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1. Purpose  

This policy reflects the Caribbean Community Climate Change Centre’s (CCCCC) commitment 
and responsibility to create and maintain a safe working environment where people are treated 
with dignity, decency, and respect. The environment of the CCCCC is characterized by mutual 
trust and the absence of intimidation, oppression, and exploitation.  

This Policy sets guidelines and appropriate mechanisms to promote a respectful, safe working 
environment and to prevent, detect, investigate, report, and respond to all incidents related to 
Sexual Exploitation, Abuse & Harassment (SEAH). This policy identifies what constitutes SEAH, 
all of which shall be identified as “prohibited practices” and applies without exception to all 
staff, project personnel, stakeholders and any third parties that directly or indirectly do business 
with the CCCCC and to all activities and operations of the CCCCC. 

This policy identifies that acts of sexual violence that constitute a criminal offence, including 
sexual assault and rape will be referred to the competent legal authorities. Employees and 
stakeholders are encouraged to report these matters directly to the police. The CCCCC will 
conduct its investigation into any alleged violation of the policy as prescribed by the Grievance 
Regress Mechanism and Discipline Policy. 

2. Scope  

This policy applies to all CCCCC employees and full-time project personnel, who regardless of their 
position(s), shall comply with this policy.   Additionally, stakeholders including but not limited to the 
CCCCC’s clients, associates, consultants, casual workers, contractors, interns, partners  must 
adhere to this policy.  

3. Definitions 

Bullying in the workplace: Repeated offensive behaviour through vindictive, cruel, malicious, or 
humiliating attempts to undermine an individual or group of employees. 
Range of behaviours include: ostracism, ridiculing, aggressive shouting and verbal abuse. 
 
Complainant: The person by whom or whose behalf a sexual exploitation, abuse, or 
harassment complaint is lodged. The person alleged to be the victim or survivor of sexual 
misconduct that could be sexual harassment, sexual abuse, sexual exploitation, or other 
prohibited conduct. 
 
Consensual Relationship: A romantic and/or intimate and/or sexual involvement based on a 
mutual agreement of both parties. 
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Counselling: The process by which persons who have been involved in an incident of sexual 
harassment are assisted by a professional counsellor following the incident, through the use of 
various intervention strategies based on the application of mental health, psychological or 
human development principles. 
 
Discrimination in employment and occupation: Treating people differently and less favorably 
because of characteristics that are not related to their merit or the requirements of the job. 
These characteristics include race, color, sex, religion, political opinion, national extraction and 
social origin. 
 
“Quid pro quo” Sexual Harassment: This is committed when an employer, supervisor, 
manager, or co-worker, undertakes or attempts to influence the process of recruitment, 
promotion, training, discipline, dismissal, salary increment or other benefit of an existing staff 
member or job applicant, in exchange for sexual favors. 
 
Respondent: The alleged perpetrator who has been accused of prohibited conduct as it relates 
to SEAH but has not yet been proven guilty or confirmed as responsible for that action.  

Retaliation: Any action taken by a respondent against a complainant or third party to penalize 
the complainant and/or third party for participating in the process or for pursuing a SEAH 
complaint.  
 
Sexual Abuse: Any actual or threatened physical intrusion of a sexual nature, whether by force 
or under unequal or coercive conditions. 
 
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 Harassment1: Any unwelcome conduct of a sexual nature that might reasonably be 
expected or perceived to cause offence or humiliation, when such conduct interferes with work, 
is made a condition of employment or creates an intimidating, hostile or offensive work 
environment. Sexual harassment may occur in the workplace or in connection with work. While 
typically involving a pattern of conduct, sexual harassment make take the form of a single 
incident [and misconduct constituting harassment may be physical, verbal, and non-verbal]. In 
assessing the reasonableness of expectations or perceptions, the perspective of the person 
who is the target of the conduct shall be considered. 
 

 
1 United Nations Secretariat, Secretary-General’s Bulletin: Addressing discrimination, harassment, including sexual 
harassment, and abuse of authority, ST/SGB/2019/8 (10 September 2019), which supersedes ST/SGB/2008/5. 
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Abuse of Authority2: The improper use of a position of influence, power or authority against another 
person. This is particularly serious when a person uses their influence, power or authority to 
improperly influence the career or employment conditions of another, including, but not limited to, 
appointment, assignment, contract renewal, performance evaluation, working conditions or 
promotion. Abuse of authority may also include conduct that creates a hostile or offensive work 
environment which includes, but is not limited to, the use of intimidation, threats, blackmail or 
coercion.  

Sexual Misconduct: Refers to a range of inappropriate behaviors of a sexual nature that 
violates an individual’s rights or dignity. This includes, but is not limited to: sexual harassment, 
sexual assault, sexual exploitation, inappropriate relationships, or observing or recording 
someone without their consent in a sexual context. 

Unwelcome: Refers to actions, behaviors, or communications that are not desired or accepted 
by the recipient. It indicates that the recipient does not consent to or appreciate the advances 
or actions directed toward them.  

4. Policy Statement 

i. CCCCC operates a zero-tolerance policy for sexual exploitation, harassment, and 
abuse.  

 
ii. All individuals have the right to be treated with dignity and respect and are entitled to 

employment in an environment that is free from sexual exploitation, abuse, and 
harassment. All such allegations will be taken seriously and addressed promptly. 

 
iii. The CCCCC will not tolerate any form of SEAH and will aggressively pursue to the full 

extent of its capacity all credible allegations made in good faith.  
 

iv. The CCCCC will take disciplinary measures considered appropriate against any person 
under its direction who subjects any employee or third party to sexual exploitation, 
abuse, or harassment. 
 

v. The CCCCC empowers and supports all individuals to feel safe to report violations and 
to feel safe that reports will be handled in a manner that respects due process and other 
human rights.  
 

vi. The CCCCC upon becoming aware, reasonably suspects or is informed of the 

 
2 United Nations Secretariat, Secretary-General’s Bulletin: Addressing discrimination, harassment, including sexual 
harassment, and abuse of authority, ST/SGB/2019/8 (10 September 2019), which supersedes ST/SGB/2008/5. 
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commission of an act of SEAH shall take immediate and appropriate action to prevent 
the continuation of sexual misconduct.  
 

vii. No employee or stakeholder in a position of authority shall sexually exploit, abuse, or 
harass an employee or stakeholder to make it appear to the individual that the prospects 
or working conditions of that individual are contingent upon the individual’s acceptance 
of sexual advances or toleration of the sexual advances from CCCCC or a supervisor.  

 
viii. Through enforcement of this policy and by education of employees, the CCCCC strives to 

prevent, correct, and discipline behavior that violates this policy. 
 

ix. The CCCCC will establish clear, accessible channels for reporting harassment, ensuring 
that individuals know how to report incidents safely and confidently. 

 
x. All sexual exploitation, harassment, and abuse are prohibited whether it takes place 

within the CCCCC’s premises or outside, including but not limited to social events, 
work missions, training sessions or conferences. 

 
xi. All complaints and investigations shall be treated confidentially to the f u l l  extent 

possible, and information disclosed strictly on a need-to-know basis. The identity of the 
complainant(s) will be revealed to the parties involved during the investigation, and the 
CCCCC will take appropriate steps to ensure that the complainant(s) is  protected from 
retaliation during and after the investigation. All information pertaining to a complaint or 
investigation under this policy will be treated as confidential and will be maintained as a 
secure and confidential record within the CCCCC. 

 
xii. The CCCCC will provide access to support services for complainants, including 

counseling and employee assistance, to help them navigate. 
 

xiii. The CCCCC will hold all individuals accountable for their actions, ensuring that 
appropriate disciplinary measures are in place for those who engage in SEAH. 
 

xiv. In the event of a conflict between this Policy and any other SEAH law of the respective 
country, stricter rules shall be enforced. 

5. Guiding Principles 

i. All persons should be free from sexual exploitation, abuse, or harassment, 
regardless of gender, age, relationship status, sexual preference, gender identity, 
religious belief, colour, race, national or ethnic origin or disability. 

ii. Anyone can be a victim of SEAH regardless of their gender and of the gender of the 



8 

 

harasser. The key factor is that sexual conduct is unwanted and unwelcome by the 
person against whom the conduct is directed. 

iii. The CCCCC recognizes that SEAH may also occur between people of the same sex.  

iv. An individual commits an act of sexual harassment against another person if they 
engage in any unwelcome conduct of a sexual nature, where they know, or ought 
reasonably to know, that the conduct is unwelcomed by the other person. 

v. The CCCCC acknowledges that sexual exploitation, harassment, and abuse often 
reflects power imbalances, frequently occurring in unequal relationships, for 
example between managers or supervisors and employees. This manifestation is not 
tolerated. 

 
vi. Additionally, the CCCCC recognizes that acts of physical sexual violence may be 

illegal or criminal in Belize or other jurisdictions where they occur. When reports of 
physical sexual harassment are made, the CCCCC has a responsibility to refer 
complainants to pursue legal recourse or report incidents to the police outside the 
internal complaints system if the actions violate national laws or constitute a crime. 

6. Roles and Responsibilities 

• All members of CCCCC are responsible for ensuring that their conduct does not sexually 
exploit, abuse, or harass any other member of CCCCC.  

• Individuals who are aware of, or have experienced, a SEAH incident should promptly report the 
matter to the Human Resources Administrator.  

• It is the responsibility of all staff members, consultants, and other stakeholders of the CCCCC 
to report any form of abuse, exploitation, or harassment to the Human Resources 
Administrator. 

7. Procedural Steps: Sexual Exploitation, Abuse, and Sexual Harassment 

Sexual Exploitation 
 
Sexual exploitation refers to the actual or attempted abuse of a position of vulnerability, 
differential power, or trust for sexual purposes3. It brings harm to those we are mandated to 
protect, and it jeopardizes the reputation of our organization. 

 
3 World Health Organization (2026), WHO Ethics, www.int/about/ethics 
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Sexual exploitation is strictly prohibited and constitutes serious misconduct. The Caribbean 
Community Climate Change Centre (CCCCC) maintains a zero-tolerance policy regarding such 
behavior toward employees, vulnerable groups, or the communities we serve 
 
Examples of behaviors that constitute sexual exploitation include but are not limited to: 
 

• Transactional sex (the exchange of money, employment, goods or services for sex, 
including sexual favours); 

• Solicitation or attempting to engage in transactional sex; 
• Demanding sex in any context or making sex a condition for assistance; 
• Leveraging power imbalances for sexual purposes; 
• Human trafficking (any involvement in the recruitment or transport of persons for 

exploitation); 
• Forcing a person to engage in prostitution or pornography; 
• Any humiliating or exploitative behavior. 

 
Sexual Abuse 
 
Sexual abuse is any actual or threatened physical intrusion of a sexual nature, whether 
committed by force or through unequal or coercive conditions.4 
 
Examples of sexual abuse include: 

• Rape and Sexual Assault; 
• Any non-consensual sexual contact or penetration; 
• Physical, sexual violence (a continuum of acts of psychological or physical violence that 

manifest themselves sexually); 
• Any sexual activity involving a person under the age of 18, regardless of local age of 

consent laws or perceived consent; 
• Using power, threats, or intimidation to force sexual acts; 
• Forcing sex or someone to have sex with anyone; 
• Refusing to use safe sex practices. 

 
Sexual Harassment 
 
Sexual harassment is defined as any unwelcome conduct of a sexual nature that could 
reasonably be expected or perceived to cause offense or humiliation. It constitutes a conduct 
that interferes with work, is made a condition of employment, or creates an intimidating, hostile 
or offensive work environment.  

 
4 World Health Organization (2026), WHO Ethics, www.int/about/ethics 
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Sexual harassment may occur in the workplace or in connection with work. While typically 
involving a pattern of conduct, sexual harassment make take the form of a single incident [and 
misconduct constituting harassment may be physical, verbal, and non-verbal].  
 
Examples of conduct or behavior which constitute sexual harassment include, but are not 
limited to: 

i. Physical conduct 

• Unwelcome physical contact including patting, pinching, stroking, kissing, hugging, 
fondling, or inappropriate touching. 

• Consensual or quid pro quo sexual relationships where such relationships lead to 
favoritism or promotion of a subordinate employee with whom the superior is sexually 
involved and where such demonstrated action adversely affects the employee. 

ii. Verbal conduct 

• Comments on a worker’s appearance, age, private life, etc. 
• Sexual comments, stories, and jokes. 
• Sexual advances. 
• Repeated and unwanted propositions, solicitations, and social invitations for dates or 

physical intimacy. 
• Insults based on the sex of the worker. 
• Condescending remarks. 
• Transmitting unwelcome explicit electronic messages of a sexual nature to a person. 
• Bullying/coercion of a sexual nature. 
• Inducing or attempting to induce another person to engage in SEAH. 

iii. Non-verbal conduct 

• Display of sexually explicit or suggestive material. 
• Sexually suggestive objects, pictures, videos, audio, or literature.  
• Unsolicited sexually suggestive gestures. 
• Whistling. 
• Leering. 

 

iv. Communication with the Alleged Perpetrator 

Where appropriate and safe to do so, anyone who is subject to sexual exploitation, abuse, and/or 
harassment may inform the alleged perpetrator that the conduct is unwanted/unwelcome and 
must stop. However, this is not required for cases of SEAH to be reported.   
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Victims are empowered to skip direct confrontation and move straight to making a confidential 
report to the HR & Support Services Administrator.  A victim does not need to prove they told the 
perpetrator to "stop" for the behavior to be considered a violation. Behavior is considered a 
violation based on its nature, regardless of whether a victim issued a prior warning.   

v. Submission of Complaints 
 
CCCCC operates a zero-tolerance policy for sexual exploitation, harassment, and abuse.  

If the complainant is impacted by and/or feels that they are the victim of sexual exploitation, 
abuse, or harassment they should: 

i. If possible, write down the details of what happened, including specific dates, times, 
locations, and the names of any witnesses. This is especially important if you are not yet 
ready to lodge a formal complaint but want to ensure the facts are preserved for the future.  

ii. Report the incident immediately (or as soon as possible) to the HR & Support Services 
Administrator to ensure a timely and effective response. 

iii. Ensure the information is handled confidentially and that sharing of information is 
limited.  

iv. Unless there is evidence of potential risk of retaliation, partiality or the like; projects with 
an established SEAH Response Mechanism will utilize their Project Level Mechanism as 
a first point of responding to SEAH Complaints. Projects without established SEAH 
Response Mechanisms will utilize this Policy’s procedures to guide response to SEAH 
complaints.  

Complaints should be submitted to the HR & Support Services Administrator, preferably in 
writing. The HR & Support Services Administrator may assist the complainant in completing a 
written statement or, in the event an employee refuses to provide information in writing, the HR 
Administrator shall record the complaint with the consent of the complainant.   

 
In accordance with the Anti-Sexual Harassment Act of Belize (2024), a complaint shall be 
lodged within a period of eighteen (18) months from the date of the alleged act of sexual 
harassment to which the complaint relates and in the case of a series of acts of sexual 
harassment, within a period of eighteen (18) months from the date of the last alleged act of 
sexual harassment. 
 
The HR & Support Services Administrator upon receiving the complaint shall complete the Grievance 
form shown in Annex 1 and shall: 

• Immediately record the dates, times, and the reported details of the incident(s). 
• Ascertain and record the views of the Complainant as to what outcome he/she desires, 
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i.e. informal or formal resolution process. 
• Ensure that the Complainant understands the CCCCC’s procedures for dealing with 

the complaint. 
• Discuss and agree on the next steps with the understanding that choosing to resolve 

the matter informally does not preclude the Complainant from pursuing the matter 
further if he/she is not satisfied with the outcome. 

• Keep a confidential record of all discussions. 
• Respect the choice of the Complainant. 
• Ensure that the Complainant knows that they can seek redress outside of the CCCCC 

through the relevant country/legal framework. 
 

vi. Criminal Offences and Legal Referral 

For acts of sexual violence that constitute a criminal offence, including sexual assault and rape, 
the complainant will be referred to the competent legal authorities. Employees and 
stakeholders are encouraged to report these matters directly to the police. 

8. Methods of Resolution 

i. Informal Resolution: 

The Informal Resolution in this policy aims to address concerns promptly and respectfully after the 
filing of a written, formal complaint of SEAH allegation to the Human Resources & Support Services 
Administrator.  
 
The informal resolution does not involve a full investigation or even a disciplinary outcome. 
 
Conversations or mediation are facilitated between the Complainant and the Respondent 
voluntarily through the intervention of the Human Resources & Support Services Administrator and 
CCCCC’s Legal Advisor, and, optionally, the Social Inclusion and Gender Specialist (the Informal 
Resolution [IR] committee members).  
 
If the Complainant wishes to deal with the matter informally,  
 

a) The HR & Support Services Administrator will share the informal resolution (IR) process with 
the Complainant. 

b) The complainant then has 24 hours to confirm whether they wish to proceed with this option  
c) A written notice of the allegation is provided to the Respondent.  
d) If requested by the Complainant, the Respondent is instructed to refrain from 

communicating with the Complainant regarding the issue. 
e) The Respondent is given forty-eight (48) hours to respond to the complaint in writing. 
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f) The IR committee members will facilitate a discussion between both parties to achieve 
an informal resolution which is acceptable to the Complainant, including the 
acknowledgement of what is required by both parties for a resolution. This includes, but is 
not limited to, the Respondent’s clarification on the matter,  apology, commitment to stop 
engaging in prohibited conduct defined in the SEAH policy, participation in a SEAH training 
or workshop assignment, a mutual agreement of minimal contact between parties, and/or 
counseling consultation. 

g) The Complainant may choose for the IR Committee to meet separately with the Respondent 
to explain the Complainant's concerns, the specific conduct in question, its impact , and 
request them to stop such behaviour. In such instances, the IR committee will meet again 
with the Complainant to inform them of the Respondent's response and discuss next steps 
to resolve the issue. 

h) The IR committee members ensure that a confidential record is kept in writing. No electronic 
recording will be made during the IR process.  

i) The Respondent’s failure to comply with the provision of the IR process may result in 
disciplinary action, up to and including termination of employment. 

j) If it is determined that the behavior violates this policy, the HR & Support Services 
Administrator issues and files a warning letter to the Respondent. 

k)  The HR Admin follows up on the agreements made after the outcome of the complaints 
mechanism to ensure that the behaviour has stopped. 

 
The informal process of addressing this complaint shall be done within 5 working days after the 
complaint has been made. 

Either the Complainant or the Respondent has the right to withdraw from the informal resolution 
process and resume the formal resolution process at any point.  
 
Both the Complainant and the Respondent can agree to settle the complaint by recourse to 
conciliation or mediation through the CCCCCs.  
 
Proceedings of the conciliation or mediation and positions taken by the Complainant and the 
Respondent during proceedings shall be confidential and without prejudice to the rights of the 
complainant and the respondent.  

ii. Formal Resolution: 

If the Complainant or respondent wishes to have the matter formally resolved or if the informal 
resolution has not yielded a satisfactory outcome for the Complainant, the following 
procedures apply: 
 

a) Upon receipt of a complaint, the HR & Support Services Administrator shall notify 
CCCCC’s Executive Director and Legal Advisor within 3 working days. 
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b. All complaints shall be reviewed and investigated by the HR & Support Services 
Administrator or designate within fourteen (14) days of the SEAH claim being lodged. 
The HR & Support Services Administrator must be an impartial, neutral, unbiased, 
and credible party.  All investigations will be handled in a confidential, prompt, fair, 
and impartial manner. 
 

c. The HR Administrator or designate will perform the following tasks: 
• Interview the complainant(s) separately. 
• Interview other relevant third parties (e.g. witnesses) separately 
• Examine any documentation provided and conduct its own research to clarify, 

expand, or verify the information received 
• Document the level of harm, the degree of threat, and the level of responsibility 

accepted by the Respondent.  
 
The Human Resources Administrator will produce a report detailing the investigations, findings 
and recommendations to the Executive Director and Legal Advisor on the outcome of the 
investigation, including the stated offence and evidence. These parties shall decide whether or 
not a SEAH violation occurred and recommend a course of action. 
 

9. The Investigation Phrase 

The Executive Director and Legal Advisor will review the investigative report and advise both the 
complainant and the Respondent via the HR and SS Administrator of the outcome of the 
investigation and recommended action. 

a) No Evidence Found: If there is no evidence of sexual exploitation, abuse, or 
harassment, the HR Administrator (or designate) shall inform the complainant in 
writing, providing the reasons for this conclusion. In such cases, no further action 
shall be taken by the CCCCC. 

b) Inconclusive or Non-Violent Conduct: If the investigation is inconclusive or it is 
determined that no policy violation occurred, but conduct was potentially 
problematic, the CCCCC may implement appropriate preventive measures. 

c) Evidence Found: If the investigation determines that an alleged incident of SEAH has 
occurred, the HR & Support Services (SS) Administrator will formally notify the 
Respondent in writing. The HR & SS Administrator will formally write a letter to the 
Respondent providing details of the incident of sexual misconduct and include all 
supporting evidence.   

i. The Respondent will be required to submit a “show cause letter” to explain or 
justify their actions. They must provide this response within seven (7) working 



15 

 

days, explaining why they should not face disciplinary action or be brought 
before a disciplinary tribunal. 

ii. The HR & SS Administrator, Executive Director, and Legal Advisor will review 
the “show cause” response. 

• If the matter warrants a disciplinary hearing, the Respondent will be 
granted seven (7) working days to prepare. 
 

• If the incident does not warrant a full hearing, the HR & SS 
Administrator may suggest an informal process and will file a report of 
the incident regarding the Respondent. 

Interim Measures  

To ensure the safety of all parties and the integrity of the process, the CCCCC may separate the 
Complainant and the Respondent during an investigation. Measures may include internally 
transferring the Respondent, assigning them to remote work, or placing them on paid 
administrative leave. These actions are taken to prevent potential harm or interference with the 
investigation. 

10. The Disciplinary Hearing Phase 

i. Committee Composition and Authority 

If the matter is referred to a disciplinary hearing, it shall be heard by a Tribunal Committee 
appointed by the Executive Director. The committee consists of: 

• A senior representative from the Executive Leadership Team; 

• A senior representative from the Senior Leadership Team; and 

• A peer from a different department. 

The Committee must be gender balanced. Its findings are binding, though the Respondent 
maintains the right to appeal to the Executive Director, whose final decision shall be conclusive.  

ii. Preparation Period 

The Respondent will be granted seven (7) working days from the date of notification to prepare 
their case and organize any supporting evidence.  
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iii. Hearing Conduct 

The HR & SS Administrator (or designate) will brief the Tribunal Committee on the incident. During 
the proceedings, HR acts as the Secretariat, providing administrative support and note -taking 
only. The Committee will: 

• Review all provided evidence; and 

• Interview the Complainant, the Respondent, and any available witnesses.  

iv. Findings and Recommendations 

Upon conclusion of the review, the Tribunal Committee will submit a formal written report of their 
findings and recommended follow-up actions. This report is submitted to the Executive Director 
via the HR Administrator. 

a. The Executive Director reviews the recommendation of the Tribunal Committee and 
decides either:  

• Termination of employment  

• Return the case of the Tribunal Committee on procedural grounds  

• Impose a sanction, which may include but is not limited to, suspension, demotion 
in rank, suspension without pay, or denial of increment; or  

• Dismissal of the case, if no violation was found to have occurred  

v. Notification and Appeals 
b. The HR & Support Services Administrator will formally notify the Complainant and the 

Respondent of the resulting outcome of the hearing.  
 

c. The Respondent has the right to appeal within 14 working days of receiving the 
outcome.  

 
i. If the Respondent does not lodge an appeal within the specified 

timeframe, the resulting outcome is final.  
ii. Appeals are heard directly by the Executive Director, who will consult 

with the Legal Advisor as necessary to ensure legal compliance and 
fairness. 

iii. The Executive Director will issue a conclusive decision based on a 
comprehensive review of all documentation and evidence presented. 
This decision is final and binding for all parties. 
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11. Complaints against HR 

To ensure impartiality, all complaints involving the HR & Support Services Administrator or any 
member of the HR Unit must follow this alternative procedure. The complainant should submit 
their complaint in writing directly to the Executive Director (ED).  The Executive Director, in 
consultation with the Legal Advisor of the CCCCC, will determine the appropriate manner of 
investigation and resolution. 

12. Complaints against the Executive Director 

If a complaint concerns the Executive Director, the Administrator will forward it directly to the 
Chair of the Board of Governors. The Ethics Subcommittee will address all complaints 
promptly, conducting either an internal investigation or hiring an external party to ensure a fair 
and timely review. If a violation is confirmed, the Subcommittee will recommend appropriate 
disciplinary action to the Chair of the Board of Governors for actioning. 

13. Post-Resolution Monitoring 

Follow-up and Verification 
 
The HR & Support Services Administrator is responsible for post-resolution monitoring. This 
includes verifying that: 
 

• All recommended disciplinary or preventive actions have been fully implemented. 
• The unwelcome behaviour has completely ceased. 
• The Complainant is satisfied with the outcome and the support provided. 

 
Documentation and Confidentiality 
 
The Human Resource Unit will maintain a comprehensive record of all actions taken throughout 
the process. To protect the privacy and reputation of all parties, all records concerning SEAH 
matters shall be kept strictly confidential and stored in a secure location accessible only to 
authorized personnel. 

14. Consultation and Advisory Services 

Any stakeholder—including complainants, third parties, or individuals concerned that their 
conduct may be at fault or the subject of criticism—may seek confidential advice from the Social 
Inclusion and Gender Specialist. This includes discussions regarding sexual exploitation, assault, 
or harassment, regardless of whether sexual misconduct has actually occurred.  
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As such, consultations remain strictly confidential. The Social Inclusion and Gender Specialist 
shall not disclose information obtained or shared in a consultation with anyone unless the 
expressed permission of the person who provided the information has been secured. 
 
In addition to advisory services, CCCCC provides comprehensive medical and psychosocial 
support to anyone affected by sexual exploitation, abuse, or harassment. This includes immediate 
access to healthcare and professional counseling services designed to prioritize the survivor's well-
being and recovery. These support services are provided at no cost to the individual and remain 
strictly confidential, regardless of whether a formal complaint is ever filed 

15. Reporting Violations 

All stakeholders are encouraged to report any form of sexual exploitation, abuse, 
discrimination, or harassment through the CCCCC’s Complaints mechanism. 
 
In line with the  Whistleblowing and Protection Against Retaliation Policy, CCCCC remains 
committed to safeguarding all individuals who come forward from any form of reprisal.  
 
It is important to note that using CCCCC’s internal reporting channels and complaint 
mechanism does not prevent staff, project personnel, consultants, and other stakeholders 
from also seeking recourse through external legal or regulatory bodies.  

16. External complaints mechanisms 

Any individual, including employees and stakeholders, who has experienced SEAH may pursue a 
complaint externally through the Belizean legal system or the jurisdiction where the incident 
occurred. The Human Resources Unit is available to provide referral guidance to those seeking 
external legal recourse. 

17. Retaliation 

CCCCC strictly prohibits retaliation. No individual shall face hardship, loss of benefits, or any 
penalty for: 
 

• Filing or responding to a good-faith complaint of discrimination or harassment. 
• Participating as a witness in an ongoing inquiry. 
• Serving as an investigator of a complaint. 

 
Lodging a genuine, bona fide complaint will not be used against the complainant or have an 
adverse impact on the individual's employment status.  
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Retaliation against a complainant is a violation of this policy. An individual shall not victimize 
or threaten another on the ground that an individual –  

i. has made, or proposes to make, a complaint under this Policy;  
ii. has furnished or proposes to furnish any information, document, or testimony; 

iii. is exercising or performing any power or function under this Policy;  
iv. has made in good faith an allegation that a person has engaged in conduct 

prohibited under this Act. 

18. Abuse of this Policy 

Filing or colluding to submit a malicious complaint is an abuse of this policy and constitutes a 
violation. To protect the rights of all parties, CCCCC strictly upholds the principle of due process; 
a thorough investigation is essential to confirming any policy breach. Anyone found to have 
submitted a false claim or violated these standards will be subject to disciplinary action.  

19. Penalties for Violation 

In accordance with the CCCCC’s Staff Rules and Regulations and Prohibited Practices, 
disciplinary actions will be proportionate to the severity of the offense. These may include a verbal 
or written reprimand, suspension, or termination of employment or contractual services. 

Penalties will be determined based on: 

• The severity, frequency, and pervasiveness of the conduct; 
• The history of complaints involving the respondent or complainant; and 
• The quality of evidence, including firsthand knowledge and credible corroboration. 

CCCCS is committed to applying effective sanctions to ensure that sexual exploitation, abuse, or 
harassment,  is never treated as trivial. In cases involving physical violence or other egregious 
misconduct, the harasser will face immediate dismissal. 

Managers and supervisors are strictly required to report any known harassment or retaliation to 
the  Human Resources & Support Services Administrator, the Executive Director, or the Chair of 
the Ethics Sub-Committee, where applicable. Failure to report such misconduct immediately is a 
violation of this policy and will result in grievance and disciplinary action. 

Every complaint will be handled with the utmost respect and confidentiality. CCCCC guarantees 
that no individual will be victimized or penalized for filing a report. 
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20. Consensual Romantic or Sexual Relationships 

The CCCCC strongly discourages romantic or sexual relationships between employees. This 
restriction applies especially when a direct or indirect reporting line exists. Such relationships 
create inherent conflicts of interest, compromise professional judgment, and jeopardize the 
validity of consent due to power imbalances. They also risk creating a hostile work environment 
characterized by perceived bias, favoritism, intimidation, or exploitation. 

If a romantic or sexual relationship develops between staff members, both parties must 
immediately declare it to the Head of the Human Resources Unit. HR will evaluate the reporting 
structure to mitigate potential conflicts. Failure to declare a consensual relationship that has led 
to a SEAH complaint constitutes a violation of this policy.  

CCCCC strictly prohibits retaliation against any individual who raises a good-faith concern 
regarding an undeclared or problematic workplace relationship. 

21. Reporting 

By June 30th of the subsequent year, the Human Resources Administrator will compile an annual 
report detailing all workplace sexual exploitation, abuse, and harassment (SEAH) incidents from 
the previous calendar year. This report will be submitted to the Executive Director for formal 
record-keeping and tracking purposes. 

22. Implementation of this policy 

The Human Resource Unit will ensure that this policy is widely disseminated to all relevant 
persons. It is the responsibility of the Human Resource Unit and every Supervisor to ensure that 
all employees, contractors, interns, associates, and third parties are aware of this policy.  

23. Monitoring and Evaluation 

The CCCCC recognizes the importance of monitoring this policy and will ensure to evaluate the 
effectiveness of this policy. The CCCCC reserves the right to make any changes to this policy as 
needed in consultation with staff. 

24. Policy Revision and Administration 

The Human Resources Unit is responsible for the administration, review, interpretation, and 
application of this Policy. A regular review of this Policy, as directed by the Executive Director, 
shall be conducted no less than every three (3) years or as required, to ensure functional 
compliance and maintain alignment with international best practice. 
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25. Linkages 

• CCCCC Staff Regulations and Rules  
• Code of Conduct Policy 
• Complaints Policy  
• Discipline Policy  
• Gender Policy 
• Labour Laws of Belize  
• Procurement Manual 
• Respectful Workplace Harassment and Violence Policy  
• Whistleblower Protection Policy 
• Grievance Redress Mechanism (GRM) 


