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SAFER RECRUITMENT POLICY

Context

Safer recruitment is an important part of safeguarding children. This policy outlines the steps we can take to try to ensure that the people who are employed by the school’s governors are safe to work with children and young people.

This policy is written in line with the DfE guidance document ‘Keeping Children Safe in Education’ (2016) and is compliant with statutory guidance ‘Working Together to Safeguard Children’ (2015). It also takes into account the recommendations for schools following the Bichard Inquiry Report(2004).
Recommendation 16:
· Head teachers and school governors should receive training on how to ensure that interviews to appoint staff reflect the importance of safeguarding children.
Recommendation 17:
· From a date to be agreed, no interview panel to appoint staff working in schools and colleges should be convened without at least one member being properly trained.
Safer recruitment has key elements which are:

· Robust recruitment and selection processes;

· Relevant vetting and checking processes;

· A robust induction;

· A good training infrastructure.

Purpose

The aims of safer recruitment are:

· To prevent unsuitable people working with children, young people and vulnerable adults;

· To promote safe practices and challenge poor or unsafe practice;

· To enable prompt and appropriate responses to concerns about a child's welfare;
Having a safe culture is a key part of safeguarding - we do this by:
· Having effective recruitment including the undertaking of full pre-employment checks i.e. DBS, evidence of identity, evidence of eligibility to work in the UK (if appropriate), two satisfactory references, proof of qualifications (if necessary for the post), job application form and health statement. Furthermore, recruitment documents outline our commitment to safeguarding children. 

· Follow Local Authority guidelines regarding Safer Recruitment

· Having effective induction, training, mentoring and supervision processes;

· Ensuring that there is an awareness and understanding of safeguarding;

· Having open and transparent practice;

· Having clear procedures for reporting concerns or issues;

· Having a clear reporting structure so that people understand and know who to contact and where to get help;

· Having open and agreed standards of behaviour and a code of conduct;

· Having robust policies and procedures regarding safeguarding children and young people;

· Having a commitment to safeguarding children and young people, and put safeguarding high on everyone's agenda;
· Keeping an open mind.

Appendix A outlines the procedure implemented at Newchurch to ensure the safe recruitment of staff and governors.
Role Responsibility
· Governors
· Establish this policy

· Monitor and review the effectiveness of this policy

· Be familiar with DCSF guidance on Safer Recruitment
· Headteacher

· Ensure structures are in place to support the effective implementation of this policy

· Consult on this policy

· To complete Safer Recruitment Training

· To develop and maintain school’s recruitment procedures

· To ensure vetting and checking processes are in place
· Interview Panels 
· To ensure child protection is central to the interview process
· To ensure that at least one person trained in Safer Recruitment is on the interview panel

· Administration

·  To ensure vetting and checking processes are followed
· All Staff
·  To follow child protection policies and procedures
Arrangements for Monitoring and Evaluation
· Administration - cross-references “Single Central Record of Recruitment and Vetting Checks” with staff salary list and volunteer list
· Governors’ Personnel Committee - review vetting and checking processes

· Governors’ Curriculum Committee -  review Safeguarding policies and procedures

Appendix A
Safer Selection
· Plan for a range of selection tools to be used – not just an interview
· Explore motives/attitudes as well as skills and experience
· Assessors should be well briefed or trained
· Assess interaction with others – role plays, group exercises
· Appropriate involvement of children
Interviews

· At least two people should be on the interview panel, one of which has had safer recruitment training
· Structured questions and criteria previously agreed
· Probe gaps, frequent changes in employment, vagueness 
or areas of concern
· Ask about attitudes towards children and child protection and where appropriate motives for working with children
· Avoid hypothetical questions and seek positive examples or evidence
· Give and receive information
· Clearly document your decisions
· Beware of prejudices and discrimination
Making decisions using selection criteria and indicators
· Based on the Person Specification
· Indicators – what would you expect a good candidate to say? 
· Guide not a tick box
· Bespoke to the position
· Use to make decisions and clarify why someone is suitable or unsuitable for appointment
· Review regularly
Areas of potential concern

· No understanding or appreciation of children’s needs
· Wanting role to meet own needs at the expense of children’s
· Inappropriate language when talking about children
· Expression of views that are extreme or do not support safeguarding
· Unclear boundaries with children
· Vagueness about experiences and gaps or unable to provide any examples to support what they tell you
· Maverick – non rule-following, unwilling to work with others
Pre-appointment Checks
A conditional offer of employment can be made pending the following:

· Identity - including DOB
· Eligibility to work in the UK
· DBS Barred List (replaced List 99 & PoCA list in 2009)
· Enhanced DBS check
· That those in ‘teaching work’ are not subject to a prohibition order or interim prohibition order
· S128 Prohibition from management (independent / free schools / academies only) 
· Qualifications
· Status: QTS, HCPC, disqualified from EY / later years childcare, etc
· Overseas checks (may include EEA list / overseas criminal certificates / overseas references)
Relevance of Criminal Records
When assessing an applicant’s criminal history, consider the offence in terms of:

· Nature, seriousness and relevance
· How long ago it occurred
· Whether it was a one-off or part of a history
· Circumstances of it being committed
· Changes in applicant’s personal circumstances
· Country of conviction
· Decriminalisation
It is unlawful to take offences that are ‘protected’ into account.


