
RECRUITMENT AND SAFEGUARDING POLICY 

 Absolute Care have a responsibility to ensure individuals working with children will provide posi�ve 
experiences and interac�ons and to ensure they safeguard and promote the welfare of children and 
young people.  Absolute Care takes this mission statement seriously and we follow a robust safer 
recruitment policy to ensure those working with children and young people are suitable to do so. 

Absolute Care takes this mission statement seriously and we follow a robust safer recruitment policy 
to ensure those working with children and young people are suitable to do so. 

Our recruitment policy is designed to do the following:   

• Deter applica�ons from those who are unsuitable to work with children and young people.
• Reject applicants that are iden�fied as unsuitable through the applica�on and interview

process.
• Atract the best possible applicants to vacant posi�ons.

Safer recruitment aims to: 

• Prevent unsuitable people working with children and young people.
• Promote safe working prac�ces and challenge those prac�ces that are poor or unsafe.

Key elements of safer recruitment are: 

• Robust recruitment and selec�on processes.
• Rigorous ve�ng and checking processes.
• Strong induc�on, proba�on, appraisal and performance management systems.

Key points to remember: 

1. The importance of planning your recruitment process.
2. The importance of having clear frameworks in place for making the right   decisions.
3. Not to rely on the recruitment and selec�on processes alone to ensure your organisa�on is

safe – safeguarding is an ongoing process
4. Never think you have done enough in terms of crea�ng a safe culture.
5. Always believe it could happen in your organisa�on.
6. Keep safeguarding high on everyone’s agenda. Never rely on any one process to keep

children safe.
7. No safe recruitment process can eliminate all risks.



8. Regular supervision and appraisal can help iden�fy staff that may be under stress or 
struggling to meet the competencies required in their role and support systems can be put in 
place. 

9. Crea�ng a culture in which staff can voice concerns or challenge unsafe prac�ce contributes 
to safeguarding children within organisa�ons. 

 

Job Descrip�ons and Person specifica�ons 

 Absolute Care since its incep�on has developed a job role descrip�on and person specifica�on. This 
forms the founda�on and very beginning of our recruitment process.  

These documents are key tools which help us make a decision on recrui�ng the right person. They 
iden�fy the most important criteria for taking someone on and assist in determining the right person 
for the role. 

Adver�sing a Role  

The success of Absolute Care depends on having the right number of staff, with the right skills and 
abili�es. Therefore, the aim of our recruitment process is to find the best possible candidate each 
�me we adver�se. 

Safer recruitment means not only recrui�ng the person with the skills and experience you need but 
also the person with the appropriate mo�va�on for wan�ng to work with either children or young 
people. 

All of our adverts will carry statements about safeguarding. For example ‘This organisa�on is 
commited to safeguarding and promo�ng the welfare of children and young people, and expects all 
staff and volunteers to share this commitment’ 

Our adverts also make a clear statement for the need to undertake preemployment checks such as 
with the Disclosure and Barring Service. For example: ‘Please note the successful candidate will be 
required to undertake an enhanced DBS check prior to star�ng employment’ Our adver�sing will 
always remain non discriminatory either directly or indirectly. 

Ini�al applica�on and informa�on gathering  

Full iden�fica�on details including current and former names, date of birth, current address and 
na�onal insurance number. 

Contact details, email address and mobile/telephone number. 

Educa�on details, training and qualifica�ons (including the name of school, college/university, 
training provider or awarding body and dates of atendance and any awards. 

Details of driving licence and current driving record check • Details of all employment (including self-
employment, voluntary and paid roles) undertaken since leaving school where possible. 

Informa�on on gaps in employment. • Details of referees including contact informa�on (at least 2 – 
one of whom should be the applicant’s current or most recent employer). Where an applicant is not 
currently working with children, but has done so in the past, a reference should also be obtained 
from that employee where possible. 



O�en, we find ourselves unable to obtain a reference from a previous employer. This can be due to 
unwillingness on the employer’s behalf or that perhaps the Company no longer exists. Where this 
has happened, we will usually be able to evidence this via email or writen statement. It will also be 
highlighted on the workers profile in red. 

Confirma�on of whether they need a visa to work in the UK. 

Full DBS check for working with children and adults. This is carried out through our partner 
CARECHECK. Where the worker concerned has signed up to the DBS update service (portable) a 
periodic check each 3 months is carried out and updated which is detailed and updated in the client 
profile. 

 

The Interview Process    

The key purpose of an interview is to iden�fy the most suitable candidate for a post. The recruitment 
process is �me consuming and therefore making the right decision in the first place is very 
important. 

Interviews are the most commonly used selec�on tool. Absolute Care has a set of structured 
ques�ons which we follow for interview. A decision is then made on whether to employ or not based 
on the answers given factoring in all available informa�on.    

Offer of employment   

Offers of employment should are always be subject to receipt of sa�sfactory pre-employment 
checks, as detailed in earlier sec�ons. An Absolute Care worker will not be available to work un�l all 
the pre employment checks have been completed including full references from previous employers 
and also the DBS has been fully completed with a valid cer�ficate and their Absolute Care worker 
profile has also been fully completed with a clear head and shoulders photo of the worker. 

 

Reference request procedure. 

Obtaining references is another key part of our safer recruitment prac�ce as it is an opportunity to 
gain outside verifica�on of the suitability of the candidate. When carried out thoroughly, it should be 
a useful tool in making the final decision as to whether to employ or not. However, references are 
not fool proof, but we follow the principles below it minimises issues; 

• Where possible we take up two references. 
• References are most useful when you ask referees to comment on the candidate’s 

performance in rela�on to the job descrip�on and specifica�on although most o�en only 
confirma�on of employment is forthcoming. 

• Our reference request will contain ques�ons to confirm the name and posi�on of the person 
providing the reference and how they know the candidate 

• Whether they have been subject to or connected with a disciplinary inves�ga�on 
• For posts working with children and young people it is also acceptable to ask for informa�on 

regarding the following: 
• If they are sa�sfied that the applicant is suitable to work with children (and if not what the 

concerns are and the reasons why the applicant is considered unsuitable) 



It is Absolute Care policy to take as many employment references as we can. A minimum of 2 
references are taken with one being the previous employer. If the individual concerned has worked in 
previous care posi�ons, then we will do all we can to take a reference from these employers. 
However, on some occasion’s references are not forthcoming due to the unwillingness of an 
employer or that they might not be opera�onal any longer. However, we will be able to evidence that 
by way of documenta�on or verbal statements. 

 

Ongoing supervision   

It is our mission to take good care of our workers. Part of this process is by helping them achieve 
their career goals. We offer regular supervisions to our workers to create the space to talk about 
their career and training goals and other concerns and issues within the workplace. 

General guidance on the recruitment of agency staff members.    

All staff employed through have been through the same best prac�ce processes, as highlighted in 
this guide. In line with directly employed staff who have completed the applica�on process (with 
anomalies explored), atended an interview, right to work in the UK checked, 2 sa�sfactory 
references obtained, evidence provided of qualifica�ons, and a Disclosure and Barring Service (DBS) 
check completed (where relevant). Only candidates with sa�sfactory DBS checks will be provided to 
clients. 

In addi�on, Absolute Care will check that any relevant training has been undertaken e.g. 
safeguarding training, moving and handling training. It is your responsibility to seek the appropriate 
assurances/confirma�on that best prac�ce is being followed. 

Physical Interven�on training   

This has been discussed at many points over the last few years. It is not always feasible to provide a 
worker who has completed some form of physical interven�on and restraint training. Due to the 
varying different requirements across different services we cannot possibly meet this need. However 
many of our workers have completed some previous physical interven�on and restraint training and 
are fully versed in de-escala�on techniques without the need for PI. 


