RED ROSE SCHOOL
SAFER RECRUITMENT

POLICY
Updated: November 2018

Section 7

3

Red Rose School is committed to safeguarding and
promoting the welfare of our students and expects all staff
and volunteers to share this commitment
SCHOOL PROCEDURES
Red Rose School will follow Pan Lancashire procedures for Safer Recruitment.

http://panlancashirescb.proceduresonline.com/chapters/p_safe_re
cruitment.html
RELATED NATIONAL GUIDANCE
Keeping Children Safe in Education (DfE) 2018
INTRODUCTION
Red Rose School has a duty to safeguard and promote the children's welfare.
This includes ensuring that safe recruitment and selection procedures are
adopted which deter, reject or identify people who might abuse children or are
otherwise unsuitable to work with them.
Safer practice in recruitment means thinking about and including issues to do
with child protection at every stage of the process.
To ensure that those involved in recruiting and selecting staff are able to
successfully test the candidates' ability and experience against a clearly defined
person specification, the Principal will undertake NSPCC Safer Recruitment
Training.
Red Rose School will not sub-contract to any personnel who have not been part
of a safe recruitment process.
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Where private or voluntary organisations come into contact with or offer services
to children otherwise than under contract with a statutory or public body, in
recognition of their commitment to safeguard and promote the welfare of
children, they should as a matter of good practice take account of this procedure
and follow it as far as possible, although not under a statutory obligation to do so.
CHOICE OF CANDIDATE
Quality of Job Advertisement, Job Description and Person Specification
Our written recruitment and selection policy statement should be included in:
•
•
•
•
•
•
•
•

Publicity materials;
Recruitment websites;
Advertisements;
Candidate information packs;
Person specifications;
Job descriptions;
Competency frameworks;
Induction training.

Once a post becomes vacant or a new post is created, the job description and
person specification need to be agreed and/or reviewed to ensure compliance
with the safe recruitment guidance set out in this procedure. This will apply
whatever the level of responsibility or duration of the appointment.
Job advertisements should include reference to the need for the successful
applicant to undertake an Enhanced Disclosure via the Disclosure and Barring
Service (DBS), where appropriate, as well as the usual details of the post,
salary, qualifications required etc;
The level of information to be sent to potential applicants in the candidates'
information pack will depend on the level of the post. A copy of the organisation's
Child Protection Statement should always be included in the information pack, as
well as the application form, job description and person specification. The
information should also set out clearly the extent of the relationships and contact
with children and the degree of responsibility for children that the person will
have in the position to be filled. The information will stress that the identity of the
candidate, if successful, will need to be checked thoroughly and will refer to the
need for a Disclosure and Barring Service check.
Job descriptions must state:
•

The main duties and responsibilities of the post; and

•

The post-holder's responsibility to safeguard and promote the welfare of
children with whom s/he has contact or for whom s/he is responsible.

•

Person specifications should:
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•

•

Include the qualifications and experience, and any other requirements
needed to perform the role in relation to working with children;

•

Describe the competencies and qualities that the successful candidate
should be able to demonstrate;

•

Explain that if the applicant is short-listed any relevant issues arising
from the references will be taken up at interview;

•

Explain how these requirements will be tested and assessed during
the selection process including:
•

Motivation to work with children;

•

Ability to form and maintain appropriate relationships and personal
boundaries with children;

•

Emotional resilience in working with challenging behaviours;

•

Attitudes to use of authority and maintaining discipline.

Both job descriptions and person specifications must be completed at the
same time and before the job is advertised. Under no circumstances
should the person specification be completed or revised after the selection
panel has had access to the applications received;

Application Form
The School standard application form , which is used for all staff vacancies, is at
Annex A.
Incomplete applications must not be accepted and must be returned to the
applicant for completion.
It is not good practice to accept CVs drawn up by applicants in place of an
application form because these will only contain the information the applicant
wishes to present and may omit relevant details;
The application form should also record that:
•

Where appropriate, the successful candidate will be required to provide a
Disclosure and Barring Service Disclosure at the appropriate level for the
post;

•

The prospective employer will seek references on short-listed candidates
and may approach previous employers to verify particular experience or
qualifications, before interview;

•

If the applicant is working with children, either paid or unpaid, his or her
current employer will be asked about disciplinary offences relating to
children, including any for which the penalty is time expired, and whether
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the candidate has been the subject of any child protection concerns and if
so, the outcome of any enquiry or disciplinary procedure. If the applicant is
nor currently working with children but has done so in the past, that
previous employer will be asked about these issues; and
•

Providing false information is an offence and could result in the application
being rejected or summary dismissal if the applicant has been selected
and possible referral to the Police.

References
The purpose of seeking reference is to obtain objective and factual information to
support appointment decision.
References must not be accepted except where they have been sought directly
from a previous employer or other referee. Open "To whom it may concern"
references must never be accepted.
A copy of the job description and the person specifications should be included
with all reference requests.
All requests for references should ask (and a pro forma may be used for this
purpose):
•
•
•
•

About the referees relationship with the candidate, e.g. did they have a
working relationship; if so, what; how long has the referee known the
candidate, and in what capacity;
Whether the referee is satisfied that the person has the ability and is
suitable to undertake the job;
Whether the referee is completely satisfied that the candidate is suitable to
work with children and if not, for specific details of the referees concerns
and the reasons why the referee believes the person might be unsuitable;
And should remind the referee that:
o They have a responsibility to ensure that the reference is accurate
and does not contain any material misstatement or omission;
o Relevant factual content of the reference may be discussed with
the applicant.

In addition to the above, requests addressed to a candidate's current or previous
employer in work with children should also seek:
•

Specific verifiable comments about the candidates performance history
and conduct;

•

Details of any disciplinary procedures the candidate has been subject to in
which the disciplinary sanction is current;
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•

Details of any disciplinary procedures the candidate has been subject to
involving issues related to the safety and welfare of children, including any
in which the disciplinary sanction has expired, and the outcome of those;

•

Details of any allegations or concerns that have been raised about the
candidate that relate either to the safety and welfare of children or
behaviour towards children and the outcome of those concerns, e.g.
whether the allegations or concerns were investigated, the conclusions
reached, and how the matter was resolved.

•

An employer reference must also be obtained in respect of internal
candidates for posts involving direct contact with children;

•

So that information of comparable weight is obtained for all candidates,
references on all short-listed candidates (including internal ones) should
wherever possible be obtained prior to interview so that any issues of
concern they raise can be explored further with a referee and taken up
with the candidate at interview;

•

Written references must be checked carefully with the application form to
identify any possible discrepancies; in all cases, any discrepancy should
be taken up with the candidate before the person's appointment is
confirmed.

References and Checks with Respect to Agency Staff
Where members of staff are engaged via specialist employment agencies, it is
important that there are systems in place to ensure that only employment
agencies which can offer safe selection processes are used. It is expected that
agency staff provide verification of their identity prior to starting work in the same
as any directly employed member of staff.
References from any previous substantive employers must be sought as
described above and requests to employment agencies must seek confirmation:
•
•
•
•

That the individual was registered with the agency in the period/s claimed;
Of all assignments including dates, roles and name and address of all
work places;
Of the quantity and pattern of any absences from their assignments;
Of any cause for concern within the agency including any request by a
client for the person to be withdrawn from an assignment which upon
investigation was found to be justified.

The employment agency must also be asked to confirm in writing that the
required checks have been undertaken and the results received, including the
date of the last Disclosure and Barring Service Disclosure and whether it
included any disclosed information. Where there is disclosed information, the
employer must obtain a copy of the Disclosure and Barring Service Disclosure
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from the agency. If the Disclosure and Barring Service Disclosure has not yet
been received from the agency, the employer must require the agency to inform
them of the content as soon as it is received.
If the Disclosure and Barring Service Disclosure refers to the existence of
information additional to what is on the face of the Disclosure, the agency cannot
provide the employer with a copy of that information. If the employer still wants to
engage the person, the employer should carry out a repeat Disclosure and
Barring Service Disclosure and not employ the person until they receive the new
disclosure.
Selection Methods
The Selection Panel
It is best practice for Selection Panels to comprise a minimum of two
interviewers. It is essential that the same selection panel should both short-list
and interview candidates. Panel members should not stand to gain from the
appointment or have a personal relationship with any of the applicants;
Interview panels should be balanced wherever possible by gender and race and
at least one panel member must have experience and an understanding of
working with children and one panel member (who can be the same person)
must have had specific training in safe recruitment and selection methods.
Scrutinising and Short-Listing
All applications should be scrutinised to ensure that they are fully and properly
completed, that the information provided is consistent and does not contain any
discrepancies, and to identify any gaps in employment;
In drawing up a short-list there should be a systematic and consistent approach.
All applicants should be assessed equally against the criteria contained in the
person specification without exception or variation. Information provided in
application forms must be cross checked with other sources of information prior
to short-listing and interview so that any discrepancy can be explored with the
candidate at interview. The criteria for personal qualities and skills must be used
as well as those in relation to qualifications and experience. If greater emphasis
is placed on one or more important skill and competency for the job, this must be
clear from the outset.
Interviews
Candidates must be asked to bring documentary evidence of their identity that
will satisfy Disclosure and Barring Service requirements - i.e. a full birth
certificate or a passport/photo driving licence or some form of photograph
identification, together with an additional document such as a utility bill that
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verifies the candidates name and address. Where appropriate, change of name
documentation should also be brought to the interview.
Candidates should also be asked to bring original or certified copies of
documents confirming any necessary or relevant educational and professional
qualifications. If the successful candidate cannot produce original documents or
certified copies, written confirmation of his/her relevant qualifications must be
obtained from the awarding body.
Interviews must be face to face even where there is only one candidate. All
questions must be prepared in advance by the Selection Panel and must not be
discriminatory with regard to sex, marital status, race or ethnic origin, disability,
religion, age, sexual orientation or political belief. Poorly structured interviews will
not be reliable.
The candidates' attitude towards children and commitment to safeguarding and
promoting the welfare of children should be tested. The following areas should be
explored with the candidates in the interview:
•
•
•
•
•
•

Their motivation and reasons for working with children;
Their attitudes and behaviour about control and punishment;
Their perceptions about the boundaries of acceptable behaviour
towards children;
Their ability to form and maintain professional relationships;
Their personal belief systems including attitudes to, perception of and
sensitivity to sexual images of children;
Their understanding of safeguarding children.

Any gaps in the candidate's employment history must be fully explored during the
interview as should any discrepancies arising from the information supplied by
the candidate or a referee.
Notes of questions asked and answers given at the interview must be made and
retained, usually by the human resources officer in attendance;
After the interview, Panel members should separately score the candidates. They
should then share their scores and discuss their reasons for reaching the scores.
This discussion should result in a joint agreed score for each candidate;
A decision as to whether to appoint an individual to a role working with children
must be based upon an evaluation of the information obtained from all of the
above stages. Appointments must be made on the basis of a person's
experiences, ability and suitability to perform the role rather than on the urgency
of the need or the availability of the applicant.
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Offer of Appointment to Successful Candidate
An offer of appointment must be conditional upon pre-employment checks being
satisfactorily completed, including:
•
•
•
•
•

•

Receipt of two satisfactory references - if references have not been
obtained before the interview, it is vital that they are obtained and
scrutinised before a persons appointment is confirmed;
Verification of the candidate's identity (if this has not been verified straight
after the interview);
A Disclosure and Barring Service Disclosure appropriate to the role ,
which will include a check of the Barred Lists;
Verification of the candidate's medical fitness;
Verification of any relevant qualifications and professional status (if not
verified straight after the interview) and whether any restrictions have been
imposed by a regulatory body such as the Teaching Agency or the
General Medical Council;
Evidence of right to work in the UK for those who are not nationals of a
European Economic Area country.

All checks should be confirmed in writing, documented and retained on the
personnel file and followed up where they are unsatisfactory or where there are
discrepancies in the information provided (see Evaluation and Management of
Disclosed Information). All employers should also keep and maintain a single
central record of recruitment and vetting checks of staff and volunteers see Recording;
Ideally, where a Disclosure and Barring Service Disclosure is required, it should
be obtained before an individual begins work. It must in any case be obtained as
soon as practicable after the individual's appointment and the request for a
Disclosure and Barring Service Disclosure should be submitted in advance of the
individual starting work. However, there is discretion to allow an individual to
begin work pending receipt of the Disclosure and Barring Service Disclosure.
However, in such cases, the individual must be appropriately supervised and all
other checks, should have been completed;
Appropriate supervision for individuals who start work prior to the result of a
Disclosure and Barring Service Disclosure being known needs to reflect what is
known about the person concerned, their experience, the nature of their duties
and the level of responsibility they will carry. For those with limited experience
and where references have provided limited information the level of supervision
required may be high. For those with more experience and where the references
are detailed and provide strong evidence of good conduct in previous relevant
work a lower level of supervision may be appropriate. For all staff without
completed Disclosure and Barring Service Disclosures it should be made clear
that they are subject to this additional supervision. The nature of the supervision
should be specified and the roles of staff in undertaking the supervision spelt out.
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The arrangements should be reviewed regularly at least every two weeks until
the Disclosure and Barring Service Disclosure is received;
Where a Disclosure and Barring Service Disclosure indicates cause for concern
for agency or directly employed staff, the member of staff must immediately be
withdrawn pending further enquiries.

Disclosure and Barring Service Checks
The Disclosure and Barring Service now provides two levels of disclosures which
are of relevance to employers (standard and enhanced disclosures), and one or
other must be sought with respect to all candidates who seek to work with
children.
Standard Disclosure
A standard disclosure is available for posts involving regular contact with children
(and Vulnerable Adults), certain professions in health, pharmacy and the law.
Standard disclosures indicate if there is nothing on record or show details drawn
from the police national computer of:
•
•
•
•

Spent and unspent convictions;
Cautions;
Formal reprimands; and
Final warnings.

Standard disclosures are issued to the individual and copied to the body
registered to seek them.
Enhanced Disclosures
The enhanced disclosure in addition to the information provided by a standard
disclosure may contain non-conviction information from local police records,
which a chief police officer thinks may be relevant to the position sought.
The enhanced disclosure is available for positions involving regular caring for,
training, supervision or being in sole charge of children (or Vulnerable Adults).
Persons Prohibited from Working/Seeking Work with Children
If a disclosure reveals that an applicant is prohibited from seeking or working with
children, as set out in Section 36 of the Criminal Justice and Court Act 2000, it is
an offence for a person to apply for or accept any work in any of the regulated
positions as set out in the Act and the Police must be informed without delay of
the individuals attempt to seek employment. It is also an offence for an
organisation knowingly to offer work in a regulated position to an individual who
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is disqualified from working with children or fail to remove such a person from
work.
Limitations of Disclosures - Overseas Criminal Record Disclosure
The DBS cannot access criminal records held overseas, but it is possible to
submit an application while the applicant is overseas. In a small number of
cases, overseas criminal records are held on the Police National Computer and
these would be revealed as part of a criminal record check. You must still verify
the identity of an overseas applicant;
As the DBS cannot access criminal records held overseas, a criminal record
check may not provide a complete picture of an individual’s criminal record.
For more information please see The Home Office Guidance Criminal
Records Checks for Overseas Applicants.
Checking via Embassies
If you are recruiting people from overseas and wish to check their overseas
criminal record, you should contact the embassy or High Commission of the
country in question. You can find contact details for embassies and High
Commissions in the UK on the Foreign & Commonwealth Office (FCO)
website. You can also contact the FCO Response Centre Helpline on 020 7008
1500.If the foreign check needs translating, the embassy of the country
concerned may be able to help;
The DBS is not involved in the processing of applications made by individuals to
overseas authorities and will not be responsible for the contents or the length of
time taken for information to be returned.
Certificates of Good Conduct
You should try to obtain a certificate of good conduct and any other references
from potential overseas employees. The standard of foreign police checks varies.
To find out the standard, you should contact either the authorities in a particular
country, or their embassy. Either you or the employee should obtain a certified
translation of the certificate of good conduct. The DBS does not offer a
translation service.
The Centre for the Protection of National Infrastructure
The Centre for the Protection of National Infrastructure (CPNI) provides
protective security advice. This is for companies and organisations that deliver
the UK’s essential services. You can find information about overseas criminal
records checks on the CPNI website.
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These checks should be made clear to candidates at interview. Any offer of
employment should be a conditional offer subject to satisfactory clearances being
received and checked. When a decision has been made and a successful
candidate notified they should be encouraged to contact the staffing team as
soon as possible to start their pre-employment checks.
Only when all of these checks are completed and returned should an offer of
employment be confirmed. Do not offer a candidate an unconditional offer at any
point.
Evaluation and Management of Disclosure Information
Any concerns raised as a result of Disclosure and Barring Service checks must
be followed up. Where information is disclosed, employers must carry out an
initial evaluation and make a judgment about the person's suitability to work with
children taking into account only those offences that may be relevant to the post
in question. Where further information is required, the applicant's consent must
be sought and the information should be obtained by a person with an
understanding of child protection matters;
In deciding the relevance of disclosure information, the following should be
considered:
•
•
•
•

The nature of the appointment;
The nature and circumstances of the offence;
The age at which the offence took place;
The frequency of the offence.

Recording
All documentation relating to the recruitment of staff must be retained on file,
including notes made of candidates' responses to questions at interview. Any
check completed must be confirmed in writing and retained on the candidate's
personnel file, together with photocopies of and documents used to verify his/her
identity and qualifications. Under Disclosure and Barring Service regulations,
Disclosure and Barring Service disclosures should be destroyed as soon as it is
no longer needed, but a record must be kept of the date the disclosure was
obtained and who by, the level of the disclosure and the unique reference
number.
A record must be kept of evidence to show that such checks have been carried
out in respect of supply staff and volunteers whether recruited directly or through
an agency.
Satisfactory references must be kept on the candidates personnel file or, in the
case of supply staff or volunteers not recruited through an agency, on a central
record within the organisation.

11 of 19

Where information gained by the employer from either references or other
checks calls into question the candidate's suitability to work with children, or
where the candidate has provided false information in support of the application,
the facts must be reported to the Safeguarding Unit and/or to the Police.
Induction and Review
For all new staff working with children, including locum and agency staff, their
induction must cover safeguarding and promoting children's welfare as outlined
in each Safeguarding Children Board's Training Strategy. This must include an
introduction to the organisation's child protection policy and procedures. They
must also be made aware of the identity and specific responsibilities of those
staff with designated safeguarding responsibilities.
New staff members must be provided with information about safe practice and a
full explanation of their role and responsibilities and the standard of conduct and
behaviour expected. They must also be provided with information about the
organisation's disciplinary procedures and the relevant whistle blowing policy.
The induction programme must also include attendance at child protection
training at a level appropriate to the member of staffs work with children.
Where appropriate, supplementary induction, supervision training and appraisal
with respect to their new role must be provided. Information gleaned from the
selection process must be used to inform a personalised induction and support
programme.
Regular supervision and review meetings between the appointee and his/her line
manager must be convened by the manager throughout the induction period to
address areas where further support, guidance and training may be required.
Supervision and Support
Senior managers in all agencies for which this procedure is relevant have a duty
to ensure the provision of:
•
•

•

•

Adequate training for staff working with and/or likely to come into
contact with children and families;
Clear and up to date procedures to follow in relation to safeguarding
and promoting the welfare of children, including information sharing
and what to do if they have concerns that a child has suffered or is at
risk of suffering significant harm;
Ready access to advice, expertise and management support in all
matters related to safeguarding children and child protection (including
recognition of the need for additional support in particular cases or
circumstances);
Systems to protect staff from violence, bullying and harassment
including racial harassment and homophobia;
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•
•
•
•

Systems to monitor that staff comply with expected behaviour and
good practice through performance management and professional
development arrangements;
Systems to recognise and respond to poor practice e.g. regular audits
of cases which involve children, including those in adult and mental
health teams;
Complaints and whistle-blowing procedures to allow service users and
staff to highlight issues for consideration and resolution;
Collated information for the Local Safeguarding Children Board about
issues arising from local operational experience of child protection.

All agencies which have operational responsibility for child protection services
must have an agency policy, which defines minimum levels of formal supervision
of those staff who are accountable for child protection cases.
Such supervision should help to ensure that practice is soundly based and
consistent with the Local Safeguarding Children Board and organisational
procedures. It should ensure that practitioners fully understand their roles,
responsibilities and the scope of their professional discretion and authority. All
child protection cases must be regularly discussed in supervision and case
files/records audited systematically by the line manager.
Supervisors should be available to practitioners as an important source of advice
and expertise, and may be required to endorse judgments at certain key points in
time, which should then be recorded within the child's case records.
On some occasions - e.g. enquiries about complex abuse or allegations against
colleagues, agencies must consider the provision of additional individual or group
staff support.
Managers must develop local policies and systems to maximise staff safety
including the need to carry out risk assessments as appropriate.
Recording Systems for Unsuitable Staff
Any concerns that arise that call into question a person's suitability to work with
children must be managed according to the Allegations Against Persons who
Work with Children (including Carers and Volunteers) Procedure.
Whistle Blowing
Staff, through fears about repercussions, may find it difficult to raise child
protection concerns about colleagues or managers.
See Whistleblowing Policy.
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ANNEX A
Application Form

APPLICATION FOR EMPLOYMENT WITH RED ROSE
SCHOOL
Please note: You may use additional sheets if you need to

Please return this form to: Mrs G Makinson, Red Rose School, 28-30
North Promenade, St Annes on Sea, Lancashire, FY8 2NQ

Application for the post of
Closing Date

N/A

How did you hear about this job?
(name of publication if advertised)
PART A: Personal Details (Block capitals please)

Family Name/ Surname
Previous Name(s)
Forename(s)
Known Name:
(if different from Forename)
Preferred Title
(Eg. Mr, Mrs, Miss, Ms, Dr)
Current Address
(Please include Postcode)

National Insurance Number
Preferred Contact Telephone
Number
Alternative Telephone Number
(If available)
E-mail Address (If preferred
method of communication & in
regular use)
Date of Birth
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Part B: Present (or most recent) Employer
Name and Address
Of Employer
Job Title
Notice required or
Date left
If part-time,
please give hours
per week

Start Date
Salary

Please give details of your main tasks and responsibilities – and, if applicable your
reason for leaving:

Please explain why you are applying for this post at this time:

Part C: Employment History (most recent first)
Please give as much relevant information as possible. You must give your full
employment history from when you left secondary education (including periods of
any post-secondary education or training and part-time or voluntary work as well as
full-time employment with start and end dates, explanations for periods not in
employment, education or training and reasons for leaving each employment. If
required, use additional sheets.

Name & Address of
Employer

Dates From/To
(MM/YY)

Job Role
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Final Salary and
Reason for Leaving

Part D: Academic, Professional and Vocational Qualifications (Details of any
relevant academic and/or vocational qualifications with details of the awarding body
and date of the award)
Exams Passed (Level)
Qualifications & Memberships
(Most recent First)

Grade and Date
Achieved*

Name of Educational
Establishment and/or
Professional or Awarding Body

* Please note: you must provide all dates
Part E: Training/Continuing Professional Development
Please give details of relevant training/development activities
Training Course and
organiser or Development
Activity

Time spent
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Outcome – Grade Achieved
(Where applicable)

Part F: Personal Statement
You may continue on a separate sheet if you need to.
Provide a statement of the personal qualities and experiences that you believe are relevant to
your suitability for the post advertised and how you meet the person specification;
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PART G: REFERENCES AND DECLARATIONS
References: Please provide the names of at least two professional referees, who
can write with authority about your performance, abilities and competence in a work,
voluntary or educational environment. The first reference must be your
manager or a senior manager representing your current or most recent
employer. References will not be accepted from colleagues, relations or people who
know you solely as a friend.
Please note:
Your first referee must be a manager representing your current/most recent
employer.
If this post has not involved working with children or vulnerable adults, but a
previous post has, that previous employer must be given as your second referee.
This applies even if you have done other work in between.
Name of First Referee Please see *
above
Job title of Referee
Name of Organisation
Address (including Postcode)

E-mail address if available
Daytime telephone number
Relationship to you (eg. Supervisor,
tutor)
Dates of your employment

From:

/

To:

/

Name of Second Referee
Job Title of Referee
Name of Organisation
Address (including Postcode)

E-mail address if available
Daytime telephone number
Relationship to you (e.g. Supervisor,
tutor)
Dates of your employment

From:
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/

To:

/

Name of Third Referee
Job Title of Referee
Name of Organisation
Address (including Postcode)

E-mail address if available
Daytime telephone number
Relationship to you (e.g. Supervisor,
tutor)
Dates of your employment

From:

/

To:

/

Declaration

•
•
•
•

I confirm that I am entitled to live and work in the United Kingdom
I am not disqualified from working with children, on the Barred Lists of the
Disclosure and Barring Service or subject to sanctions imposed by
a Regulatory Authority
I have no convictions, cautions and bind-overs, including those regarded as
'spent' or I have attached details of my criminal record in a sealed envelope
marked 'confidential'.
The information on this form is accurate. I understand that providing false
information is an offence and may lead to my application being disallowed or,
should I be appointed, to my dismissal and, where appropriate, may be
referred to the police.

Please note: We will require an Enhanced DBS check before confirming any job
offer.
Signed

Date
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