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Policy
We establish a safer culture within our organisation by working towards a broad range of considerations. We implement a 5 stage recruitment process to ensure safer recruitment. This policy outlines safer recruitment practices, the recruitment process and steps we consider to keep children safe and allow for a fair process. 
We always check the suitability of people working with the children and ensure robust recruitment procedures are in place.

Procedure
The settings commitment to safeguarding and child protection is clear and explicit at every stage of recruitment. The job advertisement defines the role and will include specific safeguarding responsibilities that are expected within the role. Person specification will include expected experience and attitudes for any applicant to demonstrate including skills, abilities, behaviour, attitude to working, personal values and qualifications. It will also state that these criteria must be met in full before moving on with the recruitment process.  
5 stages of safer recruitment process: 
	Plan
	Assess
	Conduct
	Check
	Maintain

	Plan and prepare for recruiting to deter unsuitable people from applying.
	Assess information supplied during applications. Shortlist candidates for interviews and identify concerns. 
	Conduct an effective interview and complete the selection process.
	Complete all vetting checks and risk assess information that is given to check accountability. 
	Maintain a culture of ongoing vigilance by continually monitoring and supporting staff. 



The Job advertisement adverts include job title, location, length of contract, diversity statement, salary, working hours and start date. It will always state our commitment to safeguarding and protecting children, young people and adults, and explain that a DBS check will be carried out as part of the process.
The job application pack contains the following; job description, person specification, child protection statement, self-disclosure forms, selection process, application form including declarations and a blank reference pro-forma. 

The application form asks for full identification details including current and former names, address and national insurance number. It requests a statement from the applicant to write how they meet each of the requirements set out in the person specifications. Signed declaration at the end stating that; providing false information is an offence and will result in rejection of the applicant, summarily dismissal if selected and possible referral to the police. Denote that the information provided is true and nothing has been omitted. State how their data will be process for recruitment purposed and comply with data protection legislation. 
The selection process ensures that successful candidates seeking to work with children must be able to demonstrate that they; 
•	Have a great degree of resilience
•	Seek to help children 
•	Are self-aware and should be able reflect upon this practice in order to improve it
•	Are open to sharing information and work at a team player
•	Have the courage to take action to protect children from harm.

References will be obtained prior to interviewing the applicant. Then use the reference information to discuss with the applicant. References must be for both professional and character and one must be from the most recent employer. If the most recent employer is not relevant to the role, further references should be obtained. 
The interview process requires candidates to bring documents to prove their identity. These must be original copies. Candidate must sign each piece of information that they have provided even when submitted online. Ensure all on the panel have been given the same brief on what they are required to do and what they are looking for. During the interview, discussion around gaps or changes in employment thoroughly for find solid reasoning. The panel will make careful notes during the interview including specific wording used by the candidate. Staff then assess candidates ability to interact with others by asking them to deliver a short lesson to the children gives an insight into their abilities rather than taking their word for it. We also aim to always include the children in the panel during the group interview to gain their views. 
Shortlisting candidates: Staff must check the accuracy of the information provided by the applicant, changes or gaps in employment with variable reasoning, use job and person specification to shortlist using a grid using a scoring system of 0-3 in each spec. We discard applications where a person scores 0 in any of the areas, then rank the remaining applicants highest first.
Induction process aims to assess an individuals training needs and unique starting points. This process applies to all new staff, volunteers and students. It is not always formal but is always well planned and consistent to ensure everyone is treated fairly and is aware of all information required. This process must;
•	Confirm the code of conduct expected by staff, students and volunteers
•	Provide training and information about the setting including policies and procedures
•	Arrange for individuals to be supported and mentored by an existing member of staff
•	Recognise any concerns about the new member and act on the immediately
•	Enable new members to attend training in child protection and safeguarding
•	Ensure that every individual knows who the designated safeguard lead is. 
•	Acceptable standards of behaviour; discuss code aims, appropriate boundaries including language, physical contact and relationships, signed declaration to adhere.
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