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Values Statement

At Deal Parochial Primary School the curriculum is firmly rooted in its Christian foundation: enabling every child to grow spiritually and emotionally; fostering imagination and a deep sense of personal identity and self-worth; providing guidance through the loving example of Jesus Christ.

Mission Statement

Our hope is that each child at Deal Parochial Primary School will develop an appetite for learning that will endure throughout their lives. To achieve this, the curriculum will need to motivate and excite children so that they engage fully in learning, cultivate positive attitudes and relationships, make good progress and fulfil their true potential – being the best that I can be.
INTRODUCTION

The purpose of this policy is to set out the minimum requirements of a recruitment process that aims to:

· attract the best possible applicants to vacancies;

· deter prospective applicants who are unsuitable for work with children or young people;

· identify and reject applicants who are unsuitable for work with children and young people.

AIMS

Deal Parochial Primary School (DPPS) is committed to safeguarding and promoting the welfare of children and young people. All staff and volunteers are expected to share this commitment. 

The purpose of this policy is to provide an aid-memoir outlining the key safer recruitment procedures outlined in ‘Safeguarding and safer recruitment in education’ DCSF 2007.  

Recruitment at Deal Parochial  is made safer by carrying out the following procedures:
Step 1 – Planning Recruitment

1. As soon as the need for recruitment is established, a recruitment panel should be formed containing at least one senior member of staff/ Governor who has undertaken Safer Recruitment Training.

2. A timetable for recruitment should be created allowing sufficient time to make all the relevant checks at each stage of the selection process.

Step 2 – Job Description & Person Specification

The job description and Person Specification should make reference to safeguarding and pupil welfare responsibilities and the need for a CRB check.

Step 3 – Advertisement 

The Advertisement will contain reference to the schools commitment to safer recruitment and that all appointments will be subject to a successful CRB check being obtained.
Step 4 – Candidate Pack

1. The candidate pack will include a copy of this policy, the school code of practice for staff and a copy of the child protection policy.

2. Candidates will be asked to use a standard KCC application form, containing: full and former names, DOB, current address, NI number, DCSF number, academic/ vocational qualifications, full chronological employment history (disclosing any gaps and reasons for leaving). Personal CVs will not be accepted.
Step 5 – Selection

A short-listing grid will be used to assess the extent each candidate meets the person specification. However, the panel will also scrutinise the application forms for breaks in service, reasons for leaving etc. Suspicious gaps would not automatically bar a candidate from short-listing but the panel would make further checks, including supplementary interview questions and/or requests for clarification from the candidate prior to the interview.

Step 6 – Notification of interview

1. In the invitation to interview letter candidates will be asked to bring 2 forms of ID, including driver’s licence and/or passport and 2 proofs of address e.g. utility bill, proof of entitlement to work in UK (if not UK citizen).

2. Candidates will be asked to bring certificates of qualifications relevant to the post.

3. Candidates should provide evidence of their right to work / be in the UK if they are a foreign national.

4. Candidates will be informed that references will be taken prior to interview.

Step 7 – Taking References

1. Two references will be taken prior to interview using the school’s reference form which includes specific safeguarding and suitability to work with young people questions. 
2. References will be sought directly from the referee. References or testimonials provided by the candidate will never be accepted.

3. Where necessary, referees will be contacted by telephone or e mail in order to clarify any anomalies or discrepancies. A detailed written note will be kept of such exchanges.

4. Where necessary, previous employers who have not been named as referees will be contacted in order to clarify any anomalies or discrepancies. A detailed written note will be kept of such exchanges.
5. Initial telephone references will be obtained in appropriate instances to avoid a delay in the recruitment process, or followed up after the interview. A detailed written note will be kept of such exchanges.
6. Should references contain disciplinary information or safeguarding concerns omitted by the candidate, the invitation to interview will be withdrawn.

7. The selection panel will have access to the references prior to the interview and may ask supplementary questions about information contained within them.

Step 8 – The selection process

1. A range of selection tools will be used, depending on the nature of the post. These may include: formal interview (every appointment), role-play, presentations, group exercises, written exercises, lesson observation, informal meeting with staff, interview with school council etc. 

2. The formal interview will contain a range of safeguarding questions, with supplementary questions used to further assess a candidates understanding/ motivations and reasoning regarding safeguarding issues. 

3. Supplementary interview questions may relate to concerns/ queries about information given in initial application.

Step 9 – Making a conditional offer

1. Once a candidate has been selected, a conditional offer will be made based on the following background checks: References (checked prior to interview), verification of identity, DCSF List 99 check, ISA registration when it goes live, CRB disclosure (carried out by school), Medical Fitness disclosure, criminal record self-disclosure (although declaration of spent convictions will not automatically bar a candidate), verification of qualifications and professional status. 

2. For non-UK residents, CRB disclosures alone will not be sufficient and additional checks will be sought from the candidate’s country of origin.

3. Above checks will be carried out before the successful candidate is allowed to begin work.

Responsibilities

Responsibility for the day to day implementation of this policy lies with the school’s office staff. However ultimate accountability lies with the Headteacher and Chair of Governors. It is the responsibility of every adult working in the school who invites volunteers into school to inform office staff so that they can ensure that the relevant checks are carried out.

Supply and Temporary Staff

1. Supply teachers and temporary staff are subject to the same level of vigilance.

2. Supply agencies must provide evidence that all safeguarding checks have been completed.

3. Where a supply teacher is employed by the school directly, a new CRB check will be completed prior to the teacher working within the school.

Volunteers

1. DPPS values volunteers and encourages parents to become involved in supporting the school.

2. Any parent/ carer/ sports coach etc with access to children, without direct supervision from a member of staff will be subject to an enhanced CRB check. This will be carried out prior to the volunteer working unsupervised with children.

3. The visitors’ badges must be worn by any volunteers working in school. 

4. All volunteers will be signposted to the school code of practice for staff  which outlines guidelines for working with children in school.

Induction

1. All new staff will receive safeguarding induction training in the form of a pack including ‘Guidance for Safer Working Practice for Adults who work with Children and Young People in Education Settings’ and copies of all the school safeguarding policies. 

2. Where appropriate a probation period will be served prior to permanent employment being offered.

Conclusion
Although DPPS is committed to safer recruitment procedures, the school must continue being vigilant after a member of staff/ volunteer has started working within the school and staff must know the procedures and channels open should concerns arise (See Whistle Blowing Policy & Child Protection Policy). 
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