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WELCOME TO THE SCHR 

MISCONDUCT DISCLOSURE 

SCHEME  
 

We are delighted that you have joined the SCHR Misconduct Disclosure 

Scheme. This guide aims to provide you with the information you need to 

make the Scheme work for your organisation.  
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INTRODUCTION 

BRIEF BACKGROUND 

 

The SCHR (Steering Committee for Humanitarian Response) is a voluntary alliance of nine of the 

world’s leading humanitarian organisations. The Inter-Agency Scheme for the Disclosure of 

Safeguarding-related Misconduct in Recruitment Process within the Humanitarian and Development 

Sector (Misconduct Disclosure Scheme for short) has been developed by the alliance and other civil 

society organisations to better address the problem of abusive staff moving between organisations.  

 

The Scheme was designed for Participating Organisations to set out and facilitate their commitment 

to share relevant information about individuals who have been found to have committed sexual 

harassment, sexual exploitation or sexual abuse during their employment. The Scheme can be easily 

adapted to be a part of existing referencing systems. 

 

Current participating organisations of the Scheme can be found on the SCHR website. 

 

The Scheme expressly acknowledges that its implementation by each organisation is subject to 

applicable legislation and regulations. The overview of obtained legal advice is available here. 

 

The Scheme also complements implementation of the Core Humanitarian Standard on Quality and 

Accountability (CHS). 

 

MINIMUM STANDARDS 

 

Participating organisations have made a commitment to: 

 

1) Demonstrate a firm commitment to preventing sexual exploitation and abuse by their staff, 

volunteers and other stakeholders. It is expected that participating organisations will have robust 

policies and procedures in place to foster a good safeguarding culture. 

 

2) Implement the Scheme to the fullest extent possible having regard to applicable legal and 

regulatory requirements. 

 

3) Ensure that they systematically request a Statement of Conduct from all previous employers as 

part of their recruitment process, and use the provided data, or lack of data, to support 

recruitment decisions.    

 

4) Ensure that they systematically respond to requests for Statements of Conduct regarding current 

or former staff, these should only be provided by Authorised Personnel and used for the primary 

purpose of assessing the suitability of a candidate for a position as part of the recruitment process.     

 

5) Ensure that the misconduct history of all staff is accurate, up to date and reliable. 

 

https://www.schr.info/
https://www.schr.info/the-misconduct-disclosure-scheme
https://docs.google.com/spreadsheets/d/1XfE8IpXkeUhxXJQ847-qDOucMWIC8Dxe99hhNwxhONA/edit#gid=0
https://corehumanitarianstandard.org/
https://corehumanitarianstandard.org/
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6) Take prompt action in cases of allegations/reports of inappropriate conduct, including through 

conducting and concluding a robust, fair and reliable investigation process, even if the subject of 

complaint’s employment ends before the commencement or conclusion of the process.  

 

7) Provide and update contact information for those authorised to provide a Statement of Conduct. 

 

8) Monitor five key performance indicators for scheme implementation and provide this data to 

SCHR on annual basis.  

 

DEFINITIONS 

 

Authorised Personnel refers to the data controller or processer within the Participating Organisation 

who is/are authorised to access a Candidate’s Misconduct History, and who are responsible for 

managing and processing Statements of Conduct.  

  

Candidate refers to an individual who works, or has worked, for a Participating Organisation as an 

employee, or in a governing position (i.e. as a member of a Participating Organisation’s corporate 

bodies, such as Trustee / Board Director, etc. unless prohibited by the Participating Organisation’s 

constitutional documents).   

  

Disciplinary Measure means the sanction applied by a Participating Organisation to a Candidate who 

is found to have committed a Misconduct as a result of an Investigation Process, or the sanction that 

would have been applied in circumstances where an Investigation Process concluded with a finding of 

Misconduct after the Candidate has left the Participating Organisation. 

 

Investigation Process for the purposes of this Scheme refers to each Participating Organisation’s 

internal investigation process, including any subsequent disciplinary process, to determine whether  

a Candidate has committed Misconduct.   

 

 

Misconduct for the purposes of this Scheme misconduct covers sexual exploitation, sexual abuse and 

sexual harassment, as defined by each Participating Organisation.  As part of a Statement of Conduct, 

Participating Organisations shall make clear how they define these three terms, or whether they 

adopt the United Nations definitions of these terms. For the purposes of this Scheme, sexual 

harassment shall be considered Misconduct if it poses or may potentially pose a serious safeguarding 

risk. This threshold of materiality aims to leave a degree of discretion to the Responding Organisation 

to refrain from disclosing a finding of misconduct that amounts to sexual harassment but the nature 

of which, according to the Responding Organisation, does not pose a risk that is commensurate with 

the impact that its disclosure would have on the Candidate. Sexual harassment resulting in dismissal 

is always considered Misconduct. 
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Misconduct History means the following information relating to a Candidate held by a Participating 

Organisation:   

• Whether the Candidate was found to have committed Misconduct during the period of 

employment with the Responding Organisation; 

• the nature of the Misconduct (sexual exploitation, sexual abuse or sexual harassment);   

• the Disciplinary Measure imposed for the Misconduct; 

• the date of the Disciplinary Measure.  

  

Participating Organisations refers to the organisations who have committed to implement this 

Scheme.  

 

Recruitment Process means the process by which Participating Organisations assess the suitability of 

a Candidate for a position, to decide whether to hire the Candidate.  

  

Requesting Organisation means the Participating Organisation requesting a Statement of Conduct 

about a Candidate.  

  

Responding Organisation means the Participating Organisation providing a Statement of Conduct 

about a Candidate.                                                      

 

Scheme shall mean the Inter-Agency Scheme for the Disclosure of Safeguarding-related Misconduct 

in Recruitment Processes within the Humanitarian and Development Sector, also referred to as ‘SCHR 

Misconduct Disclosure Scheme’. 

 

Sector shall mean the humanitarian, development and civil society sector.  

 These definitions can be found in the Scheme itself. 

 

STATEMENTS OF CONDUCT 

 

The Scheme is complementary to other forms of due diligence that your organisation may carry out 

as part of the recruitment and selection process, such as provision of references and background 

checks, police checks or other vetting and screening mechanisms.  

 

A template of the Statement of Conduct can be found on the SCHR website. You can modify the 

Statement to suit your context or merge it with the referencing form which you are currently using. 

Alternative templates can be found here. 

Statement of Conduct means a statement from the Responding Organisation substantially in the 

form and substance set out in in the template, or a version of this form tailored by a Participating 

Organisation. Organisations must at a minimum disclose information where a Candidate was 

dismissed for Misconduct. Organisations are strongly encouraged to include information related to 

the ongoing investigations. 

https://static1.squarespace.com/static/57ffc65ed482e9b6838607bc/t/5c78047724a69414f0c097a4/1551369336590/Inter-agency+Misconduct+Disclosure+Scheme+FINAL.+Dec+2018.pdf
https://drive.google.com/open?id=10yQDG7GIHb8ZIjz24in_HLmyEwg2d_uw
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You may not be able to either request or provide the information from the Statement of Conduct due 

to one of these reasons: 

• compliance with applicable legal and regulatory requirement, 

• an investigation, inquiry, or decision from a competent authority or judicial body. 

 

If you are in doubt, contact the Overall Focal Point or Legal Focal Point in your organisation.  

 

You should be transparent about the reasons for withdrawing or not asking for information and 

document them within the Statement of Conduct.  

 

PROVIDING STATEMENTS OF CONDUCT 

 

Your authorised personnel are required to ensure that all requests for Statements of Conduct are in 

accordance with applicable data protection legislation, regulations and internal policies.  

 

The Statement of Conduct asks 4 simple questions – some of them may already be included in your 

existing reference form.  

Ensure that all questions are answered before returning the form to the requesting Organisation. 

 

Where required by applicable law, guidance or your internal policies you should: 

• ensure that a candidate’s misconduct history is accessible to the candidate upon their request, 

• provide the candidate with a reasonable opportunity to comment on the Statement of 

Conduct. 

 

You should retain copies of Statements of Conduct in line with applicable data protection legislation, 

regulations and internal policies. You must ensure that appropriate measures are taken to protect  

details of candidate’s misconduct from deletion, alteration and unauthorised access. 

 

There may be a situation when the reference request may look suspicious – it is possible that there 

may be malicious fake references request by individuals with a grudge. If you are in doubt about the 

veracity of a reference request its always safer to double-check back with the relevant Focal Point for 

the new employer (or relevant HR department if the Requesting Organisation is not signed up to the 

Scheme) before sharing misconduct data. 

 

 

You are strongly encouraged to disclose the fact of an on-going Investigation Process in the 

Statement of Conduct (clause 3.2). If an investigation process is commenced or is concluded only 

after a Statement of Conduct has been provided, and the investigation process concludes with  

a finding that misconduct has been committed, the responding organisation is obliged to provide 

an updated Statement of Conduct, as long as this is permitted by law.  
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REQUESTING A STATEMENT OF CONDUCT  

  

As a Signatory Organisation, you are obliged to always request a Statement of Conduct.  

 

Your organisation needs to inform candidates that you will be seeking a Statements of Conduct as part 

of your recruitment and selection process. It’s advised to mention the Scheme at the recruitment 

stage, include this in the candidate pack and then re-enforce at the selection stage. A simple message 

asking the candidates for consent for obtaining the Statement of Conduct and informing them that 

your organisation is participating in the SCHR Misconduct Disclosure Scheme is important, both to 

deter wrongdoers and to reassure new hires that the organisation is serious about preventing Sexual 

Exploitation and Abuse. If the candidate does not consent to these checks, they should not be 

considered at further stages of the recruitment. 

  

The Statement of Conduct should be requested by authorised personnel from a Candidate’s current 

or most recent employers to cover a period of at least the most recent five years.   

  

The Requesting Organisation is advised to make conditional offer of employment and confirm the 

offer on receipt of satisfactory Statements of Conduct. The request for a Statement of Conduct should 

be made at the last stage before making an offer of employment, or other similarly late stage of the 

Recruitment Process, so as to minimize the amount of information processed. 

 

As part of your data protection approach, you must ensure that appropriate measures are taken to 

protect a Candidate’s Misconduct History from deletion, alteration and unauthorised access. 

  

RECRUITING CANDIDATES FROM NON-PARTICIPATING ORGANISATIONS  

 

 When a Candidate has not been previously employed by a Participating Organisation, Participating 

Organisations will, as part of the Recruitment Process, endeavour to seek information from the 

Candidate’s previous employers within the spirit of this Scheme. 

 

If a Requesting Organisation does not receive the Statement of Conduct, for instance if the Candidate 

has not been previously employed by a Participating Organisation or if the previous employer is not 

able to provide the information requested; the Requesting Organisation will take reasonable steps to 

procure satisfactory answers to the questions posed as part of the Statement of Conduct request by:  

 

• ensuring that self-declaration of a candidate’s misconduct history forms part of the 

recruitment process, 

The process of requesting information from the previous employer, who is a non-participating 

Organisation, is the same as when this information is requested from Signatory Organisation – the 

organisation you are reaching out to may not be aware of the Scheme, but you are still obliged to 

send out the Statement of Conduct as a part of your reference checks.   
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• seeking Statements of Conduct on the candidate from other, potentially older, sources. This 

is particularly important given that such behaviour tends to re-occur. 

    

MONITORING AND REPORTING 

 

Each Participating Organisation is required to collect basic data to demonstrate commitment and 

enable monitoring of the effectiveness of the Scheme. 

 

Each organisation should record the following data for each affiliate/family member of your 

organisation in the calendar year: 

 

• number of recruitments conducted since implementation commenced, 

• number of requests for misconduct data made, 

• the number of responses to those misconduct data requests received, 

• number of misconduct data responses provided to other organisations requesting such data, 

• number of applicants rejected based upon negative or absent misconduct data. 

 

Each Signatory organisation is obliged to self-monitor and report back to SCHR on annual basis. You 

will be expected to submit the details via the online tool in January. 

 

COMMUNICATION 

 

You will need to ensure that potential candidates and your current employees are aware of the 

Scheme. We recommend that you brief recruiting managers as well as all other senior managers and 

staff about the scheme and how it fits in with your current recruitment processes. This demonstrates 

the steps your organisation is taking to protect staff and beneficiaries and has a deterrent effect on 

abusers who are considering applying for jobs with your organisation. 

 

We strongly recommend that you inform potential candidates about the checks at the recruitment 

stage by including a clause or requesting their consent. 

 

An example communication can be found here. 

 

 

 

 

 

 

 

 

 

 

https://drive.google.com/drive/folders/1u-SRVj7-CW0tVAxKF_0O_QqFnsIRQe8j?usp=sharing
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FURTHER INFORMATION AND SUPPORT 

 

General information on policies, approaches and tools, as well 

as other useful materials are provided by a wide range of 

organisations: 

 

CHS PSEA Task Force:   

http://www.pseataskforce.org/uploads/tools/1499958998.pdf 

 

Keeping Children Safe  

https://www.keepingchildrensafe.org.uk/how-we-keep-

children-safe/capacity-building/resource-library 

 

BOND: 

https://www.bond.org.uk/resources-support/safeguarding 

 

Putting People First: Tackling sexual exploitation and abuse, and 

sexual harassment, in the aid sector – video from the DFID 

Safeguarding Summit 2018 

https://www.youtube.com/watch?v=QgfpV_BDnNg 

 

 

 

 

 

 

 

 

 

 

 

 

CONTACT 

For any further information 

about the Scheme contact: 

Inez Ksiazek 

SCHR Misconduct Disclosure 

Scheme Coordinator 

inez.ksiazek@oxfam.org   

Gareth Price-Jones 

SCHR Executive Secretary 

SCHR@ifrc.org   

 

We can also put you in touch 

with other participating 

organisations to provide peer 

support. 

http://www.pseataskforce.org/uploads/tools/1499958998.pdf
https://www.keepingchildrensafe.org.uk/how-we-keep-children-safe/capacity-building/resource-library
https://www.keepingchildrensafe.org.uk/how-we-keep-children-safe/capacity-building/resource-library
https://www.bond.org.uk/resources-support/safeguarding
https://www.youtube.com/watch?v=QgfpV_BDnNg
mailto:inez.ksiazek@oxfam.org
mailto:SCHR@ifrc.org

