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	Risk assessment


Should we accept an existing DBS certificate?
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· You’re not required to get an enhanced DBS certificate for an appointee who's worked in another school or college, as long as their employment ended less than 3 months ago (see our article ‘DBS checks: summary of requirements’ for more detail)

· Use this risk assessment to help you decide whether to accept their existing DBS certificate or carry out a new check
· The assessment should be conducted by, or with, the safer recruitment lead and headteacher. They’ll have the training and expertise to help spot red flags in the recruitment process

· Once you’ve identified and assessed the risks, determine what solutions would be required to mitigate them. You’ll need to think about the resource you have available. Record your solutions in the ‘action required’ column, along with who’s responsible for them and the date they’re implemented/completed

· Note: if you decide to accept the person’s existing DBS certificate, you’ll still need to complete all other pre-employment checks, including a separate barred list check if they’ll be involved in regulated activity

	Risk
	Considerations
	risk rating (High, medium, Low)
	notes
	Action required

	The DBS certificate
	· How old is it?

· Are there any convictions, cautions or other relevant information listed? Are any of them recent?

· Have they provided the original certificate?

· Is the check the right level of check (enhanced, or enhanced with barred list information if appropriate)?

If there’s information about previous offences, use our guide on how to conduct a criminal records assessment alongside this risk assessment. Only do this if you decide to accept an existing certificate – if you’re getting a new check, wait until the results have come through to conduct your criminal records assessment.
	
	
	

	Employment history
	· Are there any unexplained gaps in their employment history?

· Have they provided a satisfactory explanation for why they left their last job?

· Have we confirmed that the job history they’ve provided is accurate?
	
	
	

	References
	· Have they provided appropriate references?

· Have the references been received?

· Did the references mention any cause for concern? If so, have we followed up?
	
	
	

	Online search
	· Have we carried out an online search into the candidate? (After having informed shortlisted candidates that online searches may be done as part of due diligence checks)
· Did it identify any incidents or issues of potential concern?

· Did we discuss these concerns in the interview, and were their explanations satisfactory to address the concerns?
	
	
	

	Conduct at interview
	· Did their conduct or presentation during the interview stage raise any questions or concerns?
	
	
	

	Application process
	· Have their answers been consistent across all stages of the interview process?

If the answer is ‘no’, make a note of when and how you followed up on inconsistencies or anomalies.
	
	
	

	Additional recruitment checks
	· Is the applicant fit to work?

· Have we completed qualification checks and prohibition from teaching checks (where relevant)?

· Have ‘right to work’ checks been completed?

· Has the applicant lived or worked outside of the UK? If yes, have we conducted relevant overseas criminal record checks?
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