Burnside School Safer Recruitment Policy
Be Safe, Be Smart, Be Kind
1. Introduction & Policy Statement
Burnside Primary School is committed to safeguarding and promoting the welfare of children and young people and expects all staff, governors, and volunteers to share this commitment. 
This policy sets out our commitment to attracting, selecting, and retaining staff who share this ambition. It provides a fair, clear framework that deters, identifies, and rejects candidates who are unsuitable to work with children. 
2. Statutory Framework
This policy complies with:
· Keeping Children Safe in Education (KCSIE) (Department for Education) 
· Working Together to Safeguard Children
· The School Staffing (England) Regulations 2009
· Equality Act 2010
· Data Protection Act 2018 & UK General Data Protection Regulation (UK GDPR)
3. Recruitment & Selection Panel
· At least one member of every interview/selection panel will have successfully completed accredited Safer Recruitment Training.
· The panel will consist of a minimum of two interviewers.
4. Key Stages of the Recruitment Process
4.1 Advertising & Job Descriptions
· Safeguarding Commitment: All job advertisements, candidate packs, and role specs will state: "This school is committed to safeguarding and promoting the welfare of children. Successful candidates will be subject to an enhanced DBS check and satisfactory pre-employment checks." 
· Role Requirements: Job descriptions and person specifications will explicitly define the candidate's responsibilities toward child protection and safeguarding. 
4.2 Application Form
· No CVs Accepted: Candidates must submit a completed standard School Application Form. CVs alone will not be accepted. 
· Information Requested:
· Full employment/education history with exact dates and explanations for any gaps. 
· Contact details for two professional referees (one must be the current/most recent employer). 
· A statement that the post is exempt from the Rehabilitation of Offenders Act 1974.
· Self-Declaration: Shortlisted candidates will complete a confidential self-declaration form regarding any unspent convictions, cautious, or relevant ongoing police investigations. 
4.3 Shortlisting & Online Checks
· Scrutiny: At least two panel members will review all applications against the person specification and document any gaps or anomalies in employment history to probe at interview. 
· Online Due Diligence Search: In line with KCSIE guidelines, online searches (including standard search engine and public social media checks) will be conducted on shortlisted candidates to identify any published information that might indicate unsuitability to work with children. Candidates will be informed of this step-in advance. 
4.4 References
· References will be requested before the interview stage for all shortlisted candidates where possible. 
· Referees will be asked specifically about:
· The candidate’s suitability to work with primary-aged children.
· Any disciplinary warnings or formal safeguarding concerns regarding child welfare. 
· References will be scrutinised upon receipt, and open/generic testimonials (e.g., "To whom it may concern") will not be accepted. Discrepancies will be followed up directly with the referee. 
4.5 Interview & Selection
· Format: Interviews will always be face-to-face (in person or, exceptionally, via video call).
· Safeguarding Questions: Every interview will include specific, scenario-based questions assessing the candidate’s values, attitudes toward children, and understanding of safeguarding responsibilities. 
· Clarification: Any gaps in employment, discrepancies on the application, or matters raised in references or self-declarations will be explicitly addressed during the interview. 
5. Pre-Employment Checks (Conditional Offers)
All job offers remain conditional until the following statutory pre-employment checks are completed and verified:
	Check Required
	Scope & Purpose

	Identity Verification
	Official photo ID and proof of address verified manually or via IDVT.

	DBS & Barred List
	Enhanced Disclosure and Barring Service (DBS) check including a Children's Barred List check for all staff in regulated activity.

	Right to Work in the UK
	Valid passport, share code, or certified verification.

	Prohibition from Teaching
	Verification via the Teaching Regulation Agency (TRA) to ensure the individual is not subject to a teaching prohibition order or sanction.

	Section 128 Check
	Check ensuring the candidate is not barred from management positions (applicable for governors, SLT, and academy/trust roles).

	Qualifications
	Original certificates for mandatory qualifications (e.g., QTS, degree, Early Years certifications).

	Overseas Criminal Checks
	Certificates of good conduct for individuals who have lived/worked abroad for 3+ months in the last 5 years.

	Medical Fitness
	Pre-employment health declaration to verify physical and mental capacity for the role.


6. Agency Staff, Volunteers & Contractors
· Supply / Agency Staff: The school must obtain written confirmation from the agency verifying that all required pre-employment checks (including DBS, prohibition, and references) have been completed. Identity must be verified upon arrival on their first day. 
· Volunteers: Unsupervised volunteers in regulated activity will undergo an Enhanced DBS check with Barred List check. Supervised volunteers will undergo a risk assessment to determine if an Enhanced DBS (without Barred List) is required. 
· Contractors: Third-party contractors operating on site must provide evidence of appropriate DBS checks before accessing areas where children are present.
7. Single Central Record (SCR)
The school maintains a live Single Central Record of recruitment and vetting checks. The SCR contains details for: 
· All staff employed by the school (including teaching assistants and support staff).
· Supply staff and peripatetic staff. 
· Governors and trustees.
· Regular volunteers.
The SCR logs: identity verified, DBS certificate date & number, barred list check, right to work, qualification check, TRA prohibition check, Section 128 check, overseas checks, and who verified the details. 
8. Induction & Ongoing Vigilance
· All new recruits will complete a mandatory safeguarding induction on or before their first day, including Part 1 of Keeping Children Safe in Education, the Child Protection Policy, Whistleblowing Policy, and Code of Conduct. 
· Safer recruitment is an ongoing process. Staff performance, conduct, and suitability are monitored continuously through probation, supervision, and annual appraisals.

9. Monitoring & Governance:
· Policy Review: This policy is reviewed annually by the Headteacher and Governing Body to ensure alignment with statutory updates and school data.
· Staff Training: Ongoing professional development ensures all staff are trained in Safer Recruitment.

