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Document 2
“Safeguarding Children and Safer Recruitment in Education”
Recruitment of Headteachers
All recruitment to posts in schools must be carried out in accordance with “Safeguarding Children and Safer Recruitment in Education” (04217-2006BKT-EN DfES) - chapters 3 and 4 of that guidance explicitly set out what process must be followed.  
1.  From the 1st January 2010, in line with the DCSF good practice guidance, it is mandatory that at least one governor on the selection panel has completed accredited safer recruitment training. This training is hosted by Children's Workforce Development Council (CWDC) and is also provided as face to face training in Wiltshire by the Local Safeguarding Children Board (LSCB).  
2. The School’s Recruitment and Selection Policy should contain the statement “…is committed to safeguarding and protecting the welfare of children and young people and expects all staff and volunteers to share this commitment.”
3. This statement should be included in publicity about jobs: advertisements, recruitment web-sites, pack to enquirers, person specification, job description and induction training. These should also make clear that the post is subject to an enhanced disclosure through the Criminal Records Bureau and that the post is not exempt from the Rehabilitation of Offenders Act 1974. Therefore all convictions, including those usually considered spent, must be declared.

4. The job description must make reference to the responsibility for safeguarding and promoting the welfare of children.

5. The person specification should include specific reference to suitability to work with children. It should be explained how these requirements will be tested and assessed in the selection process that any interview process will also explore issues relating to safeguarding and promoting the welfare of children

6. The pack must contain the Safeguarding Children Policy Statement
7. Local Authority application forms must be used: it is not acceptable practice to accept CVs.
8. Requests for references must ask specifically about candidates’ suitability to work with children and references should be obtained before the interview.

9. References must give details of any allegations or concerns relating to safeguarding and promoting the welfare of children and the outcome of these (i.e. including where nothing was proved and no further action taken)

10. The interview must explore issues relating to safeguarding and promoting the welfare of children:-
· Motivation and suitability to work with children
· Ability to form and maintain appropriate relationships and personal boundaries with children
· Emotional resilience in working with challenging behaviours
· Attitudes to use of authority
· Candidates should be asked if they wish to declare anything in the light of the requirement for a CRB Disclosure.
11. Governors have a responsibility to obtain and scrutinise comprehensive information from applicants, in particular employment history and satisfactorily resolve any discrepancies or anomalies e.g. gaps in career, including repeated changes for no obvious reason (i.e. not promotion) and any change from permanent to supply work, needs to be explored and verified at interview. Where relevant they should also check the candidate’s right to work in the United Kingdom.
12. On the interview day all candidates must produce 

12.1. Documentary evidence of identity:
· a photographic current driving licence, 

· or a current passport

· or a full birth certificate, together with a document such as a utility bill or financial statement which shows current name and address (note: A Council Tax bill is not usually satisfactory as it can be almost a whole year out of date.) 

· documentary evidence of all changes of name

12.2. Documentary evidence of educational, vocational and professional qualifications that are a legal requirement for the post, including Qualified Teacher Status, registration with the GTC, and NPQH which is compulsory for all first time Headteachers. If the candidate cannot produce original or certified copies, written confirmation of relevant qualifications must be obtained from the awarding body.

    NB Lorraine Nowlan, HR Business Partner Children & Education, has provided the following advice: 

The checks at 12 are a simple list which cover the basics - the reality of what documentation is acceptable as proof of identity (in combinations of documents) before confirming an offer are somewhat more complicated especially for non-EU/Swiss nationals under changes to the UK Border Agency licence arrangements but perhaps this would be better covered off in your planned training. As Wiltshire schools do their own recruitment under delegation it is not an area that HR currently provides schools with any written guidance on at present. We plan to address this in our Schools Model HR Policy & Procedure refreshing/updating into 2010.
13. With the exception of CRB Disclosures, the checks must be completed before the offer of an appointment. In the case of CRB Disclosures, the certificate must be obtained before, or as soon as practicable after, appointment. Photocopies of all the documents should be taken and kept on file

14. Governors should verify that the candidate has the health and physical capacity for the job.

15. In relation to applicants who have worked abroad in the last 5 years. Lorraine Nowlan, HR Business Partner Children & Education, has provided the following advice:-

There is no really helpful advice at the CRB link other than to identify what to mark up on the CRB disclosure application and a very limited list of countries where a contact address is available to obtain letters of good conduct. The link is at:-http://www.crb.gov.uk/guidance/rb_guidance/overseas/overseas_applicants.aspx ) 

The CRB cannot access overseas criminal records or other relevant information as part of its Disclosure service. If we are recruiting people from overseas or who have lived overseas and wish to check their overseas criminal record, a CRB Check will not provide a complete picture of their criminal record and we need to risk assess our options in these scenarios.

Our own HR advice on overseas checks is - to obtain a certificate of good conduct and any other references from potential overseas employees or those that have lived overseas. The standard of police checks varies significantly from country to country. If you wish to establish the standard of a certificate of good conduct or overseas criminal record check, you will need to contact either the authorities in a particular country or their official representative in the UK. Addresses for the relevant authorities can be obtained from the Foreign & Commonwealth Office. It would be wise to add that where any overseas CRB/Good Conduct checking arises for a leadership role it should always be referred to an HR Advisor for confirmation of what steps can be taken to obtain suitable criminal record checks/risk assessing and what would be acceptable.

The ISA website does not replace the CRB Guidance as much of the Registration changes do not apply until November 2010 and these will still include an Enhanced CRB.
N.B. Note from  Deborah Steele Wiltshire LSCB “I must just alert you to the fact that we are expecting a revised version of the DCSF safeguarding and safer recruitment guidance for schools to be published early next year, and you will need to at least review this document in light of whatever revised guidance is issued.  Similarly, you will need to revise it in due course as the Vetting and Barring Act comes into force over the next year”. 
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