Safer Recruitment Policy
1. Introduction
Wild Mane Wilderness & Equine Therapeutic Centre Ltd (“Wild Mane”) is committed to safeguarding and promoting the welfare of children and adults at risk. We recognise that robust safer recruitment procedures are essential to prevent unsuitable individuals from working with participants, whether as employees or volunteers. This policy outlines our approach to ensuring that every person engaged in regulated activity is safe, suitable, and fully vetted before starting work.
This policy applies to all recruitment and selection processes for staff, contractors, and volunteers who will have contact with children or adults at risk.

2. Legal Framework
This policy is informed by the following legislation and statutory guidance:
· Children:
· Working Together to Safeguard Children (Statutory Guidance)
· Keeping Children Safe in Education (where applicable)
· Adults:
· Care Act 2014
· Working Together to Safeguard Adults
· Other relevant legislation:
· Rehabilitation of Offenders Act 1974 (Exceptions Order)
· Police Act 1997 (DBS checks)
· Protection of Freedoms Act 2012 (regulated activity definitions)
· Data Protection Act 2018 and UK GDPR (handling recruitment data)
Wild Mane is legally required to obtain an Enhanced Disclosure and Barring Service (DBS) check, including barred list checks for both the child and adult workforce, for all roles in regulated activity.

3. Definition
Safer Recruitment refers to a set of recruitment practices designed to ensure that individuals who work with children or adults at risk are suitable for their roles and do not pose a risk of harm.
Regulated Activity means work that involves close and unsupervised contact with children or adults at risk, as defined by the Protection of Freedoms Act 2012.

4. Responsibilities
Director & Designated Safeguarding Lead (DSL) – The DSL, who is also the Director, is responsible for:
· Ensuring that all recruitment follows safer recruitment principles.
· Overseeing the DBS checking process and maintaining secure records.
· Ensuring that all staff and volunteers understand their safeguarding responsibilities.
· Completing accredited safer recruitment training and updating knowledge regularly.
Recruitment Panel Members – Anyone involved in interviews or shortlisting must be familiar with safer recruitment requirements and include safeguarding-focused questions.
All Staff & Volunteers – Must provide truthful and accurate information during recruitment, including declaring any criminal history that is not protected under the Rehabilitation of Offenders Act 1974.

5. Safer Recruitment Procedure
Step 1 – Role Description & Advertisement
· All role descriptions must include safeguarding responsibilities.
· Adverts must clearly state that an Enhanced DBS with barred list checks will be required.
· Adverts must include Wild Mane’s safeguarding statement.
Step 2 – Application
· Only written applications will be accepted (including a signed declaration regarding criminal history).
· CVs will not be accepted in place of a completed application form.
Step 3 – Shortlisting & References
· At least one reference must be from the most recent employer or relevant voluntary role.
· References will be verified directly with the referee (telephone confirmation recommended).
· Any gaps in employment history must be explained and recorded.
Step 4 – Interview
· At least one panel member must have safer recruitment training.
· Interviews will include safeguarding-related questions to assess awareness and suitability.
Step 5 – Pre-Employment Checks
· Enhanced DBS check with barred list checks for both the child and adult workforce.
· Verification of identity, qualifications, and right to work in the UK.
· Additional checks for overseas applicants where relevant.
Step 6 – Record Keeping
· All safer recruitment documentation will be securely stored in accordance with the Data Protection Act 2018 and UK GDPR.
· A single central record of checks will be maintained.
Step 7 – Induction & Probation
· All new staff and volunteers will receive safeguarding induction training before starting their role.
· A probation period will apply, during which conduct, and suitability will be monitored.

6. Monitoring and Review
Wild Mane will review this policy annually, or sooner if legislation changes. Recruitment records will be audited to ensure compliance with this policy and statutory guidance. The Director/DSL will report any concerns about recruitment compliance to the Board (or equivalent governance body if appointed in future).
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