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Statement of intent

Bright Futures School has implemented this policy to assist with recruitment and
employee selection. It outlines the school’s recruitment procedure and how the school
ensures safer recruitment is considered at all levels of the recruitment process.

The safety and protection of the school’s students is always at the forefront of the
school’s concerns, which is why this policy aims to embed a robust safeguarding
culture into the recruitment practices of the school.
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1.

Legal framework

This policy has due regard to all relevant legislation including, but not limited to, the
following:
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Rehabilitation of Offenders Act 1974

Children Act 1989

Education Act 2002

Sexual Offences Act 2003

Children Act 2004

Safeguarding Vulnerable Groups Act 2006

Education and Skills Act 2008

The School Staffing (England) Regulations 2009

Equality Act 2010

The Education (School Teachers' Appraisal) (England) Regulations 2012 (as
amended)

The UK General Data Protection Regulation (UK GDPR (General Data
Protection Regulations))

Data Protection Act 2018

Amendments to the Exceptions Order 1975, 2013 and 2020

This policy has due regard to guidance including, but not limited to, the following:
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DfE (Department for Education) (2020) ‘Governance handbook’

DfE (2021) ‘Staffing and employment advice for schools’

DfE (2022) 'ID checking guidelines for standard/enhanced DBS check
applications from 1 July 2021

DfE (2021) 'Right to work checks: employing EU, EEA, and Swiss citizens'’

DfE (2023) ‘Keeping children safe in education 2023’ (KCSIE)

DfE (2022) 'Recruit teachers from overseas’

Disclosure & Barring Service (2018) 'Regulated activity with children in England’
Home Office (2022) 'Employer’s guide to right to work checks’

Safer Recruitment Consortium (2022) ‘Guidance for safer working practice for
those working with children and young people in education settings’

This policy operates in conjunction with the following school policies:
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Child Protection and Safeguarding Policy
Complaints Procedures Policy
Disciplinary Policy and Procedure

Data Protection Policy

Equality & Diversity Policy

Staff Code of Conduct
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2. Definitions
“Regulated activity” includes:

1 Being responsible, on a regular basis in a school or college, for teaching,
training, instructing, caring for or supervising children if the person is
unsupervised, or providing advice or guidance on physical, emotional, or
educational wellbeing, or driving a vehicle only for children.

1 Working for a limited range of establishments (known as ‘specified places,’
which include schools and colleges), or in connection with the purposes of the
establishment, with the opportunity for contact with children, but not including
work undertaken by supervised volunteers.

1 Engaging in intimate or personal care or healthcare or any overnight activity,
even if this happens only once.

Regulated activities do not include:

1 Paid work in specified places which is occasional and temporary and does not
involve teaching or training.

1 Supervised activities which are paid in non-specified settings.

1 A supervised volunteer who regularly teaches or looks after children.

“Teaching role” refers to a role involving planning and preparing lessons and courses
for students; delivering lessons to students; and assessing and reporting on the
development, progress, and attainment of students. These activities are not teaching
work for the purposes of KCSIE if the person carrying out the activity does so (other
than for the purposes of induction) subject to the direction and supervision of a
qualified teacher or other person nominated by the headteacher to provide such
direction and supervision.

A "standard DBS" provides information about convictions, cautions, reprimands, and
warnings held on the Police National Computer, regardless of whether they are spent
under the Rehabilitation of Offenders Act 1974. The law allows for certain old and
minor matters to be filtered out.

An “enhanced DBS (Disclosure and Barring Service)” provides the same information
as the standard DBS, plus any additional information, e.g., interviews and allegations,
held by the police which a chief officer reasonably believes to be relevant and
considers ought to be disclosed.

An “enhanced DBS with barred list check” check is required for when people are
working or seeking to work in regulated activity with children. This check allows for
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additional checks to be made as to whether the person appears on the children’s
barred list.

The “children’s barred list” is a list maintained by the DBS which covers individuals
who are unsuitable to work with children and vulnerable adults. In addition, where an
enhanced DBS including a barred list check is obtained, the certificate will also detail
whether the candidate is subject to a direction under section 128 of the Education and
Skills Act 2008 or section 167A of the Education Act 2002.

A "section 128 check” provides for the Secretary of State to direct that a person may
be prohibited or restricted from participating in the management of an independent
school (which includes academies and free schools). A person prohibited under section
128 is also disqualified from holding or continuing to hold office as a governor of a
maintained school.

“Safer recruitment” is the safeguarding and protection of students during the
recruitment and selection process. Its overadll purpose is to help identify and deter or
reject individuals who are deemed to be at risk of abusing children.

3. Roles and responsibilities
The governance team is responsible for:

1 Agreeing and monitoring effective policies to ensure recruitment at the school
is in accordance with the legislation outlined above.

1 Ensuring that staff recruitment is as safe as possible, as well as fair and
compliant with the relevant legislation.

1 Ensuring appropriate checks have been carried out on staff, volunteers,
contractors, and agency workers working within the school.

1 Appointing an appropriate recruitment panel.

1 Ensuring that all recruitment panel members are aware of and consider
unconscious bias before the selection process begins.

1 Ensuring that at least one member of the recruitment panel has undergone
safer recruitment training.

1 Ensuring that all members of the recruitment panel understand their role, i.e.,
advisory or decision making.

1 Monitoring the advertising of vacancies, assessing how they are being
advertised and whether the adverts are maximising all opportunities to attract
the appropriate candidates.

1 Benchmarking the success of any advertising methods used, as well as the
overall success of the recruitment process.

1 Ensuring a member of the team is on the recruitment panel for a new
headteacher.
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1 Ensuring that all members of the recruitment panel are familiar with their
obligations with regards to safer recruitment, as set out in KCSIE.

1 Monitoring the school's SCR to ensure that the necessary vetting checks for
employees are carried out.

1 Ensuring that equal opportunities are established and implemented
throughout the recruitment process.

1 Ensuring that the salary of the successful candidate is determined.

1 Accommodating the needs of new employees and making reasonable
adjustments when necessary.

1 Ensuring that the DPO reviews this policy and that any recruitment data that
is kept is in accordance with the Records Management Policy.

1 Ensuring that they have the skills to carry out effective selection processes,
including knowing when and how to request references.

1 Establishing a recruitment panel including at least one individual who has
completed safer recruitment training within the past five years.

The recruitment panel is responsible for:

1 Creating the advert and ensuring it meets all the necessary requirements.

1 Shortlisting the potential candidates with the aim of reducing the application
field and identifying those with the potential to effectively undertake the role.

1 Appropriately delegating responsibility for recruitment to the headteacher.

1 Ensuring that the interview addresses leadership ability, team working skills,
integrity, understanding of the school’s ethos and vision, and why the candidate
believes they would be a good fit for the school.

1 Ensuring that the interview addresses safeguarding practices.

1 Ensuring that the interview addresses the candidate’s motivation, reasons for
being interested in joining the school, and attitude to working with children.

1 Appointing an appointing officer who will be responsible for the entire
management of the recruitment process.

1 Agreeing with the successful candidate when other members of the school
community will be informed about their appointment, including staff members
and parents.

1 Ensuring that references have been received where requested.

1 Ensuring that all references for a shortlisted candidate are obtained after
interview, properly scrutinised, and that information is not contradictory,
unclear, or incomplete, with clarification requested when appropriate.

1 Asking previous employers of new staff members whether the individual has
been subject to capability procedures in the previous two years.

1 Where possible, ensuring that the shortlisting panel and interviewing panel are
comprised of the same people.
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