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1. Introduction
The Disclosure and Barring Service (DBS) Code of Practice requires that employers:
•
•
•
•
•

notify all job applicants that a copy of its policy on the recruitment of ex-offenders is
available on request
ensure that all applicants for relevant positions or employment are notified in advance of
the requirement for a DBS disclosure
inform all potential applicants of the potential effect of a criminal record history on the
recruitment and selection process and any recruitment decision
discuss the content of the DBS disclosure with the applicant before withdrawing any offer of
employment
provide a copy of the DBS Code of Practice to the applicant upon request.
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The DBS Code of Practice is available at www.gov.uk/government/publications/dbs-code-ofpractice
2. The Rehabilitation of Offenders Act 1974
The Rehabilitation of Offenders Act (ROA) 1974 enables some criminal convictions to become
'spent', or ignored, after a 'rehabilitation period'. A rehabilitation period is a set length of time
from the date of conviction. After this period, with certain exceptions, an ex-offender is not
normally obliged to mention the conviction when applying for a job, obtaining insurance or when
involved in criminal or civil proceedings.
3. Policy statement
In accordance with the Disclosure and Barring Service Code of Practice all applicants will be made
aware of the existence of this policy through our recruitment literature and it will be made available
to any job applicant who wishes to read it at the outset of the recruitment process.
1. As an organisation that uses the Disclosure and Barring Service, Olive Academies (OA)
complies fully with the DBS Code of Practice and undertakes not to discriminate unfairly
against any subject of a disclosure on the basis of conviction or other information revealed.
2. The trust meets the requirements in respect of exempted questions under the
Rehabilitation of Offenders Act 1974. A DBS check will, therefore, be carried out before an
appointment to any job is confirmed. This will include details of convictions, cautions and
reprimands, as well as ‘spent’ and ‘unspent’ convictions.
3. A criminal record will not necessarily be a bar to obtaining a position with the trust as any
convictions, cautions or reprimands will be considered in the context of: the nature of the
position; our safeguarding policy and procedures; and the circumstances and background of
the offences.
4. OA is committed to the fair treatment of applicants using the protected characteristics as
outlined in the Equality Act 2010 and in relation to any history of offending.
5. OA promotes equality of opportunity for all through the right mix of talent, skills and
potential and welcomes applications from a wide range of candidates, including those with
criminal records.
6. OA selects all candidates for interview based on their competencies, qualifications and
knowledge.
7. In line with OA’s safeguarding policy, application forms and other recruitment information
(e.g. advertisements) will contain a statement that job applicants will be required to disclose
their criminal record if they are invited to interview and a DBS check will be carried out if
they are conditionally offered the job.
8. Any information provided through the DBS check will be treated in strictest confidence and
will only be seen by those involved in the recruitment process or the trust’s HR advisers.
9. At interview, or in a separate discussion, we will ensure that an open and measured
conversation takes place about any offences or other matter that might be relevant to the
position.
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10. Failure to reveal information that is directly relevant to the job sought could lead to
withdrawal of an offer of employment.
11. OA undertakes to fully discuss any matter revealed in a DBS disclosure with the person
seeking the job before considering if a withdrawal of a conditional offer of employment may
be necessary.
12. OA ensures that academy staff who are involved in the recruitment process have access to
professional advice to identify and assess the relevance and circumstances of offences. OA
also ensures that they have received appropriate guidance in the relevant legislation
relating to the employment of ex-offenders, e.g. the Rehabilitation of Offenders Act 1974.
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