Policy is more than words on paper. SEAH goes far beyond a 

failure to apply established safeguarding measures. 

3. Conversations about gender - and by extension, about SEAH –

are conversations about power.



The Nuances and Faultlines of SEAH: Stepping Away 

from Absolutes

Does power travel only in one direction?

Does consent exist in a vacuum?

How do different individuals and groups negotiate consent?

Is SEAH a black and white picture?



Power, Voice and Self-Reflection

What are the different faces of power?

What is ”invisible power”?



#1       SEAH as an interrogation of Self

Where do we aim to shift power?

Whose struggles do our policies represent?



#2     SEAH and gender as a collective project

Understanding power in terms of both structures and 

relations

Rethinking entry points



Addressing the divide between “experts” and “non-experts”

#3         Whose voices drive our policies?



Moving Forward

1. What is the language we use when we conceptualize SEAH 

policy and practice?

2. Whose struggles should our policies represent?

3. How do we move from sound analysis to effective practice?



Thank you 

Geetanjali Misra

CREA



Keep an eye out….

• Continue the conversation on our Communities of 

Practice discussion forum

• We will follow up with links to relevant resources found on 

the Hub and other information

• We have an upcoming podcast on transforming 

organisational culture for SEAH through feminist principles 

and exploring further issues of power and privilege and its 

impact on SEAH/safeguarding

• Next webinar will be exploring risk management for 

safeguarding/SEAH

• Subscribe to our newsletter to receive the latest


