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Safe, Connected, Ready to Learn

Vision

Every interaction is an intervention: safe relationships create successful learners.

Ethos

"Do all the good you can, by all the means you can, in all the ways you can, in all the places you can, at all the times you can, to all the people you can, as long as ever you can." – John Wesley

At Mount School we believe that positive relationships, high expectations and a therapeutic approach create the conditions in which all pupils can succeed.
We are committed to providing a safe, nurturing and inclusive environment where every member of our school community is valued, respected and supported.
Through trauma-informed and restorative practices, we seek to remove barriers to learning and enable pupils to become safe, connected and ready to learn.
Mount School recognises that safeguarding and promoting the welfare of children is everyone's responsibility. Safe recruitment practices form a vital part of the school's safeguarding arrangements and help ensure that unsuitable individuals are prevented from working with children and young people.
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1. Policy Statement
Mount School is committed to safeguarding and promoting the welfare of children and young people and expects all staff, volunteers, contractors and governors to share this commitment.
The school recognises that safer recruitment is a critical component of safeguarding and seeks to ensure that all reasonable steps are taken to prevent unsuitable individuals from working with children.
All recruitment processes will be conducted fairly, consistently and in accordance with relevant legislation, statutory guidance and safeguarding requirements.

2. Aims
This policy aims to:
· Safeguard and promote the welfare of pupils.
· Ensure robust recruitment and selection procedures.
· Prevent unsuitable individuals from working with children.
· Promote equality, fairness and transparency.
· Ensure compliance with legal and regulatory requirements.
· Support a safe and positive school culture.
· Ensure that recruitment decisions are based upon merit and suitability.

3. Legal Framework
This policy has regard to:
· Keeping Learners Safe (Wales)
· Education Act 2002
· Safeguarding Vulnerable Groups Act 2006
· Rehabilitation of Offenders Act 1974 (Exceptions)
· Equality Act 2010
· Data Protection Act 2018
· UK GDPR
· Independent School Standards (Wales) Regulations 2024
· Disclosure and Barring Service requirements

4. Roles and Responsibilities
Principal 
The Principal  has overall responsibility for ensuring that safer recruitment arrangements comply with legal and safeguarding requirements.
The Principal  will:
· Oversee recruitment processes.
· Ensure appropriate checks are completed.
· Ensure safer recruitment practices are followed.
· Support recruitment decisions.

Head of Provision
The Head of Provision is responsible for the day-to-day management of recruitment processes and will:
· Coordinate recruitment activities.
· Participate in shortlisting and interviews.
· Ensure recruitment records are maintained.
· Verify completion of pre-employment checks.
· Ensure safeguarding considerations are central to recruitment decisions.

Interview Panels
Interview panels will:
· Conduct fair and objective assessments.
· Explore safeguarding attitudes and values.
· Verify information provided by candidates.
· Consider suitability to work with children.
Where possible, at least one panel member will have completed recognised Safer Recruitment Training.

5. Commitment to Safer Recruitment
Safer recruitment practices will be applied at every stage of the recruitment process.
This includes:
· Advertising.
· Application forms.
· Shortlisting.
· References.
· Interviews.
· Identity verification.
· DBS checks.
· Qualification checks.
· Right to work checks.
· Induction.
Safeguarding considerations will remain central throughout the recruitment process.

6. Advertising Vacancies
All recruitment advertisements will include the statement:
"Mount School is committed to safeguarding and promoting the welfare of children and young people and expects all staff and volunteers to share this commitment."
Advertisements will clearly describe:
· The role.
· Responsibilities.
· Safeguarding expectations.
· Required qualifications and experience.



7. Application Process
Applicants must complete the school's application process in full.
Curriculum Vitae (CVs) alone will not normally be accepted.
Applicants will be required to provide:
· Full employment history.
· Education and qualifications.
· Details of any gaps in employment.
· Professional references.
· Information relevant to safeguarding suitability.
Incomplete applications may not be considered.

8. Shortlisting
Applications will be assessed against the person specification and job requirements.
The shortlisting process will include consideration of:
· Employment history.
· Unexplained gaps.
· Qualifications.
· Experience.
· Suitability to work with children.
Any concerns identified during shortlisting will be explored during interview.

9. References
A minimum of two references will normally be obtained.
At least one reference should be from the applicant's current or most recent employer.
References will seek information regarding:
· Employment history.
· Suitability to work with children.
· Professional conduct.
· Safeguarding concerns.
· Disciplinary matters where relevant.
Open references or testimonials will not normally be accepted.
References should be obtained and scrutinised prior to appointment wherever possible.

10. Interview Process
Interviews will assess:
· Skills and experience.
· Qualifications.
· Professional competence.
· Values and behaviours.
· Commitment to safeguarding and child welfare.
Interview panels will explore:
· Gaps in employment.
· Previous roles.
· Safeguarding understanding.
· Professional boundaries.
· Attitudes towards working with children.
Identity documents and qualification certificates will be verified during the recruitment process.

11. Pre-Employment Checks
An offer of employment will be conditional upon satisfactory completion of relevant checks.
These may include:
· Identity verification.
· Enhanced DBS checks.
· Barred list checks where applicable.
· Right to work checks.
· Qualification verification.
· Professional registration checks.
· References.
· Medical fitness declaration.
· Overseas checks where applicable.

All teaching staff employed by Mount School must be appropriately registered with the Education Workforce Council (EWC) where required by Welsh legislation. Prior to appointment, the school verifies an applicant's EWC registration status, registration category, and any conditions, restrictions or disciplinary findings recorded against their registration. Where an applicant is required to hold EWC registration but does not yet meet the necessary requirements, they will not undertake regulated teaching duties until registration has been confirmed. The school also checks qualifications, identity, employment history, references, the right to work in the UK, an enhanced Disclosure and Barring Service (DBS) certificate with children's barred list information where applicable, prohibition from teaching status where relevant, overseas criminal record checks where required, medical fitness declarations and any other pre-employment checks required under the Independent School Standards (Wales) Regulations. EWC registration is monitored throughout employment, and staff are required to maintain their registration and immediately notify the Head of Provision of any change to their registration status, fitness to practise, or professional standing.


12. DBS and Barred List Checks
Appropriate DBS checks will be completed in accordance with statutory requirements.
Enhanced DBS checks will normally be required for staff working within the school.
Barred list checks will be undertaken where legally permitted and required.
No individual will commence regulated activity unless appropriate safeguarding checks have been completed.

13. Overseas Checks
Where an individual has lived or worked overseas, additional checks may be required.
These may include:
· Certificates of good conduct.
· Overseas criminal record checks.
· Professional references from overseas employers.
· Verification of employment history.
The school will take reasonable steps to verify suitability where overseas employment or residence has occurred.

14. Online Searches
As part of the recruitment process, online searches may be conducted on shortlisted candidates.
The purpose of such searches is to identify information relevant to:
· Safeguarding.
· Professional conduct.
· Suitability to work with children.
Any information identified through online searches will be considered fairly and proportionately.


15. Single Central Record (SCR)
The school will maintain a Single Central Record in accordance with statutory requirements.
The SCR will record required recruitment and safeguarding checks for:
· Staff.
· Volunteers.
· Governors.
· Supply staff where appropriate.
The SCR will be reviewed regularly to ensure accuracy and compliance.

16. Agency Staff, Contractors and Volunteers
The school will ensure that appropriate safeguarding checks are completed for agency staff, contractors and volunteers.
Written confirmation of relevant checks may be accepted from reputable agencies where permitted.
Visitors and contractors will be managed in accordance with safeguarding procedures.

17. Induction and Probation
All newly appointed staff will receive induction covering:
· Safeguarding.
· Child Protection.
· Behaviour.
· Staff Code of Conduct.
· Health and Safety.
· Whistleblowing.
· Relevant school policies.
Staff will receive appropriate supervision and support during probation periods.

18. Record Keeping
Recruitment records will be maintained securely and in accordance with data protection requirements.
Records may include:
· Application forms.
· References.
· Interview records.
· Recruitment decisions.
· DBS information.
· Verification documents.
Information will be retained and disposed of in accordance with the school's Records Retention arrangements.

19. Monitoring and Review
The Head of Provision will monitor recruitment processes to ensure compliance with this policy.
Monitoring activities may include:
· Review of recruitment records.
· SCR monitoring.
· Safeguarding audits.
· Governance oversight.
This policy will be reviewed annually or sooner where legislation or guidance changes.

20. Associated Documents
· Safeguarding and Child Protection Policy
· Staff Code of Conduct
· Whistleblowing Policy
· Equality, Diversity and Inclusion Policy
· GDPR Policy
· Health and Safety Policy
· Staff Induction Procedures
· Single Central Record Procedures

Policy Statement
Mount School is committed to safeguarding and promoting the welfare of children and young people. Through robust safer recruitment practices, the school seeks to ensure that all adults working within the organisation are suitable, appropriately qualified and committed to maintaining the highest standards of safeguarding and professional conduct.
The welfare of children remains paramount throughout all recruitment and selection processes.
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