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Scope

This policy applies to all staff (including EYFS) at Ibstock Place School (hereinafter ‘lbstock’
or ‘the School’).

Roles and Responsibilities

The Governing Body has a statutory responsibility to ensure that this policy is ratified and
compliant, as set out in the Independent School Standards (ISSR). The Governing Body
delegates this responsibility to the Head, who is accountable for the operationalisation of
this policy. Inturn, the Director of HRis delegated responsibility for the consistent application
and implementation of this statutory policy across the School. Staff must follow the
expectations set out in this policy.

1. Introduction

The safe recruitment of staff in School is the first step to safeguarding and promoting the
welfare of children in education. Ibstock Place School (the School)is committed to providing
the best possible care and education to its pupils and to safeguarding and promoting the
welfare of children and young people. The School is also committed to providing a
supportive and flexible working environment to all its members of staff. The School
recognises that, in order to achieve these aims, it is of fundamental importance to attract,
recruit and retain staff of the highest calibre who share this commitment.

The aims of the School’'s recruitment policy are to:

e ensure that the best possible staff are recruited on the basis of their merits, abilities
and suitability for the position;

e ensure that all job applicants are considered equitably and consistently;

e ensure that no job applicant is treated unfairly on the grounds of any protected
characteristic as defined by the Equality Act 2010;

e ensure compliance with all relevant legislation, recommendations and guidance
including the statutory guidance published by the Education (Independent School
Standards) Regulations 2014 (ISSRs), Disqualification under the Childcare Act 2006,
Department for Education (DfE), Keeping Children Safe in Education (KCSIE) 2024,
the Prevent Duty Guidance for England and Wales (The Prevent Duty Guidance),
the Equalities Act, 2010, the Human Rights Act 1998, and any guidance or code
published by the Disclosure and Barring Service (DBS);
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e ensure that the School meets its commitment to safeguarding and promoting the
welfare of children and young people by carrying out all necessary pre-
employment checks.

Employees involved in the recruitment and selection of staff are responsible for familiarising
themselves with and complying with the provisions of this policy. If a member of staff
involved in the recruitment process has a close relationship (e.g. personal, familial or
business) with an applicant they must declare as soon as they are aware of the individual’s
application and avoid any involvement in the recruitment and selection decision-making
process.

2. Data Protection

The School is legally required to carry out the pre-appointment checks detailed in this
procedure. Staff and prospective staff will be required to provide certain information to the
School to enable the School to carry out the checks that are applicable to their role. The
School will also be required to provide certain information to third parties, such as the
Disclosure and Barring Service and the Teaching Regulation Agency. Failure to provide
requested information may result in the School not being able to meet its employment,
safeguarding or legal obligations. The School will process personal information in
accordance with its Data Protection policy.

3. Duty of Governors
Itis the responsibility of the Governing Body to:

e ensure that the School has effective policies and procedures in place for recruitment
of all staff and volunteers in accordance with DfE guidance and legal requirements;
e monitor the School’'s compliance with them on a regular basis.

4. Recruitment and Selection Procedure

Any external advertisement will, through the person specification and job description, make
clear the skills, abilities, experience, attitudes and behaviours required for the post. The
School’'s commitment to safeguarding and promoting the welfare of children is made clear
on the ‘Employment Opportunities’ page of our website and in the advertisement. A link to
the School's Child Protection and Safeguarding policies and statement on ‘The
Rehabilitation of Offenders Act 1974 and the Exceptions Order 1975, 2013 and 2020’ are
clearly shown on the Employment Opportunities page of our School website. All
documentation relating to applicants will be treated confidentially in accordance with the
School’s Data Protection policy. (Appendix ).



All applicants for employment will be required to complete an application form containing
guestions about their academic and employment history and their suitability for the role.
Incomplete application forms will be returned to the applicant where the deadline for
completed application forms has not passed. A curriculum vitae will not be accepted in
place of the completed application form. (Appendix 2).

Applicants should download the information pack from the School website, which includes
a job description and a person specification for the role (Appendix 3).

Candidates are blind shortlisted by two members of staff, trained in safer recruiting
practices, prior to interview. Shortlisted candidates will be invited to attend a formal
interview at which their relevant skills and experience will be discussed in more detail.

Prior to interview, shortlisted candidates are asked to complete a self-declaration formon
which they are asked to disclose their criminal record, or any information that would make
them unsuitable to work with children. The purpose of self-declaration is to give candidates
the opportunity to share relevant information and to allow this to be discussed and
considered at interview before the DBS certificate is received. In addition, the School will
carry out an online search on shortlisted candidates as part of their due diligence. Findings
will be recorded on the online search form, any ‘red flags’ that are identified willbe explored
with the candidate at interview. The School will be mindful, when undertaking these checks,

of its duties in terms of both data protection and equalities legislation. (Appendix 4 and 5).

If it is decided to make an offer of employment following the formal interview, any such
offer will be conditional on satisfactory completion of the relevant pre-employment checks
(see directly below), as well as the agreement of a mutually acceptable start date and the
signing of a contract incorporating the School’'s standard terms and conditions of
employment.

5. Pre-employment Checks

In accordance with the recommendations set out in the Guidance, the School carries out a
number of pre-employment checks in respect of all prospective employees.

5.1 Verification of Identity and Address

All applicants who are invited to aninterview will be required to bring evidence of identity,
right to work in the UK, address and qualifications. All applicants are required to show avalid
birth certificate as part of their documentation so as to check their original surname. If the
birth certificate is unavailable, we may perform other checks if applicable. Where an
applicant claims to have changed their name by deed poll or any other mechanism (e.g.
marriage, adoption, statutory declaration) they will be required to provide documentary
evidence of the change.



The School asks for the date of birth of all applicants (and proof of this) in accordance with
the KCSIE guidance. Proof of date of birth is necessary so that the School may verify the
identity of, and check for any unexplained discrepancies in the employment and education
history of all applicants. The School does not discriminate against applicants on the grounds
of age. (Appendix 6).

5.2 References

References will be taken up on shortlisted candidates prior to interview where this is
possible. All offers of employment will be subject to the receipt of a minimum of two
references which are considered satisfactory by the School. One of the references must be
from the applicant's current or most recent employer and must be completed by a senior
person with the appropriate authority. If the referee is a School or college, the reference
should be counter-signed by the headteacher/principal. If the current/most recent
employment does/did not involve work with children, then the second referee should be
from the employer with whom the applicant most recently worked with children. Neither
referee should be arelative or someone known to the applicant solely as a friend.

All referees will be asked whether they believe the applicant is suitable for the job for which
they have applied and whether they have any reason to believe that the applicant is
unsuitable to work with children. All referees will be sent a copy of the post description for
the role for which the applicant has applied. If the referee isa current or previous employer,
they will also be asked to confirm the following:

e the applicant's dates of employment, salary, job title/duties, reason for leaving,
performance and disciplinary record;

e whether the applicant has ever been the subject of disciplinary procedures involving
issues related to the safety and welfare of children (including any in which the
disciplinary sanction has expired);

e whether any allegations or concerns have been raised about the applicant that relate
to the safety and welfare of children or young people or behaviour towards children or
young people;

e whether they are completely satisfied that the applicant is not involved in ‘extremism’,
being vocal or active opposition to fundamental British value, including democracy, the
rule of law, individual liberty and mutual respect and tolerance of different faiths and
beliefs; the term ‘extremism’ also includes calls for the death of members of our armed
forces, whether in this country or overseas.

The School will only accept references obtained directly from the referee and it will not rely
on open references or testimonials provided by the applicant. The School will verify any
information with the person who provided the reference and will check to ensure electronic
references originate from alegitimate source. Allreferences received from a School must be
countersigned by the Head of that School.



The School will compare all references with any information given on the application form.
Any discrepancies or inconsistencies in the information will be taken up with the applicant
and the relevant referee before any appointment is confirmed.

Where a reference is not received prior to interview it will be reviewed upon receipt. Any
discrepancies identified between the reference and the application form and/or the
interview assessment form will be considered by the School. The applicant may be asked to
provide further information or clarification before an appointment can be confirmed.

If factual references are received i.e. those which contain limited information such as job title
and dates of employment, this will not necessarily disadvantage an applicant although
additional references may be sought before an appointment can be confirmed.

All internal candidates who apply for a new role at the School will have their application
assessed in accordance with this procedure. References may be taken up on internal
candidates as part of the application process but can be provided by colleagues as the
School will be the most recent employer and will previously have taken up references from
past employers.

Subsequent to receipt, all referees will be telephoned so as to confirm the comments which
they have made in their reference. Any concerns will be resolved satisfactorily before the
appointment is confirmed. (Appendices 7 and 8).

5.3 The Interview

Where possible, the members of staff involved in shortlisting the candidates will form part of
the interview panel. The interviewers will be trained in safer-recruiting, in line with the
guidance set out in KCSIE 2024) and will use a range of selection techniques to identify the
most suitable candidate for the post. Those interviewing will agree structured questions
prior to the interview. Questions will include:

e Finding out what attracted the candidate to the post being applied for and their
motivation for working with children;

e Exploring their skills and asking for examples of experience working with children which
are relevant to the role; and

e Probing any gaps in employment and, if a candidate has changed employment or
location frequently, asking gquestions about the reasons for this.

The interview will also be used to explore potential areas of concern (as identified through
the selection process and in line with the guidance set out in KCSIE 2024) and to determine
the applicant’s suitability to work with children.

All information considered in decision making will be clearly recorded, along with the
decisions made, on the Interview Record Form. (Appendices ? and 10)



5.4 Professional Qualifications

The School will verify the professional qualifications of successful applicants. In the case of

qualified teachers, the Teaching Regulation Agency’s Employer Access Service will be used

to verify the award of qualified teacher status, and the completion of teacher induction or

probation.

5.5 Additional Checks for Teaching Staff

For positions which involve ‘teaching work’ (whether or not the applicant has qualified

teacher status):

a)

A check will be made with the Teaching Regulation Agency (TRA) to ensure whether
the applicant has ever been referred to oris the subject of a sanction, restriction,
prohibition or interim prohibition order issued by the Secretary of State, or by a
regulator of the teaching profession in any other country which renders him/her
unsuitable to work at the School.

The TRA check also cross-references information relating to General Teaching Council
for England (GTCE) sanctions and restrictions. There are a number of individuals who
are still subject to disciplinary sanctions, which were imposed by the GTCE (prior to its
abolition in 2012), and the TRA holds alist of such individuals.

For applicants who have carried out teaching work outside the UK, information about
whether the applicant has ever been referred to, oris the subject of a sanction issued
by aregulator of the teaching profession in any other country which renders him/her

unsuitable to work at the School.

Information about whether the applicant has ever been oris the subject of any
proceedings before a professional conduct panel in the UK or an equivalent body in
any other country for any reason which renders them unable or unsuitable to work at
the School or which, in the School’s opinion, renders him/her unsuitable to work at the
School; and

Information about whether the applicant has ever been oris the subject to a direction
under Section 142 of the Education Act 2002 which renders him/her unable or
unsuitable to work at the School.

5.6 Additional Checks for Management Positions

For those candidates applying for management positions, the School will seek to obtain

information about whether the applicant has ever been referred to the DfE, or is the subject
of a direction under Section 128 of the Education and Skills Act 2008 which renders them

unable or unsuitable to work at the School.



The School will carry out checks for section 128 directions when appointing applicants into
management positions from both outside the School and by internal promotion. This check
applies to appointments to the following positions:

I Head

il. All posts (teaching and non-teaching) on the senior or prep leadership team
ii. Teaching posts which carry a departmental head role; and

iv. Heads of House

The School will assess on a case-by-case basis whether the check should be carried out
when appointments are made to teaching and non-teaching staff roles which carry
additional responsibilities.

All individuals who are appointed to the Governing Body will be subject to a section 128
direction check.

The relevant information is contained in the enhanced DBS disclosure certificate (which the
School obtains for all posts at the School that amount to regulated activity). It can also be
obtained through the Teaching Regulation Agency Teacher Services system. The School will
use either, or both, methods to obtain this information.

In addition, the School asks all shortlisted applicants for management posts to declare
whether they have ever been the subject of a referral to the Department for Education, or
are subject to asection 128 direction which prohibits, disqualifies orrestricts them from being
involved in the management of an independent School.

Where an applicant is not currently prohibited from management but has been the subject
of areferral to, or hearing before, the Department for Education or other appropriate body,
whether or not that resulted in the imposition of a section 128 direction or other sanction, or
where a section 128 direction or other sanction has lapsed or been lifted, the School will
consider whether the facts of the case render the applicant unsuitable to work at the
School.

5.7 DBS Check

Employment is conditional on the receipt of an enhanced disclosure from the DBS which the
School considers to be satisfactory and confirmation that the applicant is not named on
either the Children's Barred List or the Adults Barred List administered by the Disclosure and
Barring Service;

The School applies for an enhanced disclosure from the DBS in respect of all staff members,
governors and volunteers. Arrangements for contractors, agency staff and trainees are set
out below (see points 7 & 8). An enhanced disclosure will contain details of all convictions on
record (including those which are defined as "spent" under the Rehabilitation of Offenders
Act 1974) together with details of any cautions, reprimands or warnings held on the Police
National Computer. An enhanced disclosure with barring will also reveal whether an
applicant is barred from working with children or vulnerable adults by virtue of their
inclusion on the lists of those considered unsuitable to work with children or vulnerable
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adults maintained by the Disclosure and Barring Service and disclosed by The Teaching
Regulation Agency / Department for Education. An enhanced disclosure may also contain
non-conviction information from local police records which a chief police officer thinks may
be relevant in connection with the matter in question. Disclosures with barring will only be
sought on those to be engaged in regulated activity’.

5.8 DBS Filtering Rules

With effect from May 2013 the DBS commenced the filtering and removal of certain specified
information relating to old and minor criminal offences from all criminal records disclosures.
The filtering rules developed by the DBS and the Home Office designate certain spent
convictions and cautions as "protected". "Protected" convictions and cautions are not
included ina DBS certificate and job applicants are not required to disclose them during the
recruitment process. It is unlawful for an employer to take into account a conviction or
caution that should not have been disclosed. If a protected conviction or caution is
inadvertently disclosed to the School during the recruitment process it must be disregarded
when making a recruitment decision. A conviction will always be disclosable if it was
imposed for a "specified offence" committed at any age. A caution issued for a "specified
offence’ committed over the age of 18 will always be disclosable. However, a caution issued
for a "specified offence’ committed under the age of 18 is never disclosable. "Specified
offences" are usually of a serious violent or sexual nature, or are relevant for safeguarding
children and vulnerable adults.

The list of "specified offences" can be found at:

https://www.gov.uk/government/publications/dbs-list-of-offences-that-willnever-be-

filtered-from-a-criminal-record-check

The filtering rules have recently been updated and work as follows: For those aged 18 or
over at the time of an offence A spent criminal conviction for an offence committed in the
United Kingdom when a person was over the age of 18 will not be disclosed in a DBS
certificate (and does not have to be disclosed by the job applicant) if:

e eleven years have elapsed since the date of the conviction;
* itdidnot result in a custodial sentence; and
« itwas notimposed for a'specified offence’.

A spent caution for an offence committed when a person was over the age of 18 will not be
disclosed in a DBS certificate (and does not have to be disclosed by a job applicant) if:

e six years have elapsed since the date it was issued; and
e itwasnotissued for a"specified offence”.

For those aged under 18 at the time of an offence A spent conviction for an offence
committed when a person was under the age of 18 will not be disclosed in a DBS certificate
{and does not have to be disclosed by a job applicant) if: {(a) five and a half years have
elapsed since the date of the conviction; (a) it did not result in a custodial sentence; and (b)



it was not imposed for a "specified offence’. (c) A caution issued for an offence committed
when a person was under the age of 18 will never be disclosed in a DBS certificate (and does
not have to be disclosed by ajob applicant).

5.9 Regulated Activity

The School applies for an enhanced disclosure from the DBS and a check of the Children's
Barred List (how known as an Enhanced Check for Regulated Activity) in respect of all
positions at the School which amount to "regulated activity" as defined in the Safeguarding
Vulnerable Groups Act 2006 (as amended). The purpose of carrying out an Enhanced Check
for Regulated Activity is to identify whether an applicant is barred from working with
children by inclusion on the Children's Barred List and to obtain other relevant suitability
information. Any position undertaken at, or on behalf of the School will amount to "regulated
activity" if itis carried out:

« frequently, meaning once a week or more; or

* overnight, meaning between 2.00 am and 6.00 am; or

e satisfies the "period condition”, meaning four times or more in a 30-day period; and
e provides the opportunity for contact with children.

Roles which are carried out on an unpaid / voluntary basis will only amount to regulated
activity if, in addition to the above, they are carried out on an unsupervised basis. It is for the
School to decide whether a role amounts to "regulated activity” taking into account all the
relevant circumstances. However, nearly all posts at the School amount to regulated
activity. Limited exceptions could include an administrative post undertaken onatemporary
basis in the School office outside of term time or voluntary posts which are supervised.

5.10 The DBS Disclosure Certificate

The DBS issues a DBS disclosure certificate to the subject of the check only, rather than to
the School. It is a condition of employment with the School that the original disclosure
certificate is provided to the School within two weeks of it being received. Original
certificates should not be sent by post. A convenient time and date for doing so should be
arranged with Human Resources as soon as the certificate has been received. Applicants
who are unable to attend at the School to provide the certificate are required to send ina
certified copy by post or email within two weeks of the original disclosure certificate being
received. Certified copies must be sent to Human Resources. Where a certified copy is sent,
the original disclosure certificate must still be provided on the first working day. Employment
willremain conditional upon the original certificate being provided and it being considered
satisfactory by the School.

If there is adelay in receiving a DBS certificate, the Head has discretion to allow an individual
to begin work pending receipt of this providing appropriate close supervision is put in place,
including during lunch and break times and on the occasions that the employee needs to
visit the lavatory. Arrangements will be documented in a formal Risk Assessment which is
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signed by both the Head and the Designated Safeguarding Lead. During this period, the
employee will wear aRed Lanyard. This will only be allowed if all other checks, including a
check of the Children's Barred List and Adult's Barred List have been completed.

5.11 Applicants with Periods of Overseas Residence

DBS checks will still be requested for applicants with recent periods of overseas residence
and those with little or no previous UK residence. The School will take into account the "DBS
unusual addresses guide" in such circumstances. For applicants who are living overseas, or
who have lived overseas previously, obtaining a DBS certificate may be insufficient to
establish their suitability to work at the School. In such cases the applicant will be required
to provide additional information about their suitability from the country (or countries) in
which they have lived. The School’s policy is to request such information from each overseas
country in which the applicant has lived for a period of three months or more in the previous
ten years.

When requesting such information the School has regard to relevant government guidance
and will therefore always require the applicant to apply for a formal check from the country
in question i.e. a criminal records check (or equivalent) or a certificate of good conduct. The
School recognises that formal checks are not available from some countries, that they can
be significantly delayed or that a response may not be provided. In such circumstances the
School will seek to obtain further information from the country in question, such as a
reference from any employment undertaken in that country.

In addition, where an applicant for a teaching position has worked as a teacher outside of
the UK, the School will ask the applicant to obtain from the professional regulating authority
of the teaching profession in each country in which they have worked as a teacher,
evidence which confirms that they have not imposed any sanctions or restrictions on the
applicant and that they are not aware of any reason why the applicant may be unsuitable
to work as a teacher. The School will also ask shortlisted applicants (and their referees) to
disclose whether they have ever been referred to, or are the subject of a sanction issued by,
the regulator of the teaching profession in the countries in which they have carried out
teaching work.

Sanctions and restrictions issued by the regulating authority of another country will not
prevent a person from working as a teacher at the School. However, the School will take all
relevant information into account in determining whether an applicant is suitable to work at
the School.

The School may allow an applicant to commence work pending receipt of a formal check
from a particular country ifit hasreceived areference and/or letter of professional standing
from that country and considers the applicant suitable to start work. Decisions on suitability
will be based on all of the information that has been obtained during the recruitment
process. Unless expressly waived by the School, continued employment will remain
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conditional upon the School being provided with the outcome of the formal check and it
being considered satisfactory.

If no information is available from a particular country the School may allow an applicant to
commence work if they are considered suitable based on all of the information that has
been obtained during the recruitment process.

The School will take proportionate risk-based decisions on a person's suitability in these
circumstances. All suitability assessments must be documented and retained on file. If the
formal check is delayed and the Schoolis not satisfied about the applicant’s suitability in the
absence of that information, the applicant's proposed start date may be delayed until the
formal check is received.

5.12Disqualification

5.12.1 From Childcare

The School is aware of its responsibilities inrelation to the disqualification of an applicant
from providing relevant childcare provision or from being involved in the management of
such provision (as set out in Keeping Children Safe in Education (2024) and Childcare
(Disqualification) Regulations, see here). Given the fact that IPS is a single campus School in
which the Pre-Prep School shares its space with the Prep and Senior School , we have
decided that all employees, agency staff, trainees, contractors, or volunteers who
undertake regulated activity with our pupils, (bar those involved in the provision of
healthcare, who are specifically exempted from the Childcare Disqualification Regulations),
as well as our Governors, should undertake this check.

Should the School receive an application by someone who is found to be unsuitable to work
with children, the School will report the matter to the Police and the DBS.

5.12.2 From Acting as a Governor or Senior Manager

Background

Under the Charities Act 2011 it is a criminal offence for a person to act as a trustee or senior
manager of a charity when disqualified from doing so. The Charities Act 201 sets out the
grounds on which a person can be disqualified from acting as a trustee or senior manager.
These include various spent and unspent criminal offences and other sanctions.

Who is covered

A person is considered to be a charity trustee if they are one of the people who have general
control and management of the administration of the charity. In an independent School the
trustees will typically be the governors of the School.
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https://www.gov.uk/government/publications/disqualification-under-the-childcare-act-2006/disqualification-under-the-childcare-act-2006#disqualification-under-the-childcare-act

Senior managers include those employees who report directly to the charity trustees or
have responsibility for the overall management and control of the charity's finances. At
lbstock, the disqualification rules will be applicable to all governors, the Head, the Bursar
and potentially other senior staff who report directly to the governors.

There is no single list or register that covers all of the disqualification criteria and the School
therefore adopts a pragmatic approach to checking whether a person is disqualified. This
is achieved by the use of a self-declaration form and the checking of relevant publicly
accessible registers.

Self-declaration

All those who are covered by the disqualification rules are required to complete a self-
declaration form to confirm whether, to the best of their knowledge, they are subject to any
of the disqualification criteria. A failure to disclose relevant information, or the provision of
false information, which subsequently comes to the School's attention may result in the
termination of an appointment as a governor or senior manager or the withdrawal of an
offer of employment and may also amount to a criminal offence.

All those who are required to complete a self-declaration form are also under an ongoing
duty to inform the School if there is a change in their circumstances that results or may result
in them becoming disqualified from acting as a governor or senior manager. (Appendix 1)

Checks by the School

To ensure that it has accurate and up to date information the School will also check the
following registers in respect of any governor and senior manager who is already in post or
is appointed in future:

e the Bankruptcy and Insclvency Register
e the register of disqualified directors maintained by Companies House; and
e the register of persons who have been removed as a charity trustee (Appendix 12)

Waiver

A person who discloses that one or more of the disqualification criteria is applicable to them
may apply to the Charity Commission for a waiver of the disqualification. The School may at
its absolute discretion withdraw an offer of employment for a senior manager or cease or
terminate an appointment to the Governing Body if a waiver application becomes
necessary or is rejected by the Charity Commission. The School is under no obligation to
await the outcome of a Charity Commission waiver application before taking such action.
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5.13 Medical fitness

It is the School's practice that the successful candidate, on acceptance, must complete a
pre-employment health questionnaire. Theinformation contained in the questionnaire will
then be held by the School in strictest confidence. The School will arrange, at its discretion,
for the information contained in the questionnaire to be reviewed by a medical advisor. This
information will be reviewed, if necessary, against the Post Description for the particular
role, together with details of any other physical or mental requirements of the role ie.
proposed timetable, extra-curricular activities, layout of the School. The Medical Advisor
may request the applicant to undertake a full medical assessment.

Successful applicants will be required to sign a declaration of medical fithess confirming
that there are no reasons, on grounds of mental or physical health, why they should not be
able to discharge the responsibilities required by the role. If an applicant prefers to discuss
this with the School instead, or to attend an occupational health assessment to consider
their fitness for the role, they should contact HR so that appropriate arrangements can be
made.

The Schoolis aware of its duties under the Equality Act 2010. No job offer will be withdrawn
without first consulting with the applicant, obtaining medical evidence, considering
reasonable adjustments and suitable alternative employment. (Appendix 13).

6. Governors

The School carries outenhanced DBS checks onall of its governors, as well as a check of the
children’s barred list. Checks are also taken to see whether governors are subject to a
section 128 direction which renders them unable or unsuitable to join the Governing Body. As
set out above, governors are also asked to disclose is they are disqualified from childcare,
or from being a trustee or senior manager of a charity. A record of the checks made on our
governors is maintained on the Single Central Register. As part of our due diligence, online
reputational searches will also be carried out on governors prior to their appointment. The
records of such searches will be maintained on the individual’s personnel file.

7. Contractors

Contractors engaged by the School in Tegulated activity’” or that give access to children
must complete the same checks for their employees that the School isrequired to complete
for its staff. The School requires confirmation that these checks have been completed
before the Contractor can commence work at the School. The School will agree and put in
place appropriate supervision arrangements for third party contractors to maintain
safeguarding.

An agency which supplies staff to the School must also complete the pre-employment
checks which the School would otherwise complete for its staff. Again, the School requires
confirmation that these checks have been completed before an individual can commence
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work at the School. The School will verify independently the identity of staff supplied by such
an agency. A record of the checks made on volunteers is maintained on the Single Central
Register.

8. Volunteers

The School will obtain an enhanced DBS check (including children’s barred list information)
for all volunteers who are new to working in regulated activity with children (i.e. where they
are unsupervised and teach or look after children regularly or provide personal care on a
one-off basis). A record of all checks made on volunteers is maintained on the Single Central
Register. Volunteers are also asked to disclose is they are disqualified from childcare, as set
out above.

Under no circumstances will the School permit an unchecked volunteer to have
unsupervised contact with pupils.

For further information on visitors to the School, please see the Visitors’ Policy and Visiting
Specakers’ Policy.

9. Trainee Teachers

Where applicants forinitial teacher training (1TT’) are salaried by the School, the School will
ensure that all necessary checks are carried out, and that that the SCR is updated
accordingly.

Where trainee teachers come to the School via an ITT provider, and are not salaried by the
School, it is the responsibility of the ITT provider to carry out the necessary checks. The
School will obtain written confirmation from the provider that it has carried out all the
necessary pre-appointment checks and that the trainee has been judged by the provider
to be suitable to work with children. The School will verify independently the identity of any
trainees who come to the School on placement. A record of the checks made on trainees by
their ITT provider is maintained on the Single Central Register.

10. Policy on Recruitment of Ex-Offenders

10.1  Background

The School will not unfairly discriminate against any applicant for employment on the basis
of conviction or other details revealed. The School makes appointment decisions on the
basis of merit and ability. If an applicant has a criminal record this will not automatically bar
them from employment within the School. Instead, each case will be decided on its merits in
accordance with the objective assessment criteria set out in paragraph 8.2 below.

For those positions within the School that involve "regulated activity" within the meaning of
the Protection of Children Act 1999 (as amended by the Criminal Justice and Courts Services
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Act 2000), applicants must declare all previous convictions (including those which would
normally be considered "spent" under the Rehabilitation of Offenders Act 1974).

A failure to disclose a previous conviction may lead to an application being rejected or, if
the failure is discovered after employment has started, may lead to summary dismissal on
the grounds of gross misconduct. A failure to disclose a previous conviction may also
amount to a criminal offence.

Under the relevant legislation, itis unlawful for the School to employ anyone whois included
on the lists maintained by the Disclosure and Barring Service / Teachers’ Regulation Agency
of individuals who are considered unsuitable to work with children or vulnerable adults. In
addition, it will also be unlawful for the School to employ anyone who is the subject of a
disqualifying order made on being convicted or charged with the following offences
against children: murder, manslaughter, rape, other serious sexual offences, grievous bodily
harm or other serious acts of violence.

Should the School receive an application by someone who is found to be unsuitable to work
with children, or is provided with false information in support of an applicant’s application,
the School will report the matter to the Police and the DBS.

10.2 Assessment Criteria

In the event that relevant information (whether in relation to previous convictions or
otherwise) is volunteered by an applicant during the recruitment process or obtained
through a disclosure check, the School will consider the following factors before reaching a
recruitment decision:

« whether the conviction or other matter revealed is relevant to the position in question;

e the seriousness of any offence or other matter revealed;

« thelength of time since the offence or other matter occurred;

* whether the applicant has a pattern of offending behaviour or other relevant matters;

« whether the applicant's circumstances have changed since the offending behaviour or
other relevant matters; and

¢ the circumstances surrounding the offence and the explanation(s) offered by the
convicted person.

If the post involves regular contact with children, it is the School's normal policy to consider
it a high risk to employ anyone who has been convicted at any time of any of the following
offences:

* murder, manslaughter, rape, other serious sexual offences, grievous bodily harm or other
serious acts of violence; or
* Class A drug related offences, robbery, burglary, theft, deception or fraud.

16



If the postinvolves access to money or budget responsibility, itis the School's normal policy
to consider it a high risk to employ anyone who has been convicted at any time of robbery,
burglary, theft, deception or fraud.

If the post involves some driving responsibilities, itis the School's normal policy to consider it
a high risk to employ anyone who has been convicted of drink driving within the last ten
years.

10.3 Assessment Procedure

In the event that relevant information (whether in relation to previous convictions or
otherwise) is volunteered by an applicant during the recruitment process or obtained
through a disclosure check, the School will carry out a risk assessment by reference to the
criteria set out above. The assessment form must be signed by the Bursar of the School
before a position is offered.

If an applicant wishes to dispute any information contained in a disclosure, he/she can do
so by contacting the DBS direct. In cases where the applicant would otherwise be offered
a position were it not for the disputed information, the School will, where practicable, defer
afinal decision about the appointment until the applicant has had areasonable opportunity
to challenge the disclosure information.

11. Retention of Records

If an applicant is appointed, the School willretain any relevant information provided on their
application form (together with any attachments) on their personnel file. If the application
is unsuccessful, all documentation relating to the application will be destroyed after sixth
months. This retention period is in accordance with the Data Protection Act 2018 and the
General Data Protection Regulation (GDPR) and will also allow the School to deal with any
data access requests, recruitment complaints or to respond to any complaints made to an
Employment Tribunal.

11.1 Retention and Security of Disclosure Information

The School’s policy is to observe the guidance issued or supported by the DBS on the use of
disclosure information, but is under no obligation to do so.

In particular, the School will:

« store disclosure information and other confidential documents issued by the DBS in
locked, non-portable storage containers, access to which will be restricted to members
of the School’s Senior Management Team and Human Resources team;

e not retain disclosure information or any associated correspondence for longer than is
necessary. Generally this will be for a maximum of six months. The School will keep, in
the Bursary, a record of the date of a disclosure, the name of the subject, the type of
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disclosure, the position in question, the unique number issued by the DBS and the
recruitment decision taken;

e ensure that any disclosure information is destroyed by suitably secure means such as
shredding; and

e prohibit the photocopying or scanning of any disclosure information.

The School complies with the provisions of the DBS code of practice, a copy of which is
available on request.

11.2 The Single Central Register

Once appointed, staff details are placed on the Single Central Register, which provides a
register of recruitment and vetting checks in accordance with DfE requirements.

The School will retain a ‘single central record” ('SCR) of pre-appointment checks, this
information is held via the School’s subscription to SCR Tracker. The SCR covers all School
staff, including volunteers, teacher trainees, agency, and third-party supply staff:

The single central record will indicate whether the following checks have been carried out
or certificates obtained, and the date on which each check was completed or certificate
obtained:

* anidentity check;

* astandalone children’s barred list check;

e an enhanced DBS check (with children’s barred list check) requested/certificate
provided ;

» aprohibition from teaching check;

e further checks on people who have lived or worked outside the UK ;

e acheck of professional qualifications, where required, and

* acheck to establish the person’s right to work in the United Kingdom.

For those in management positions, details of the section 128 checks undertaken must be
recorded.

For agency and third-party supply staff, the School will also include whether written
confirmation has been received that the employment business supplying the member of
staff has carried out the relevant checks and obtained the appropriate certificates, the date
this confirmation was received and whether details of any enhanced DBS certificate have
been provided in respect of the member of staff.

The details of an individual will be removed from the single central record once they no
longer work at the School or college.

12. Referrals to the DBS and Teaching Regulation Agency

This policy is primarily concerned with the promotion and practice of safer recruitment.
However, applicants should also be aware that the School has legal responsibilities to fulfil
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when employment comes to an end. In particular, the School has a legal duty to make a
referral to the DBS where:

e anindividual has applied for a position at the School despite being barred from
working with children; and / or

e anindividual has been removed by the School from working in regulated activity
(whether paid or unpaid), or has resigned prior to being removed, because they
have harmed, or pose arisk of harm to, a child.

The DBS will consider whether to impose sanctions on that individual which may restrict or
prevent them from working with children in future.

In addition, if a teacher is dismissed because they are found to have committed serious
misconduct, or they have breached the Teachers' Standards, or they resign prior to dismissal
on such grounds, the School will make a referral to the Teaching Regulation Agency. The
Teaching Regulation Agency will consider whether to impose a prohibition from teaching
order.

12.1 Non-Statutory Information

The School may also record other information on the candidate, which they deem relevant.
For example, the findings of social media checks, medical questionnaire and references.

13. Whistleblowing and Exit Interviews

All staff are expected and encouraged to raise concerns they have, whether related to the
safeguarding and welfare of pupils, the conduct of staff or other matters, during the course
of their employment in accordance with the School's polices (including the Whistleblowing
Policy, the Child Protection Policy and the Staff Code of Conduct). All staff receive training
so that they understand the School's expectations. Safeguarding children is at the centre of
the School’s culture and is accordingly considered formally during staff performance
development reviews and appraisal and finally in an exit questionnaire which is completed
by all leavers.

14. Induction Programme

There is an induction programme for all new staff which covers the School policies and
procedures, including Child Protection, Prevent and e-safety. During this process
expectation and codes of conduct for staff will also be made clear.

15. Ongoing Employment

A culture of vigilance at IPS recognises that safer recruitment and selection is not just about
the start of employment but should be part of a larger policy framework for all staff. The
School will therefore provide ongoing training and support for all staff, as identified through
the annual appraisal procedure and in accordance with changing national requirements.
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Queries

If an applicant has any queries onhow to complete the application form or any other matter
they should contact the HR department using the recruitment@ibstockplaceSchool.co.uk

email address included in the information pack for applicants.

Review and Verification

This policy is updated regularly by the Director of HR in accordance with statutory
guidelines.

Appendices 1 - 13

Please see overleaf for exemplar forms and information.
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Appendix 1

IBSTOCK PLACE SCHOOL

REHABILITATION OF OFFENDERS ACT 1974

All posts involving regulated activity are exempt from the provisions of
Section 4 (2) of the Rehabilitation of Offenders Act 1974, by virtue of
the Rehabilitation of Offenders Act 1974 (Exceptions) Orders 1975,
because of the nature of the work. If you are selected for interview you
will be required to disclose whether or not you have any previous
convictions, including a “spent” conviction, cnminal charge or
summons pending against you. Any information given will be
completely confidental and will be considered only in relation to the
application for this post, The fact of such a conviction will not
necessanly debar you from employment but will be taken into
consideration when the selection of the successful candidate 1s decided.
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Appendix 2

Ibstock Place

Clarence Lane, London SWE 5PY
Tek: 020 8BTS 999
E-maik recruitment@ibstockploceschool.cowuk

POST APPLIED FOR:

SECTION 1— PERSONAL DETAILS

Tithes Forename{sk Surnome:
Dor s diss MAs
Dote of barth: Former name:
Prefered nome:
Address Naotional Insuronce number:

Are you currently eligible for employment in the
L7

Yoz | Mo fi
Please provide details:

Do you require spansorship to take up this

position?
Tes | Mo i
Telephona number{s): Do you have CGuaolified Teacher stotus?
Home: Yes | No |
Work:
kdobile: If s please give your Teacher Reference Number:
Email address:
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Hawve you completed an induction pericd as a

Newly Qualified Teacher/Earty Careers Teacher?

Yes | Mo ||

Are you related to or do you maintain a close relationship with an existing employee, volunteer, Governor or
Trustee of the School? If so, please provide details.

SECTION 2 — EDUCATION

Please start with the most recent

Mame of Dates of Examinations
schoolfcollegefuniversity attendance

Subject Result Date Awrarding body

From:

ddfmmfﬂ

Toa:

ddfmmfw

From:

dd/mm/fyy
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Ta:

ddfmm/yy

From:

ddfmm/yy

Ta:

ddfmm/yy

SECTION 3 — OTHER VOCATIONAL QUALIFICATIONS, SKILLS OR TRAINING

Please provide details of any vocational qualifications or skills that you possess or training that you have
received which you consider to be relevant to the role for which you have applied. Please also specify the
date any qualifications were awarded, as well as the name of the awarding body.
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SECTION 4 — EMPLOYMENT

Current/most recent employer: Current/most recent employer's address:

Current/most recent job title: Date started:

Brief description of responsibilities: Date employment ended [if
applicable):

Current Do youfdid you receive any employee benefits? If so, please provide details of thesa.

salary/fsalary on
leawving:

Are you currently engaged in any legal action or dispute with your current, or any former, employer?
Yes Mo
If yes, please provide details:

Reaszon for seeking other employment:

Please state when you would be available to take up employment if offered:

SECTIONS — PREVIOUS EMPLOYMENT AND/OR ACTIVITIES SINCE LEAVING
SECONDARY EDUCATION

If there are any gaps in your employment history, including any time spent living or working overseas for any

pericd of time, please explain the reasons for them below.

25




Dates

Name and address of

employer

Position held andfor duties

Reason for leaving

From:

dd/mm/yy

To: dd/mm/yy

From:

dd/m rn.u’m

To: ddfm m.-’m

From:

dd/mm/yy

To: dd/mm/yy

SECTION & — INTERESTS

Please give details of any interests, hobbies or skills that you could bring to the School for the purposes of

extra curricular activity
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SECTION 7 — WHAT CAN YOU OFFER US?

Please give your reasons for applying for this post and say why you believe you are suitable for the position
Study the post description and describe any experience and skills you hove gaoined in other jobs or similar

a separate sheet if necessary.
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SECTION 8 —HEALTH

The School is committed to being an equal opportunities employer and welcomes applications from
disabled candidates. The purpose of the following questions is to ensure that the School complies with its
obligations under the Equality Act 2000 {"the Act®). For the purposes of the Act a disability is defined as a
physical or mental impairment, which has a substantial and long-term adverse effect on a person's ability to

carry out normal day-to-day activities.

Do you consider yourself to be disabled? Yes E Mo E

If you wish, please give further details hare

Are there any special arrangements you might require to attend an interview? Yes I Mo !

If yes, please give details here

If offered the position applied for, {on the basis of the post description provided) are there any
arrangements or adjustments that the Zchool would need to maoke to enaoble you to camry out the role?

fes I Mo I

If yes, please give details here
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Im accordance with the guidance published by the DfE any offer of employment made by the School will be
conditional upon the School verifying the successful applicant's medical fitness for the role. Therefore, if your
application is successful, you will be required to complete a medical gquestionnaire the responses to which
will be assessed by the School's medical adviser before any offer of employment is confirmed. There may be
circumstances when it will be necessary for the School's medical adviser to seek access to your medical
records and/for for you to be referred 1o a specialist climician.

SECTION 9 — REFERENCES

Please supply the names and contact details of two people who we may contact for references. One of

these must be your current or most recent employer.

If your currentfmost recent employment does involve work with children, then your first referee should be

from the Head of the School with whom you most recently worked with children.

If your current/most recent employment does/did not involve waork with children, then your second referee

shiowuld e from your employer with whom you mast recently worked with children.
Neither referee should be a relative or someone known to you solely as a friend. The School intends to take
up references from all shortlisted candidates before interview.

Are you currently engaged in any legal action or dispute with your current, or any former, employer?
Yes | Mo |

If "YES' to any of the above, please provide details on o separate sheet and send this in a sealed envelope

marked "confidential® with your Application Form.
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Referee 1 Referee 2

Mame: Mame:

Crganisation: Organisation:

Address: Address:

Ocoupation: Occupation:

Telephone number: Telephone number:

Email address: Email address:

Moy we contoct prior to interview?  Yes E Mo E May we contact prior to interview? Yes I Mo I

SECTION 10 — RECRUITMENT

It is the Schools policy to employ the best qualified personnel and to provide equal opportunity for the
advancement of employees including promotion and training and not to discriminate against any person
because of their race, colour, national or ethnic origin, sex, sexual orientation, marital or civil partnership
status, religion or religious belief, disability or age. All new posts within the School are subject to a
probationary pericd.

The School is committed to safeguarding and promoting the welfare of children and young people and

expacts all staff and volunteers to share this commitment.

As part of our safeguarding obligations, we will carry out online searches on you as part of our due
diligence. This maoy help identify any incidents or issues that have happened, and are publicly available
online, which we might want to explore more at interview. In doing this, we will only be looking at information
which might potentially impact your ability to carry out the role, and we recognise that there is a difference

between your public and private life.
We will carry out this search if you are shortlisted for the position you are applying for.

If you have any comments regarding this process, please do note this below. We can then consider this as

part of the process.

A copy of the Schools Recruitment Policy will be made available on request.

If your application is successful, the School will retain the information provided in this form (together with any

attachments) on your perscnnel file. If your application is unsueccessful, all documentation relating to your

application will normally be confidentially destroyed after six months.
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SECTIONTI — DECLARATION OF OFFENCES

If you are shortlisted for the position you are applying for, you will be required to complete a Declaration of
Offences, giving details of any relevant criminal offences and other relevant information relating to owr
safeguarding duty. Further information will be provided on that form.

Any offer of employment will be made conditional upon a satisfactory Enhanced DBS check including a

Child's Barred List check, where applicable to the role in question.

Any offer of employment will be made conditional upon a satisfactory Enhanced DBS check including a

Child's Barred List check, where applicable to the role in question.
Are you currently member of the DBS Update Service? Yes E Mo E

The Disclosure & Barring Service (DBS) provides wider access to criminal record information through its
service. This service enables organisations in the public, private and voluntary sectors to make safer
recruitment decisions by identifying candidates who may be unsuitable for certain work, especially that

involwing children and vulnerable adults.

More information on the DBS can be found HERE.

A copy of the School's Recruitment of Applicants with a Criminal Record Policy is available upon request.
Childcare Disqualification Requirements.

In addition to undertaking checks to ensure that members of staff are suitable to work with children, schools
are also specifically required to establish that members of staff are not disqualified from waorking with
children who have not yet reached the oge of 8 in order to comply with the Childcare Act 2004 and the
Childcare [Disqualification} and Childcare (Early Years Provision Free of Charge) [Extended Entitlement)
[Amendment] Regulaticns 2018,

All shortlisted candidates for positions which will involve being responsible for the provision or manogement
of such childcare lincluding teaching] shall be required to declare that they are not disqualified from
undertaking such work.

A disqualified person is not permitted to provide or manoge care for children under age 8 unless they apply
for, and are granted, a waiver from Ofsted. In summary, a person may be disqualified from working in a
school setting through:

#»  Inclusion onthe Children’s Barred List;

=  Being cautioned for, or convicted of, certain violent and sexual criminal offences against children

and adults;

»  Grounds relating to the care of children {including where an order is made in respect of a child under

the person’s care);

= Having registration refused or cancelled in relaticn to childcare or children’s homes or being
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disqualified from private fostering.

Disqualification also applies to eqguivalent offences committed owerseas. The Regulations do not
automatically apply to all posts in a school or to settings where there is no provision for children under 8. You
will therefore be informed if the Regulations are relevant to the post you are applying for.

Should you need to, you can find out more about disqualification in the Department for Education’s guidance
HERE.

Prohibition Checks

Following successful interview, the School will carry out the necessary prohibition checks for all teaching
staff, as well as for all candidates appointed within a claossroom-based job role, rrespective of whether the
role permits for unsupervised “teaching work™ as defined by The Teachers” Disciplinary [England) Regulations
2012. This check will provide wverification that the caondidate has not been prohibited from teaching or

carrying out teaching work by the Teaching Regulation Agency in the past.
Safeguarding

The School is committed to safeguarding and promoting the welfare of children [and young people]

according to child protection and safeguarding guidelines and we expect all staff to share this commitment.

The post you are applying for is classed as having a high degree of contoct with children and involves
“regulated activity™. As such it is exempt from the Rehabilitation of Offenders Act 1974, It is an offence o

apply for the role if you are barred from engaging in regulated activity relevant to children.

All post holders are subject to the necessary pre-employment check, including a satisfactory Enhanced DBS
check, including a Child[/Adult]'s Barred List check [where applicable to the role in question]. Additionally,

shortlisted candidates will be subject to online searches for publicly available information.

A copy of the Schools Child Protection Policy oawailable on  our  website at: hitps:

wwwlibstockploceschoolcouk
Data Protection

The School processes personal, special category data and criminal records dota in occordance with owur

data protection policy and in accordance with data protection laws.

| understand that providing misleading or false information/qualifications may affect any recruitment

decizion made relating to me or if appointed, may lead to disciplinary action and dismissal.
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SECTION 12 - DECLARATION

& | confirm that the information | have given on this Application Form is true and cormract to
the best of my knowledge.

» | confirm that | am not on either the ISA Children's barred list or the ISA Vulnerable Adults
borred list, disqualified from work with children or subject to sanctions imposed by a
regulatory body.

+ | confirm thaot | have never been referred to the NCTL. {If you are unable to do so, please
provide detoils on a separate sheet and send this in a sealed envelope marked
"confidential® with your Application Form, in order that the Schogl may consider whether
you are suitable for employment).

+ | understand that providing false information is an offence which couwld result in my
application being rejected or [if the false information comes to light after my
appointment) summary dismissal and may amount to a criminal offence.

& | consent to the School securely processing the information given on this form, including
any 'sensitive’ information, as may be necessary during the recruitment and selection
process.

+ If | am appointed, personal information about me may be computerised for personnel

administration purposes within the terms laid down by the School's Privacy Notice.

= |l consent to the School making direct contact with the people specified as my referees to

wverify the reference.

*  Should | be employed, | agree to completing a full disclosure for the Disclosure and

Barring Service.

Signature: _ Date:

Print Name:
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Head's Welcome

Thank you for your interest in joining our team. This is an
OpEOnuNMy 10 Piay on niegrol role i o sThoo! with ¢ rch
histocy ot the vanguaed of educotional change. We have
o powerful sense of the way in which we shall develop in
the decodes 10 COMEe ONd We S8k energetc
peofessionals 10 jon us ond 10 halp us 10 budd and realise
our vision

We toke peide in 0 school cufture which s inclusive, ond
which 5 both forword locking and rooted, dyname and
yot canng. Through ow rigorous and imagnative

curnculum and a highly tesponsive pastoral system, we
engender n ow PuPs 1he Courage and ombition which

they will need to succeed and 1o play a constructive role in thesr wider community and
sosety

Owur staff ore the School's most valuable osset and we aspire 1o create @ ector-ipodng
emaronment in which they con work. We are commitied 10 a thoughtiul process of continung
professongd development ond we crecte multipde pothwoys for cur Coleogues 10 Drogress in
their knowiedge, skifls and experience. We are fortunate 10 have built o strong sense of
loyalty amongst our colleogues and we regard the stobilty of owr staff body as a moyor
strength. Moany of cur employees have bull successtl coreers with us over o prouocted
penod and the werse of community omongst us is strong. Opportunities for promotion and
advancement are plentdul Professional fulfilment is key to staff welbeng butsotco s
OCCess 1O O ronge of oddmonat benelins ond we Ofé résponsive 10 this 100 - the happness of
its stotf 5 crincol 10 ony orgonisaton’s ultmate SUCCess

510Ck i Wwithout 0 Soub! the Most dyNomic Ond the MOost ntéresting school m whieh | have
worked theowugh my career, | hope that you will be inspired 10 joun us ond 10 Mok your own
contribubon to our evoiving Mission and journey.

Chris Wolsey
Head
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ar Candidates

About the School

Ibstock Ploce School is on independent
co-educatonal day «hoo! alfibated to
HMC, the Hecd's Conference ond to
IAPS, the Independent Assocation of
Prep Schools . We occupy o beautiful
ond wel-gppointed ten-ocre site on
the edge of Richmond Park in South-
West London

Estcblished in 1894, we have
championed the merits of co-education
since our foundation. The Schoo! was
originolly created to showcose the
ideas of a progressive German
educotionalist, Friedrich Froebel ond,
eorly on, it speciclised in Eorly Years
education Indeed, 1 was Froebel who
coined the term Kindergorten. While
EYFS provision remains an important
part of our provsion, we have grown
considerably since 1894 ond we now
provide an ntegroted pathway for our
pupids all of the way from 4 10 18 years.
We ore heavily oversubscribed, and we
currently educate around 1100 young
people. We have mojor points of entry
ot 4+, 7+, 11+ and ¥+ ond o thriving Sixth
Forrms ol oseevianed 2000 oesde ™har

Academically, the School 15 strong and we
routinedy appear in the upper reaches of
newspaper leogue 1obles, both for GCSE and A
Level outcomes. About 80% of our pupds move
on every yeor to Russell Group universities,
inchucing Oxlord and Cambridge. There s also
growing mterest in igher educotion pathways
outside of the UK, mcludng those in North
Amenca

Our curriculum is brood and balanced. We seek
aunique synthess of learnng which combines
the best tracktions of o liberal ond humone
education with an outiook which is forward-
lcoking and dynomec. We have invested heawily
in new technology in recent years ond we seek
10 be at the forefront of educational change.
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We recognise thot Al vall re-shope the
landscape of schools in the decades to
come and we are taking steps to ensure
that we are well-ploced 10 benefit from
it. We understand too the importance of
a strong co-curnculor offer — from our
mcephon, we have been convinced of
the virtues of o “whole education™. Qur
pupils can access over 140 differemt
clubs ond octivities and we hove
exemplary provision in sport, music,
dramo. dance cnd debating. In the
Senior School, the Duke of Edinburgh
Award Scheme is notable for its strength
and qucity of provision, We expectall
teoching staff to make a meaningful
contnbution to it

Qur postoral system is exceptionally
well-developed and responsve to the
ndividual needs of our pupils. The work
of cur pastoral teams is supplemented
with a closs-leading pupil counselling
service which we run :n colloboration
with The Soke, a specialist mental health
ond wellbeing provider based in South
Kensington

We are committed to the integration of pupil
voice in the life of the School and our prevailing
organisationol culture pricntises the importance
of istening, just os it does the celebration of our
diversity and the affirmation of cur pupsls’
ochievements. The same extends to our other
stakehoclders — our parents and, of course, our
stoff.

As a chanty, we work hord 10 ensure public
benefit. In addition to a generous and expanding
programme of bursanes to support pupils for
whom on ndependent school education would
ordinanly be out of reach, we sustaina
burgecnng partnesship programme vwath many
local stote schools and community orgamnisations.
In addition to the frequent sharnng of our facilites,
we undertake a wide vanety of projects ocross
oll aspects of our operation which ensure that in
Roehampton ond beyond, we are a force for
good. For more details of our work, see

wyew schoolstogether.grg and seorch for ibstock
Ploce,

We cre ambiticus for our future. We have grown
considerably in recent years — in size most
certainly, but ofso in terms of our profile ond our
ochisvement!. Our ambition is 1o build yet further
upon thas recent success and to become the
leoding co~educational independent day school
in London.
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We are seeking to appoint @ full time Teocher of Geography who s able to teoch ocross the
Senvor School cge range (11-18 yeors) ond who can prepore pupils for GCSE ond A Level
examinations in the subject. The position s suitable for either o 1eacher who 15 in the eorly
stages of their career Including recent groduates) or one with mere expenence who is
seoking 10 develop n a new and stimuloting environment

Geography s a very populor subject at this school

Our Gecgrophy Depariment sits within the Foculty of Humanities. We follow a home grown’
enquiry-based course in Yeor 7-9, incorporating core geographicol ideas and skills withino
contemporary fromework. We are one of the scheol's mest popular optional subjects ot
GCSE ond follow the Edecxel IGCSE course. Toke up into the Sixth Form is olso buoyont and
here we follow the AQA specificotion

Eoch yeor, around 80% of pupils progress into higher education to read for Geogrophy or
reloted degrees. Examination outcomes ot both IGCSE ond A Level ore consistently strong
and we olso have recent Oxbridge successes. A team of seven delivers the Geogrophy
curnculum across the 11-18 age range

Eoch A’ level group is shored between two teachers and there is the flexibdity 1o teach both
human and physical units within this fromework. The Deportment supplements its classroom
provision with 0 growing programme of fieldwork; we ore wonderfully sited to toke
advontage of London’s vaoned potentiol and we also visit Guidford aond the Dorset coost.
Additionally, we offer optional overseos trips ot GCSE and VI form: current destinations ore
Sicily ond Iicelond respectively.

This post will commence 31 August 2024

Further nformotion on the role is set cut m the Job Description
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nlomation for Candidotes

The Person

* Understonding of curriculum ond
assessment of pupil progress

s Abdity 10 work well wirth o ronge of
audences, including parents/carers and
other professionals

* Excellent communication and
organisational skils (including written ond
oral skills)

* Professional knowledge of what
constitutes high quality and standards in
teoching and learmng

* Professional understanding of inclusion
and strategies for engaging ol learners

* Professional understanding of
safeguarding within o schocl setting

* Abdity 10 write reports, keep accurate
records ond communicote effectively

* Effective crgansation skills

* Resilience with the ability to work under
pressure and be able to meet deadines

* Proven ability to prioritise workloods

* Passion for teaching and learning

* Open-minded, self-evaluative and
adaptcble to changing circumstances and
new ideas

* A commitment to safeguarding ond

promoting the welfare of children and
young people
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The overall responsibilities of the role are
to

« Promote the generol progress ond well-
being of ndvidua! pupds and of any
class or group of pupds assgned 1o them

+ Promote and safeguord the welfore of
childeen and young persons for whom
you ore responsible and with whom s/he
comes into conmact

+ Prowde gudance and advice to pupils
on educatonal aond social motters and
on their further education ond future
careers. including information about
sources of more expert odvice on
specific questons; making relevent
records and reports

» Moke records of ond reports on the
personal ond socwol needs of pupils

« Communicate ond consult with the
porents of pupils os directed by the
Senior Manogement Teom

« Attend assembhies, register the
onendonce of pupils ond supervise
pupils, whether these duties ore to be
performed before, during or after School
sessions
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Responsibilities

The postholder will

« Communicate and co-operate with
relevaont outside organssabons

« Participate in meetings arranged for
any of the purposes descrnbed above

« Contribute, wherever oppropaate, 10
the wider e of the School

« Plon ond prepare courses and lessons

« Teoch the pupds according to their
educotonol needs

« Provide or contribute to orol and
written gssessments, reports and
references reloting to individual pupils
and groups of pupsds

« Participate in arrangements mode by
the School for appraisal

« Maintain good order and discipine
among the pupils ond safeguarding

their health and sofety both when they

are outhorised to be on the School
premuses and when they ore engoged
in authonsed School octivities
elsewhere

« Participote in meetings ot the School
which relote 1o the curnculum for the
School or the odminstration or
organisaton of the School, including
pastoral arrangements
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Supervise and, so far as practhicable, teach
any pupils whose teacher 15 not availkable 1o
teach them

Develop and Maintan working relationships
with other professionals

Participote in orrangements for preparing
pupils for publc exominotions and in
assessing pupids for the purposes of such
examinobons

Record and Report such assessments and
participating in arrangements for pupils’
presentaton for and supervision durng such
examinabons in occordance with both
mnternal and extermnmal regulations



Londhigates

Staff Benefits

Our aims and ethos

Our aim 15 10 create on outstondng place of
learning, a place where cur pupils find
ocoademc excellence and the joy which it
inspires. We ensure that our pupds” notural
curiosity and empathy i$ ceaselessly
nourished. In so doing, we set the conditions
which enable them to excel, both during thesr
time with us and throughout ther adult ives

We do this by concentrating on four Cs

Our CURRCULUM w5 dynomic and {orward-

thinking

URE s warm ond inclusive

Cur CONTEXT

is beoutiful and stimuloting

»ur commitment 10 CO-EDUCATION s

iongstanang and profound
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Staff benefits include:
« Cycle 1o work scheme
« Childcore Voucher scheme
« Free breckiast ond lunch [in termume)
« Defined contnbution penson scheme for
teaching stoff ond o pension scheme for
support staff

« Commetment to training/development

« 25 days onnual leave « bank holidoys for
support staft

« Access to BUPA Employee Assistonce
Progromme, including counselling

services

« Staff Yogo ond use of the swimming pool



niormation for Condidates

How to apply

To opply tor the role, please complete our
opplicotion form and submit it, by emo#:
recrument@bsiockpigceschool co uk

Shortlisted oppliconts will be invited to ottend
interview. The school reserves the right 10
make an appontment before the closing dote

Note that all offers of appointment ore
conditional until the satisfoctory completion of
mandatlory pre-empioyment checks.

Ibstock s committed to sofeguarding and
promoting the welfare of chaidren. For further
information on our Child Protection policies,
plegse see here Sofeguording checks with
the Disclosure and Barming Service will be
undertaken. It is on offence to opply for this
rode if you are barred from engoging in
requioted activity relevant to chiddren
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This post is exempt from the Rehabilitation of
Offenders Act 1974 and the amendments 1o
the ROA 1974 [Exceptions Order 1975,
amended 2013 ond 2020). For details see here

Note that, m accordance with Keeping
Children Safe in Education 2023, shoetlisted
condidotes ore requred 1o declore ony post
comwictions. Online searches will also be
conducted on shorthisted applicants as part of
our due diligence process

At Ibstock, we embrace and celebrate
difference. We are proud 1o be on equal
opportunity employer and do not discrminate
oganst any employee o applicant bosed on
their oge, discbility, gender, marriage or cwvil
parinership status, pregnancy and maternity,
roce, religion or belief, sex, and sexuol
onentation. To ensure this, oll positions are
subject 10 bind shorthsting
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Appendix 4

IBSTOCK PLACE SCHOOL

CRIMINAL RECORDS DISCLOSURE FORM

Anolferof enplayrnent i comditional upen e School gy an Enthasoed Dusclontare froen the DHS whach
the School conmders 10 be usifactory, 1 you ame sucoennlid n yous application, pou will be nagacad 0
complete 4 Dydlosure and Barning Service Apphicatson Foeme Any infoomaton disdosed will be handied in
accordance with the Code of Pactice published by the Disclosure and Barmng Service (& copy of which »
wailabile Fronn the Schodal on request),

The School is exempt from the Rehabilitanon of Offenders Act 1974 and therefom all conwctions, cantions,
regrmmands and fined wamings dedudag thowe which woold noamally be comsdend "spent™ under the Act)
st be declared, [f you have » cnoeul recond der will not autosuncally debae you from employrnent.
Irnmteand, cachs case will be wisessed faidy by reference 1o the School’s obyective mscsmnont procadue, ar tet 0ut
1 out Recrutment Policy (1 copry of whech 1 avalsble foom the Schoul an mguest),

All shonthsted cudabaes ute equited 1o miewes the quessons below:

L Ase you inchade] on the dallbrerr's bareod bet?
Yer © No ©
2, Have yuus been comaeted by the conrty, in the UK of absoad, of sy crmanal affonce?
Yes 0 No o
2. Tr there my rlevant cout sction pending agamst you, either s the UK oc abaoad?
Yer 0 No o
4, Have you ever been cautoned for, convicted of ac chaped with & molent oc wexoal comanal offences
spainst a chald o sddt, i the UK or sbeond?
Yer © N0 0
Have you ever recaved » caumon, reposmand or fimal senung fioen the poboe?
Yer 0 No o
A yous known s chiddom's local suthanty social cee = relation %0 yousr care of dhiildeen?
Yor 0 No o
Havw yous ever bad an onder made agsent you odating 1o your caee of daldenn?
Yes 0 No ©
!@m@iﬁmhmﬂdh:ﬂﬁomdﬂhudﬂhﬁmwhwb@
disqualified from fostenng?
Yer © No o
7. Ace you disqualified from providing chsldoue?
Yeo 0 No o
8. Ase you peolubired froom teaching?

Yoo 0 No o

-

-

S =

45



16 yous aoe applysng for & mranspereent postson:
A gots peohabited (2oen massgrenent = an mdependat school (ueader 4 section 128 dmction?
Yor ¢ No o

1 VES' 10 sy of the above, ploase peovade further detals dugeg the coune of the mntervnew.

Signed
Date
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Safer recnmting = Online Checks

ECSIE 2024 sugpests that schools should consider conducting searches
of an onbne seacch engne &5 padt of ther safer recnutng poactces. In
deference to this adveee, IPS undertakes sueh checks on all shosthated

candidates, prior to mterniew. Any potential concerns that ave wdenthed
can then be discnssed with the candidate at mitesview.

The scheol 13 mundiul, when undemakng these checks, of 103 dubes
terms of both data protection and equalities legrslation.

Checks are undertaken by the HR team and the gesiults are made known
to the Head exclusively. Checks are undestaken only on shortlsted
canchdates. The checking process mvalres searches for the pven name on
Goople and perusal of pubbe sooal media sccounts mewable vathout a
socaal media login through Google.

Mame of person checked:

Raole:

Checks undertaken by:

Diate of check:

Motes: |

Has the check penerated any information which should be passed
to the Head?
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Appendix 6

IBSTOCK PLACE SCHOOIL

CLARENCE LANE, LONDON SW15 5pY
Tel: 020 8392 5802
Eomail: cecrmtment@ibstockplaceschool.couk

List of documentation to bring
to interview
Plewse supply one document from Group 1, and two further documents from either of Group 1, Group 2a or Group 2b,

one of which must veofy your curcent addeess.

Please also supply documentation confiomang your Natonal Tmrueance Number (P45, P60 or Nasonal Insuence Card)
and your aght 10 work in the UK (see bax below),

We are alvo required o see your Birth Certificate. Please bring thiv with you, along with the documentation
specified above.
Group 1 Primary Trosted Tdentity Credentials
e Current valid passport
®  Biometne Rendence Poarat
®  Current Diving Licenice (Full ar provivional) (UK Tsle of Man/Channel Tslands; Photocand wath the
associated counterparnt licence; except Jemey)

Group 2a: Trusted Government/State Issued Documents

Cueront Non UK doving hieenoe (valid for up to 12 months from the date the apphicant entored the UK)
Marmiage/Ciwil Partnesship Certificate (UK and Channel Tsbands)

Adoption Cestificate (UK and Chunne Telands)

HM Porces 1D Card (UK)

Fare Anne Lacence (UK and Channel Islands)

[Group 2b: Financial / Social History Documents

®  Mongage Stutement (UK or Ewopean Economoe Avea (EEA))**
Bank/Buddng Society Staternent (UK wnd Channel [ilands or EEA)*
Bank/Bulding Society Account Opeming Confiomaton Lerter (UK)
Crednt Card Sutement (UK or EEA)*

Fi | Stat g 1, endowment, 1SA (UK) **
PAS/PO0 Seaterment (UK and Chunned Telands) **

Counal Tax Statement (UK and Chanoel [dands) **

Work Peormit/ Visa (UK (UK Residence Peomit)**

Letter of spomsonship from futuee employment provider (Non UK/Non EEA only valid for

appheants rending outade the UK at the tioe of application)
Unlity 8l (UK)* - not Mabile Telephone
®  Benefit Staternent” - ez Child Allowance, Penson

® A document from Centeal/Loeal Goverment/Govesnment Agency/Local authonty gpving
entitlernent (UK and Channel [ilands)* - e feom the Departinent for Work and Penvons, the
Employment Service, Custarms and Revenue, Job Center, Job Centro Plus, Social Secunty

o FELU Natooal 11D Card
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IBSTOCK PLACE SCHOOL

CLARENCE LANE, LONDON SW15 5PY
Tel: 020 8392 5802
E-mal: recnmtment@ibstockplaceschool.couk

e Cards carrying the PASS acereditanon logo (UK)

®  Letter from llcaduwm or (.ollege Penapal (UK) for 16 < 19 year-olds n full ume educanon. This 1
anly used in priopal crreuny il other documents cannot be provided.

Note:

1 a docunent i the Lot of Valid Identity Doownents is:
Denoted with * <t should be less than theee months old
Denoted with ** - it should be loss than twelve months old
Notdenoted - it can be more than 12 months old

If you have changed your mame by deed poll or any other means (og marnage, adoption, statwtary declirtion
please alvo bang documentary evidence of the change.

Right w work in the UK:

UK passport holders should supply their UK passport as proof of ther nght to wodk in the UKL If you do oot hold a
UK panvpont, please bang ather evidence of your aght to work in the UK.

Documentation relating to professional/cducational qualifications:

Plewse supply oogmal documents confirmang any educational and professional qualifications vefecred to n your
application,
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Appendix 7

1 pema e Expcscstalive of the Applicinl'y cirmesf i foctein caplhpe, phoise corglens bath Pact A aocd Pest
B belear. If yiva e iy 8 seftiende in drry other dipuery, pleric catrglete only Pan B. I seociiary, pltioe

el firibay detmic on g wperte theet

PART &

T o e T o T SO

What poutan do ros hokd -

If yirm mre not ithe Hieul, please ensure

That et peference i comtemigned by
the Head

wirh e Appicars:

L]

Plrans cordiem the Appboant's duter of
et

L cha Applscuet han ceaed emplorment
wth yeu, pleawr coafirm dee mawon Bor te
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Haa thee Applicant been the robsect of procesdarg)
wvieies foervdd o indodrmal) duessag the b 1T sl of daeir
smrglerrrment? 1 o, please prosede detads of the icption (1
agazai the Apploast and the ocome of the peoordngy.

Haa har Appiicant been. the robyect af dncplnary procendmg
ety formal o informall rsimiog: neess Ddaied o the
T asd Weldire of childen o Tousp peopls’ 1 s, pleaie
prorile detads of the allepation(i) apimis the Apphcint and
et upooemer 0 the panorscingy

Pitiie provude detiely off v allsgations o DOa0een that hive
B resed (iberier fobmaly or miomaly) dbost e
Appbeast whach prlaty to- the radeiy and welfar of chidore or
TOung peopis, enoept thowe whech have teen foosd b be
smialistanamired unlousaked, Glse oo ok

Jan pore compleinl wSafied Sut the Applicant i not
e i eriemia g ok 20 i epposbon o
letdarresnsl Baisil wilee, Selndng dirndeiny, The fuke of
by, mudeorhull ety andi | erepert amd ol af
dffemnt fithe and belels” Bxtyemam siso inchades cally oo
ot death of sresnber of Do aemesd fooost, wheder m T
Sl ot oveaiesi 1 obf pleie et dpotale dokete fis
TR CONCEMA.

To the Besi of Poae knowuiedpe, had the AppEraal eVed bom
ielirid 10, or o8 B e volyes! ol @ idndie, teilicben o
peoitibeton ivsed by the Tesching Regelation Awtheoty, any
aguTiles oy in e U OF 4 AEgubinog £ the ewcking
peolciiinn in sy other eousteyy I poi, pleine proside

To the bevt af 7oes knorcindge, has e Apphoant mos b
defezoed 1o e Depintmen [of Edasibon?

Pod Applacusin sppiTing for manipeament poi, 4 The
Appbidar the sihest of & duectos uiels omeon B3 of the
Exhucation axd Sklls Aot 2008 wheh protebit, dagalbe o
irextrict fhees B heeng oroaited i e enapemend of an
mdependent wiool 10 71, please peorsde detid

To the best of poar knowledge, has the Appheant ever bees
e LBsect off 8 drerbin nader seeison 147 of the Educahon

st 02 14 e, please peomide detaih

TWoedd poes be wiling to se-smpler the Apphessh If o
asiwer i Ne", pleias eeplien why,
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Appendix 8

CONFIDENTIAL REFERENCE FOR [NAME] FOR THE POSITION OF [ROLE]

Feleses naene

Poation:

Osgannation

Flocw alse promse a woasac wigpdone mowber dlow 20 10 o0 can comsaiz yom 30 werfy 3 iglbemesnos pow promse

Tel.

1f yous ate 2 1op v entative of the Applcant’s cuzzmt ox previcsss employer, please complete both Part A and Part

B below If you are giving 2 tefesence in aay other capacity, plesse complete only Pat B [f mecensacy, please
wchade Bisthier detads ca 3 sepaaate sheat

PART A

What 5 the namte of yout
ogam gica’

What poston do you hold?

1f you work in a School, and are
ot the Head, please enwure tut
this mierence is cowdersigned by
the Head.

How leag have you wotked/did wu
work with the Applicant?

Please confemn the Applcant’s tole
xd/or dtins

Please confirm the Applicant’s dates | Ecaployment Employment
of employenent comEnenced ended

Plesse confirm the mason for the
tesnimation of the Agplicant’s
anplopment [ the Appicant was
dammsed, pleme sxplan the temon
forthe Applicant’s dsmusaal 20d the
wnotndey aTwTtan e

Please confirm the Applicant’s

cureent saleey (o¢ ther saagy on
temmination)

55



Please rate the Applrant pamt Need
the following catesiy (plesie ) il
contsus on 3 sepacate sheet of

ogaed) Gty Do

Accepable

Artatude to wok

Attendance

Reubdity

Workap relationshups wath cther
staff

Sedls

Expeaence

Has the Applicmit Deen the subyect of
dncplmary pocediogs (ahether foomal or
ufornd) duang the last 12 months of theix
anployent? [f10, plems pronds detals of
the dlsgation (s) aganst the Appheant and the
cutccene of the proceedps

1f the Applicant works wath childeen o young
prople, plese conficm whetdiex ey law bees
the subject of discipknary proceedings (whether
o enal or e enal) Jvolving naues related to
the safly ad welfas of chddon ot yourg
people? Ifso, pleme prowade detals of the

diagation(s) agunst the Apphcmt and the
outcome of the proceedings

Pleass pmowide detals of any allegabons or
conceens thut have been emsed (whiether
fommaly oz nfoznaly) sbout the Appheast
wiuch mige to the safety and welfme of
cildten of young peopls, except those which
Baw been foumd to be unsubatantiged,
unfounded, falie, or mabicious
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Are you completdy satofied that the Apphoant
1 not mwvolved i ‘extoemiem’ bang vocul or
wtive oppontion o fusdamental Botish value,
including democoacy, the rule of law, sndividuad
hbeny and mamual respect and tolesmce of
Sfferot fathy arsd beliefi? Extrermann abio
wcludes calls for the death of membees of om
amed  {orwes, whether n th countey o
aversens,

Would you be willings to re-ervgiloy the
Apphcant? [f your anrwer in “No”, please
explan why.

Pant B

What os your relaneeislup to the Appleant?

Heorw bong have you known the Applicant?

Based on your knowlalpe and expetience of
the Applaant, do you believe that be/the is
natable for the post spphed fos?

Baved on your knowledge and expenence of
the Applatet, do you have any resson o
bebeve that be/she v tmnstable 1o work with
children?

Please irxchicde 2ty other infosmuation whach you
consider may be relevant 1o the Apphcant’s
spphication.
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TEACHING STAFF

Appendix 9

Post:

-

1. Needs substantal dovelopment
2. Needs development

3. Acceptable

4. Strong

5. Outstanding

1|2 |3 |4 |5
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Are there any mconsistencies or
anomabies in the mfommaton grven by
the Applcant dunng interview when
compared to that contamed on thew
applcation foem?

Yo O

Noe [0

[€ there are any gaps m the
Appbeant’s employment hastory, has
the Applcant provided a satisfactocy
explimation foc them?

Yes O

Ne O

Did the spplicant answer Yes' to any
of the questions on the Cremenal
Record Disclosuee form? If yes,
provide funther mformation below, in
the notes section.

Yes [

No [

Did the onkne searches wentsfy any
‘tedd flags’? If yes, summanse the
interview chscissaon on the matter in
the notes section below,

Yes [J

Ne O

If 5 reference has not been obtained
prioe to interview, did the Applicant
winh to declare anything w bght of
the School's requirement for

references?

ves [J

No O

Notes:

Foem completed by:
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NON-TEACHING STAFF

Appendix 10

Post:

-

1. Needs substantal dovelopment
2. Needs development

3. Acceptable

4. Strong

5. Outstanding

1|2 |3 |4 |5
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Are there sny inconsstencies or
anomales n the mfonmation given by
the Appheant dunng imteeview when
compared to that contained on their
apphcation foem?

Yes [J

No O

If there are any gaps m the Appleant's
employment history, has the Apphcant
provided a satsfactory explanation for
them?

Yes O

Noe O

Did the applicant answer Yes' to any of
the guestions on the Cremsnal Record

Disclosure foem? I yes, provide further
nformaton below, i the notes section,

Yes [J

Noe O

Did the onlne searches dentify any ‘red
fags™? If yes, sumamanse the mterview
dacussion on the matter m the notes
section below,

Yes [

Ne O

1f a reference has not been obtained
poor to interview, did the Applicant
wish 1o declare anything w light of the
School's requirement for references?

Yes [J

Notes:

Fomm completed by:
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Appendix 11

Additional self-declaration form for Governors and Senior Managers

Under the Chanties Aet 2011 itis a enminal offence for @ pemon o act as o Lustoe Or senior manager
of a chanty when disqualified from doing so. The Charities Act 2011 sets out the grounds on which a
person can be duqualified from acting as o trustee or senior manager, These include vanious spent and
unspent eoninal offences and other sanctions,

To ensure compliance with the 2011 Act, searches of the following lists will be made for your name:
e the Banknuptey and lnsolvency Regster;
e the regster of disqualified directors mamntuined by Companies House; and
o the register of persons who have been removed as o chanity trustee,

A person s conslered to be a chanty trustee if they are one of the people who have geneml control
and management of the admmistaation of the chanty. In an independent school the trustees will
typically be the govemors of the school.

Senior managers nclude those employees who report directly to the chanty trustees or have
responsibility for the overall management and control of the chunty's finances, At Ibstock, the
disqualification rules will be applicable 1o all governors, the Head, the Bursar and potentially other
senior staff who report directly to the govemors,

Thero 1 no singzle bst or regaster that covers all of the disqualification enterin and the School therefore
adopts a pragmatic approach to checking whether a person is disqualitied, This is aclueved by the use
of this self declaration form and the checking of relevant publicly accessible regsters,

Please confirm whether, to the best of your knowledge, you are subject to any of the disqualification
eriteria set out above:

Namer
Signature:
Date

Ploase note that a firiluve to diselaie relevant information, or the provision of firlse information, which ubiequently comes
to the School's attention may reswlt in the termination of an appointment as a goverwor or fenior manager or the
withdrawal of an offer of employment and may also ammnt to a coiminal offome. Please also be aware that you are
sunider ant ongoing duty to inform the School if there is & change t your ciremmitances that reswlls or may nandt iy you
becoming disqualified from acting as a gorernor or sentor mandge.
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Appendix 12

Additionul checks for Governors, Head wnd Bursar

Under the Chantes Act 2011 12 45 2 commal offence for a person to act as u tnustee or sensor
manager of a chanty when doqualified from dosng s, The Chanties Act 2011 stz aut the grovunds
on which a peeson can be dogualified foom actng as 4 trustee or serwor manager. These inchade
vanous spent snd unspenst camual offences and other sanctions,

To ennuw comphance with the 2011 Ace, searches have been made of the followag Lt

o the Bankrupicy and Insolvency Reguter;
o the regaster of disqualified durectors mmntaned by Companies Hoare; and
® the regter of penons who have been removed as 2 chunty trustee.

Name of person on whom scarches were conducted:
Date of birth:

Wan 2y reference made to this individual on the lises above?
Dute search conducied:

Note that searchies have ondy been qua for the name of the indindudd sad aot for sy cogpoeate
entites they may be anocated with. Seacches bave only been made of the Enghh cegisters, Scatland
and Nosthen Leelasd mumntsen sepasute lists.

Deetads of search eepmien wsed:
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Appendix 13

IBSTOCK PLACE SCHOOL

PRE-EMPLOYMENT HEALTH QUESTIONNAIRE STRICTLY CONFIDENTIAL

This questonnaire should be completed as fully as possible 1n capital letters.

The information will be treated in confidence between the School und its Medweal Adviser.

Forenmme: Title (2¢, Mr,
Mes, Ms)

Surnames Date of buth;

Address Name and
address of GPy

Postuon apphed for:

Medical history

Please complete the following questions by ticking the approprate box, 1€ the answer s 'yos’, give details
including (@) date, (b) amount of tune lost from work /school (f any), (c) treatment (if any).

Have you ever suffered from any of the following illnesses?®

Yes [No | If yos, pl give details

Visual defects /eye conditons (ncluding colour blindness)

Heanng defects /ear conditions

L&Vt_r.s_-ﬂx_'sm.é@p!!gsigl.\,mhgr_p_-xehjetp’.c_d_i_!_ordcr

Paralysis or other neurological disorder
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Faintsng attacks, blackouts, epilepsy o fits

Recurrent headaches, magrame

Verts S et

Heart duwense, high blood pressure

Asthma, bronchatis, tuberculosis or other chest daease

Laver desorder

Kudney or bladder problems

Recurrent backache, arthnns, cheumatism

Any blood disorder

Eczema, deamatitis, othet skin conditions

Duabete or other problems

Hay fever, allenges to deugs, anumals cte

Aaqy recureent mfecboas

Any unpainnent of unmunity to sfecton

Herma

Any aleohol or doug related problems oe dlness

Any other medscal condition, physical or mental, not
mennoned above

Have you?

Yes

No

If yes, please give details

Ever unlergone & suggeal operaton or been adoatied 10
hospatal for any reasont

Had more than 20 dapy” sickness ubsence m the past 2
yoars?

Ever been, of are, s Regstered Duabled Person?
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Present health statas

Yes [No |If yes, please give details

Ate you at present takig sny medication peesenbed by »
doctor?

Afe you at present feceiviegg any treatment prescnbed by a
doctor?

Do you have any physical daability necesatating special
ands, of eequirements for pccess 10 premisest

Do you have any other relevant health problems?

Declaration

L

9

I declare that, to the best of my knowledge, the information | have given s cocrect and
that 1 know of no reasons, on grounds of mental or physscal health, why I should not be
abk to dischange the responinbilines required by the post i question.

1 understand that any offer of employment made to me by the School will be conditional
upon the verdicaton of my medscal fitness and that | may be cequised 1o attend a
medbcal exammation,

T ursderstand that failire 10 disclose relevant mfermanon oc grving false infoananea may
result in termmaton of my employment or the withdrawal of an offer of employment.

I heeely give my consent to [hstock Place School peocessing the data supphed sbove,
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