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INTRODUCTION
St Mary’s Church operates a recruitment of ex-offenders policy on the general principles listed below to ensure transparency and no discrimination.  

OBJECTIVE OF THE POLICY
The objective of this policy is to state St Mary’s church Bromley’s approach towards employing people (including paid and voluntary roles) who have criminal convictions. 

GENERAL PRINCIPLES 

· As an organisation assessing applicants’ suitability for positions which are included in the Rehabilitation of Offenders Act 1974 (Exceptions) Order using criminal record checks processed through the Disclosure and Barring Service (DBS), St Mary’s church complies fully with the DBS Code of Practice and undertakes to treat all applicants for positions fairly. 

· St Mary’s church undertakes not to discriminate unfairly against any person who is subject to a criminal record check on the basis of a conviction or other information revealed. 

· St Mary’s church can only ask an individual to provide details of convictions and cautions that St Mary’s are legally entitled to know about. Any such request will be in accordance with the current law and guidance in regard to the rehabilitation and the employment of individuals who have been convicted or cautioned for offences. 

· St Mary’s church will only ask an individual about convictions and cautions that are not protected, e.g. filtered or not spent.  See appendix for details.   

· St Mary’s church is committed to the fair treatment of its staff, potential staff or users of its services, regardless of their offending background. 

· St Mary’s church actively promotes equality of opportunity for all with the right mix of talent, skills and potential and welcome applications from a wide range of candidates, including those with criminal records. 

· St Mary’s church select all candidates for interview based on their skills, qualifications and experience. 

· An application for a criminal record check is only submitted to the DBS for relevant roles in accordance with the guidance from central government, Church of England and Thirtyone:eight and it is proportionate and relevant to the position concerned. For those positions where a criminal record check is identified as necessary, all application forms, job adverts and recruitment briefs will contain a statement that an application for a DBS certificate will be submitted in the event of the individual being offered the position. 

· St Mary’s church ensures that all those in the church who are involved in the recruitment process have been suitably trained to identify and assess the relevance and circumstances of offences. 

· St Mary’s church also ensures that they have received appropriate guidance and training in the relevant legislation relating to the employment of ex-offenders, e.g. the Rehabilitation of Offenders Act 1974. 

· At interview, or during a separate discussion,  St Mary’s ensures that an open and measured conversation takes place on the subject of any offences or other matter that might be relevant to the position. Failure to reveal information that is directly relevant to the position sought could lead to withdrawal of an offer of employment. 

· St Mary’s church makes every individual who is subject of a criminal record check submitted to the DBS aware of the existence of the DBS Code of Practice and makes a copy available on request. 

· All volunteers and applicants for employment in regulated roles will be required to complete a Confidential Declaration Form as part of their pre-employment checks. 

· St Mary’s church undertakes to discuss any matter revealed on a DBS certificate with the individual seeking the position before withdrawing a conditional offer of employment. 

· In the event of a DBS check revealing any information; the details will be discussed at the Diocesan Safeguarding Executive Committee who will recommend if the person should be appointed, in some cases the appointment can be made subject to safeguards being put into place. 

· This policy on the recruitment of ex-offenders is available to all applicants at the start of the recruitment process, where the applicant will be subject to a DBS check. 


RESPONSIBILITIES 

As an employer, St Mary’s church has a legal obligation under The Rehabilitation of Offenders Act (ROA) 1974 not to discriminate against ex-offenders, who have not re-offended for a period of time since the date of their conviction, when applying for jobs. This means that, unless the post they are applying for is exempt, they are not legally required to disclose to organisations convictions that have become spent. 

However, employers of occupational groups and professions which involve access to children and young people (under the age of 18) and “vulnerable adults” have a legal obligation to ask applicants for details of convictions, irrespective of whether they are spent or unspent, under the Exemptions Order of the ROA.

This policy is to be approved by the PCC and reviewed every 3 years. 


Approved by                                      St Mary’s PCC                     Date 



APPENDIX
St Mary’s Recruitment of Ex-Offenders Policy
Guidance on DBS filtering 
Please note, the new filtering guidance applies to certificates issued on or after 28 October 2023. The previous filtering guidance is still available for reference.
Disclosure rules for criminal records are commonly referred to as “filtering”. 
Filtering is the term used to describe the process that identifies which criminal records will be disclosed on a Standard or Enhanced DBS certificate (DBS check). Certain old or minor offences may not be disclosed on DBS certificates. These are known as ‘protected’ offences.
There is a list of offences that will always be disclosed on a Standard or Enhanced DBS certificate (unless they relate to a youth caution). These are known as ‘specified offences’ and are usually of a serious violent or sexual nature,or are relevant for safeguarding children and vulnerable adults. These offences will never be filtered from a DBS certificate. https://www.gov.uk/government/publications/dbs-list-of-offences-that-will-never-be-filtered-from-a-criminal-record-check/list-of-offences-that-will-never-be-filtered-from-a-dbs-certificate
All convictions resulting in a custodial sentence, whether or not suspended, will always be disclosed.
Youth cautions (with the exception of Youth conditional cautions), warnings and reprimands will not be disclosed automatically on a Standard or Enhanced DBS certificate.


References and other sources of information
Diocese of Rochester  
https://www.rochester.anglican.org/safeguarding/parishes/#policiesforparishes

Gov.Uk Disclosure and Barring Service
https://www.gov.uk/government/publications/recruitment-of-ex-offenders-guidance/recruitment-of-ex-offenders-guidance

Church of England Safer Recruitment
https://www.churchofengland.org/sites/default/files/2017-11/safer-recruiting-in-the-parish-appendix-1-safer-recruitment.pdf

Diocese of Southwark – supervision of offenders and those who pose risk (A Safe Church)
https://southwark.anglican.org/wp-   content/uploads/2021/02/ASC_Section_8_Supervision_of_offenders.pdf
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