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13:00-13:05 Session Infroduction

13:05-13:20 Ofsted Guidance - Children's Homes: Recruiting Staff
13:20-14:20 Building & Maintaining a Safer Culture

14:20-14:30 Learning & Development Opportunities Overview
14:30-15:00 Group Refection, Discussion & Feedback



Ofsted <7< <

Children’'s Homes: Recruiting Staff
Guidance Update



Introduction

You must comply with regulations 32 and 33 and schedule 2 of the Children’s Homes
(England) Regulations 2015 when you recruit staff to work at your children’s home.

These ensure that you can safely recruit:

« staff you intend to employ

« staff employed by someone else (agency staff) — this may include temporary or
bank staff


https://www.legislation.gov.uk/uksi/2015/541/contents/made
https://www.legislation.gov.uk/uksi/2015/541/contents/made

Information you need to check suitability

Schedule 2 sets out what information you must have to check a person’s suitability:

proof of identity, including a recent photograph
a relevant Disclosure and Barring Service (DBS) certificate

two written references, including a reference from the person’s most recent employer, if
they had one

verification, as far as reasonably possible, of the reason why their previous employment
or position ended

doqgmen’rory evidence of any qualifications that the person considers relevant for the
position

a full employment history, together with a satisfactory explanation of any gaps in
employment, in writing

If you are using agency staff, you do not have to obtain all of this information yourself.
See the agency staff section for more details.



https://www.gov.uk/guidance/childrens-homes-recruiting-staff#agency-staff

Exceptional circumstances

If you are recruiting a permanent member of staff, you can, exceptionally, allow @
person to start working at the home if you only have the proof of identity and the
DBS certificate, while you continue to make enquiries. For example, you may need
to employ additional staff quickly. If you do this, the person must be supervised when
working with children. You must be able to provide evidence that you have taken
reasonable steps to obtain the information. There may be occasions when, despite
your best efforts, you are not able to obtain some of the required information. We
recognise that this might happen occasionally, but we do not expect it to happen
regularly. It is not good recruitment practice to employ staff without all the required
information. If you are unable to obtain all the relevant information, inspectors will
want to know what additional action you took to satisfy yourself that the person was
suitable and, if any relevant information was missing, what action you took to
mitigate any risks you identified.



Written References

The regulations require you to obtain 2 written references, including one from the applicant’s
last employer. You do not have to contact the person who wrote the reference to check that
they did so, although this is good practice. You should always check out a reference if you
have any doubt about its quality or reliability.

You may not be able fo obtain areference from a previous employer, for example because
they are no longer operating, or have died. If this happens, you should ask for another
reference from another previous employer.

You must try, as far as possible, to find out why a prospective staff member’s previous
employment ended, if their previous jobs involved working with children or vulnerable adults.
You should try to obtain this iInformation from their most recent employer, and other employers
where relevant. For example, this could be a conversation with the previous employer and
you record the detail of this on the staff member’s file. You do not have to contact all of their
previous employers unless you have a particular cause for concern. If you do have a concern,
’rhint\)/i/e expect you to obtain as much information as you can to make sure that the person is
suitable.



Recruitment records

If you do not keep full recruitment records at the home,
Inspectors will look at your list of staff or electronic records that
summarise the vetting and recruitment checks. They will
discuss with you how you have satisfied yourself that all staff
working at the home are fit to do so and that your recruitment
arrangements comply with the regulations. These records
could be maintained in checklist or spreadsheet formats.

An Inspector may ask you to provide a small sample of full
recruitment records, even if they are not held at the home.

If you use the DBS update service to check the status of an
individual’s DBS certfificate, you should be able to demonstrate
how you manage and record details of any cheeckwyou carry
ouft.



https://www.gov.uk/dbs-update-service

Using agency staff

You will need to check the identity of any agency staff before you allow them to work at your
home, to ensure that you have the correct person. However, you do not have to obtain all the
other information yourself. For example, it is acceptable for you to see evidence of a clear DBS
certificate and references, rather than apply for these yourself. You should be able to
demonsirate the steps you took to saftisfy yourself that the person was suitable.

If you need to use an agency member of staff at short notice, and you have not previously used
this person, we expect you, as a minimum, to check their identity and obtain written confirmation
from the agency that it has carried out the relevant suitability checks. You should review the
evidence that the person is suitable as soon as possible, for example the next working day. In
these circumstances, the agency staff member must not be in sole charge of the home.

Inspectors may discuss with you the arrangements you have made with the agency or agencies
you use to saftisfy yourself that you can safely allow the staff they send to you to work at the
home. Inspectors may ask to see the evidence you have used to make your decision.


https://www.gov.uk/guidance/childrens-homes-recruiting-staff#information

Prospective staff spending time in the home

AS part of your recruitment process, you may Invite
orospective employees to do a short ‘'shadow shift’. This is so
that they can experience what working in the home may be
ke and meet your children. We would expect you to manage
this carefully and sensitively so that it is not overwhelming or
unsettling for children and fits into the routine of the home. The
prospec’rive employee cannot be counted in staffing numbers

during the ‘shadow shift.’

The prospective employee must be supervised at all fimes
during the shift because they are not yet employed by you, so
the relevant regulations do not apply to them. You may
Infroduce them to the children, but they should not have
access to children’s detailed personal information.




Carrying out interviews

If you carry out interviews for prospective employees at the setting,
candidates must be supervised
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‘ n a group of people work or live together, a
culture evolves; it is something greater than the sum
of the behaviour, attitudes and aspirations of the
individual.

Department of Health 1998




Group Discussion

In your groups, disCuss:

- How would you define a "safe culture'e
- How does buillding one relate to safer recruitmente
- What are the risks of having an "unsafe culture™e



Features of a safe culture

A place where children and staff feel safe

Clear policies, procedures and safer working practices
Staff teams trust in the leadership of the organisation
Clear, realistic & measurable objectives around wellbeing

Children, professionals & stakeholders frust in staff & the
organisation to keep them safe and support their wellbeing

Accepted behaviours are clear and poor practice is
challenged

culture where staff can develop appropriately

Safer Culture starts at the top. Leadership & Boord chomp|on
and support safer culture measures




Group Discussion

Consider the journey of a new staff member:

- What is in place to induct, support & supervise
theme

- Are there opportunities for them to have their saye



L&D Opportunities

Course Title Content Overview

1 Day Accredited Aimed aft staff responsible for recruiting staff and managing Disclosure & Face-to-

Safer Recruitment (SRC) Barring Service checks and managing issues relating to staff conduct. Face/Online
The session will cover national guidance and best practice for recruiting 1 x Full day or 2
an appropriate workforce and placing safeguarding at the forefront of  x Half day
the recruitment process.

Half Day Accredited Aimed aft recruiting staff who have already completed a full Safer Face-to-
Safer Recruitment Recruitment course previously. Updates to practice and refresher of key Face/Online
Refresher (SCR) themes and processes. 1 x Half day
Value- Aims to develop professional curiosity in exploring applicants' Face-to-
Based Interviewing motivations to work with vulnerable groups through confidently Face/Online
developing and implementing "Value Based Questions” into interviews.  Half Day
Responding to "Low- Develop understanding of the background & current legislation, Face-to-
Level Concerns) Clarify organisation's responsibilities and identify best practice for Face/Online
imbedding with staff/volunteers Half Day
Building a Safer Culture  Explore ways to create and maintain a "safer culture” within an Face-fo-
organisation, ensuring all staff and programme attendees are Face/Online
benefiting from an open and transparent environment where any Half Day

concerns are heard and appropriately addressed.



In your groups...

Reflect on today's forum & identity:

 One thing you have learned
* One thing you will take back to your organisation
* One thing you would like further information on
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