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The Best Practice recruitment steps outlined below are based on Part three: Safer
Recruitment of Keeping Children Safe in Education 2025
https://www.gov.uk/government/publications/keeping-children-safe-in-education--2

We ensure that those involved in the recruitment and employment of staff to work
with children have received appropriate safer recruitment training.

This protocol sets out the overarching principles and measures the school adopts to
ensure safer recruitment. The Company (Orbital Education Ltd) has a more
comprehensive Safer Recruitment Policy for internal operation, which details
practical actions and specific approach taken to implement this approach.

Internal managers must implement our Full Safer Recruitment Policy, which should be
read in conjunction with this summary document.

The following steps are in place during our recruitment and selection process to ensure
we are committed to safeguarding and promoting the welfare of children.

i) All Advertising roles make clear:
. Our commitment to safeguarding and promoting the welfare of children.
. That safeguarding checks which will be undertaken.

. The safeguarding requirements and responsibilities of the role, such as the extent
to which the role will involve contact with children.

Please see Section 2. of the Safer Recruitment Policy for full details and guidance for
implementation.

ii) All Application forms will:

. Include a statement saying that it is an offence to apply for the role if an applicant
is barred from engaging in regulated activity relevant to children (where the role
involves this type of regulated activity).

. Include a copy of or reference to our child protection and safeguarding policy.

Please see Section 3. of the Safer Recruitment Policy for full details and guidance for
implementation.

iii) Shortlisting Processes will:

. Consider any inconsistencies and look for gaps in employment and reasons given
for them.

. Explore all potential concerns.

. Shortlisted candidates will complete a self-declaration of their criminal record or
any information that would make them unsuitable to work with children, so that
they have the opportunity to share relevant information and discuss it at interview
stage, signing a declaration to confirm that the information provided is true.

We will also consider carrying out an online search on shortlisted candidates to help
identify any incidents or issues that are publicly available online. Shortlisted
candidates will be informed that we may conduct these checks as part of our due
diligence process.


https://www.gov.uk/government/publications/keeping-children-safe-in-education--2

Please see Section 4. of the Safer Recruitment Policy for full details and guidance for
implementation.

Interview and selection.

When interviewing candidates, we will:

. Probe any gaps in employment, or where the candidate has changed employment
or location frequently and ask candidates to explain this.

. Explore any potential areas of concern to determine the candidate’s suitability to
work with children.

. Test candidates’ knowledge and understanding of safeguarding - at least one
Interview question should cover safeguarding in all interviews.

. Record all information considered and decisions made.

Please see Section 5. of the Safer Recruitment Policy for full details and guidance for
implementation.

Pre-Employment Checks - References, Employment history & Background checks

References & Employment History
Wherever possible references will be obtained before interview.

Any concerns raised will be explored further with referees and taken up with the
candidate at interview.

When seeking references we will:
. Not accept open references

. Consult directly with referees and verify any information contained within
references with the referees.

. Ensure any references are from the candidate’s current employer and completed by
a senior person. Where the referee is school based, we will ask for the reference to
be confirmed by the Principal as accurate in respect to disciplinary investigations.

. Secure a reference from the relevant employer from the last time the candidate
worked with children if they are not currently working with children.

. Compare the information on the application form with that in the reference and
take up any inconsistencies with the candidate.

Resolve any concerns before any appointment is confirmed.

Background Checks - Identity, Criminal Record & Police Checks
All offers of appointment will be conditional until satisfactory completion of the
necessary pre-employment checks.

When appointing new staff, we implement procedures which will also:

- Verify their identity (including original birth certificate).



. Obtain (via the applicant) an enhanced DBS/ ICPC certificate, including barred list
information for those who will be engaging in regulated activity. Within a school
setting this is typically defined as those responsible, on a regular basis for teaching,
training, instructing, caring for or supervising children.

. Verify their mental and physical fitness to carry out their work responsibilities.
. Verify their right to work in the UK/ host country.
. Verify their professional qualifications, as appropriate.

. Carry out further additional checks, as appropriate, on candidates who have lived
or worked outside of the UK. These could include, where available:

o For all staff, including teaching positions: criminal records checks for
overseas applicants

For teaching positions: obtaining a letter from the professional regulating
authority in the country where the applicant has worked, confirming that
they have not imposed any sanctions or restrictions on that person, and/or
are aware of any reason why that person may be unsuitable to teach.

Pre-appointment checks carried out are recorded in the relevant School or
Company'’s Single Central Record (SCR). Copies of these checks, where appropriate,
will be held in individuals’ personnel files. We follow requirements and best practice
in retaining copies of these checks, as set out below.

Please see Section 6. of the Safer Recruitment Policy for full details and guidance for
implementation.

Renewing Checks
In certain circumstances we will renew relevant checks on existing staff as if the
individual was a new member of staff. These circumstances are when:

. There are concerns about an existing member of staff’s suitability to work with
children/ educational environment; or

. An individual moves from a post that is not regulated activity to one that is; or

. There has been a break in service of 12 weeks or more.

- Where legislation or safeguarding/ safer recruitment guidance recommends that
checks should be renewed after certain time periods.

- We will consult the Director of Education/ Regional Head of Schools as to whether
it is appropriate to refer to the Teaching Regulation Agency/ DBS anyone who has
harmed, or poses a risk of harm, to a child or vulnerable adult where we believe the
‘harm test’ is satisfied in respect of the individual (i.e., they may harm a child or
vulnerable adult or put them at risk of harm); and

The individual has been removed from working in regulated activity (paid or unpaid)
or would have been removed if they had not left.

Safer Recruitment of other Individuals - Contractors, Volunteers, Board Members


https://www.gov.uk/government/publications/criminal-records-checks-for-overseas-applicants
https://www.gov.uk/government/publications/criminal-records-checks-for-overseas-applicants

Schools should arrange for all local employees, volunteers, and Board
members/Governors to provide a local Police Report according to local practice.
These take on different forms depending on the country. Sometimes the employee
applies for this, sometimes the employer.

Whatever the procedure, Police Reports should be obtained on all local members of
staff, volunteers (including outside people used as part of the school’s Co-Curricular
programme), and Board members/Governors placed in the individual’s file. Any issues
arising from these reports should be discussed with the school's RHOS /Group Head
of HR.

All Board members based in the UK undergo suitable checks and records are retained
by the Group Head of HR and the Head Office Designated Lead on Safeguarding and
Child Protection.

Please see Final Section of the Safer Recruitment Policy for full details and guidance for
implementation.



apat e Praktikés mé té Miré té rekrutimit té pérshkruara mé poshté bazohen né
Pjesén e Treté: Rekrutim mé i Sigurt pér té Mbajtur Fémijét té Sigurt né Arsim 2025
https://www.gov.uk/government/publications/keeping-children-safe-in-education-
-2

Ne sigurohemi qé ata qé jané té pérfshiré né rekrutimin dhe punésimin e stafit pér té
punuar me fémijét té kené marré trajnimin e duhur né rekrutimin mé té sigurt.

Ky protokoll pércakton parimet dhe masat gjithépérfshirése gé shkolla miraton pér
té siguruar rekrutim mé té sigurt. Kompania (Orbital Education Ltd) ka njé Politiké
mé gjithépérfshirése té Rekrutimit mé té Sigurt pér operacionet e brendshme, e cila
detajon veprimet praktike dhe gasjen specifike té ndérmarré pér té zbatuar kété
gasje.

Menaxherét e brendshém duhet té zbatojné Politikén toné té ploté té Rekrutimit mé
té Sigurt, e cila duhet té lexohet sé bashku me kété dokument pérmbledhés.

Hapat e méposhtém jané né vend gjaté gjithé procesit toné té rekrutimit dhe
pérzgjedhjes pér té siguruar qé ne jemi té pérkushtuar pér mbrojtjen dhe
promovimin e mirégenies sé fémijéve.

Té gjitha rolet e Reklamimit e béjné té garté:

Angazhimin toné pér mbrojtjen dhe promovimin e miréqgenies sé fémijéve.

Kontrollet e mbrojtjes gé do té ndérmerren.

Kérkesat dhe pérgjegjésité mbrojtése té rolit, sic éshté shkalla né té cilén roli do té
pérfshijé kontakt me fémijét.

Ju lutemi shihni Seksionin 2 té Politikés sé Rekrutimit mé té Sigurt pér detaje té
plota dhe udhézime mbi zbatimin.

Té gjitha formularét e aplikimit do té:

Pérfshijné njé deklaraté gé deklaron se éshté njé vepér penale té aplikosh pér rolin
nése njé aplikant ndalohet té angazhohet né aktivitete té rregulluara qé lidhen me
fémijét (kur roli pérfshin njé aktivitet té tillé té rregulluar).



Pérfshijné njé kopje ose referencé pér politikén toné té mbrojtjes dhe mbrojtjes sé
fémijéve.

Ju lutemi shihni Seksionin 3 té Politikés sé Rekrutimit mé té Sigurt pér detaje té
plota dhe udhézime zbatimi.

Proceset e Pérzgjedhjes do té:

Shqyrtojné ¢do mospérputhje dhe do té kérkojné boshllége né punésim dhe arsyet e
dhéna pér to.

Shqyrtojné ¢cdo shgetésim té€ mundshém.

Kandidatét e pérzgjedhur do té plotésojné njé vetédeklarim té té dhénave té tyre
penale ose ¢do informacioni gé do t'i bénte ata té papérshtatshém pér té punuar me
fémijé, né ményré qé té kené mundésiné té ndajné informacionin pérkatés dhe ta
diskutojné até né fazén e intervistés, duke nénshkruar njé deklaraté pér té
konfirmuar se informacioni i dhéné éshté i vérteté.

Gjithashtu, do té shqyrtojmé kryerjen e njé kérkimi online mbi kandidatét e
pérzgjedhur pér té ndihmuar né identifikimin e ¢cdo incidenti ose problemi gé éshté i
disponueshém publikisht online. Kandidatét e pérzgjedhur do té informohen se ne
mund té kryejmé kéto kontrolle si pjesé e procesit toné té kujdesit té duhur.

Ju lutemi shihni Seksionin 4 té Politikés sé Rekrutimit mé té Sigurt pér detaje té
plota dhe udhézime pér zbatim.

Intervistimi dhe pérzgjedhija.

Gjaté intervistimit té kandidatéve, ne do té:

Hetojmé c¢do boshllék né punésim, ose kur kandidati ka ndryshuar shpesh punésimin
ose vendndodhjen dhe do t'u kérkojmé kandidatéve ta shpjegojné kété.

Shqyrtojmé ¢do fushé té mundshme shqgetésuese pér té pércaktuar
pérshtatshmériné e kandidatit pér té punuar me fémijé.

Testojmé njohurité dhe kuptimin e kandidatéve pér mbrojtjen - té paktén njé pyetje
interviste duhet té mbulojé mbrojtjen né té gjitha intervistat.



Regjistrojmé té gjithé informacionin e marré né konsideraté dhe vendimet e marra.

Ju lutemi shihni Seksionin 5 té Politikés sé Rekrutimit mé té Sigurt pér detaje té
plota dhe udhézime pér zbatim.

Kontrollet Para-Punésimit - Referencat, Historiku i Punésimit dhe Kontrollet e
Sfondit

Referencat dhe Historiku i Punésimit

Kur éshté e mundur, referencat do té merren para intervistés.

Cdo shgetésim i ngritur do té shqyrtohet mé tej me referencat dhe do té adresohet
me kandidatin né intervisté.

Kur kérkohen referenca, ne do té:

Nuk do té pranojmé referenca me afat té hapur

Do té konsultohemi drejtpérdrejt me referencat dhe do té verifikojmé ¢do
informacion té pérmbajtur né referenca me referencat.

Do té sigurohemi gé ¢do referencé té jeté nga punédhénési aktual i kandidatit dhe e
plotésuar nga njé person i larté. Kur referenca éshté né njé shkollg, do té kérkojmé
gé referenca té konfirmohet nga Drejtori si e sakté né lidhje me hetimet disiplinore.

Do té ofrojmé njé referencé nga punédhénési pérkatés nga hera e fundit qé
kandidati ka punuar me fémijé nése ata nuk punojné aktualisht me fémijé.

Do té krahasojmé informacionin né formularin e aplikimit me até né referencé dhe
do té shqyrtojmé cdo mospérputhje me kandidatin.

Do té zgjidhim ¢cdo shgetésim para se té konfirmohet cdo emérim.

Kontrollet e sé kaluarés - Identiteti, Regjistri Penal dhe Kontrollet e Policisé

Té gjitha ofertat e emérimit do té kushtézohen nga pérfundimi i kénagshém i
kontrolleve té nevojshme para punésimit.






