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1. Introduction 

1.1 This policy has been developed in accordance with the principles established by the 
Children Act 1989 and Education Act 2002 and in line with various government 
publications:  

1.2 All relevant policies will be reviewed on an annual basis by the Company which has 
responsibility for oversight of safeguarding and safeguarding systems. The Designated 
Safeguarding and Welfare Coordinator will ensure regular reporting on safeguarding 
activity and systems.  

1.3 We recognise that all adults, including temporary staff, volunteers and self-employed 
staff have a full and active part to play in protecting children from harm, and that the 
child’s welfare is our paramount concern. 

1.4 All staff members should provide a caring, positive, safe and stimulating environment 
that promotes the social, physical and moral development of the individual child. 

2. Specific Safeguarding Issues  

2.1 Safeguarding includes protection and awareness of; 

• child sexual exploitation (CSE); 

• bullying including cyberbullying;  

• domestic violence;  

• drugs;  

• fabricated or induced illness;  

• gender-based violence/violence against women and girls (VAWG);  

• mental health;  
 

3. Ethos 

3.1 JB’s Sports Coaching Ltd recognises the importance of providing an ethos and 
environments that will help children to feel safe, secure and respected in sport; 
encourage them to talk openly; and enable them to feel confident that they will be 
listened to. 

3.2 We recognise that children who are abused or witness violence are likely to have low 
self-esteem and may find it difficult to develop a sense of self-worth. They may feel 
helplessness, humiliation and some sense of blame. Our sessions may be the only 
stable, secure and predictable element in their lives. 

3.3 Safeguarding and promoting the welfare of children is defined for the purposes of this 
policy as: protecting children from maltreatment; preventing impairment of children’s 
health or development; ensuring that children grow up in circumstances consistent with 
the provision of safe and effective care; and taking action to enable all children to have 
the best outcomes. 



3.4 Children includes everyone under the age of 18. 

3.5 Where a child is suffering significant harm, or is likely to do so, action should be taken 
to protect that child. Action should also be taken to promote the welfare of a child in 
need of additional support, even if they are not suffering harm or are at immediate risk. 

3.6 Staff members working with children are advised to maintain an attitude of ‘it could 
happen here’ where safeguarding is concerned.  When concerned about the welfare 
of a child, staff members should always act in the interests of the child. 

3.7 JB’s Sports Coaching Ltd will endeavour to support the welfare and safety of all 
children through: 

• maintaining children’s welfare as our paramount concern; 

• referring safeguarding concerns about adults to the Designated Welfare and 
Safeguarding Officer 

• providing suitable support and guidance so that children know who to approach if 
they are in difficulties;  

• raising the awareness of all staff of the need to safeguard children and of their 
responsibilities in identifying and reporting possible cases of abuse by ensuring all 
staff are able to recognise the signs and symptoms of abuse and are aware of the 
company’s procedures and lines of communication;  

• supporting the child’s development in ways that will foster security, confidence and 
independence; 

• providing an environment in which children and young people feel safe, secure, 
valued and respected, and feel confident and know how to approach adults if they 
are in difficulties believing they will be effectively listened to; 

• ensuring all steps are taken to maintain site security and children’s physical safety; 

• working with parents to build an understanding of the company’s responsibility to 
ensure the welfare of all children including the need for referral to other agencies in 
some situations;  

• developing a structured procedure within the Company which will be followed by all 
staff of the Company in cases of suspected abuse; 

• monitoring children and young people who have been identified as having welfare or 
protection concerns; 

• keeping confidential records, which are stored securely and shared appropriately with 
other professionals;   

• developing and promoting effective working relationships with other agencies, 
especially the Police and Social Care; 

• ensuring that all adults within our Company who have substantial access to children 
have been checked as to their suitability in accordance with Keeping Children Safe in 
Education (2014); 

• ensuring all staff are aware that safeguarding issues can happen anywhere and all 
staff should be alert to possible concerns being raised in the Company; 

 
 

4. Procedures 

4.1 Our Company procedures for safeguarding children will ensure that: 

• we have a nominated designated member of staff; 



• our designated safeguarding officer has undertaken the Safeguarding training  

• we have a member of staff who will act in the designated member of staff’s absence; 

• all members of staff are provided with Safeguarding training; 

• all members of staff and volunteers know the signs and symptoms of concern, how to 
respond to a child who discloses abuse and what to do if they are concerned about a 
child; 

• all parents/carers are made aware of the responsibilities of staff members with regard 
to safeguarding procedures through publication of the company’s Safeguarding 
Policy and reference to it in our introductory company materials; 

• staff organising activities for children are aware of the company’s safeguarding 
guidelines and procedures; 

• we will ensure that our selection and recruitment of staff meet the requirements as 
set down in Keeping Children Safe in Education (2014); 

• if staff members have concerns about another staff member then this should be 
referred to the Safeguarding and Welfare Officer .   

• all staff can make direct referrals to Children Social Care Services. 
 

4.2 Our procedures will be regularly reviewed and updated. 

4.3 An up-to-date version of our Safeguarding Policy will be made available to all new 
members of staff upon recruitment. Existing employees will be made aware of any 
updates to this policy. 

5. Roles and Responsibilities 

5.1 Everyone who comes into contact with children and their families has a role to play in 
safeguarding children. JB’s Sports Coaching Ltd staff are particularly important as they 
are in a position to identify concerns early and provide help for children, to prevent 
concerns from escalating. The Company and its staff form part of the wider 
safeguarding system for children. This system is described in statutory guidance 
Working Together to Safeguard Children 2015. The Company should work with social 
care, the police, health services and other services to promote the welfare of children 
and protect them from harm.  

5.2 The Company has a designated Safeguarding and Welfare officer who will provide 
support to staff members to carry out their safeguarding duties and who will liaise 
closely with other services such as children’s social care.  

5.3 All Company staff have a responsibility to provide a safe environment for children. 

5.4 The Company staff have a responsibility to identify children who may be in need of 
extra help or who are suffering, or are likely to suffer, significant harm. All staff then 
have a responsibility to take appropriate action, working with other services as needed. 

5.5 In addition to working with the designated Safeguarding and Welfare Officer staff 
members should be aware that they may be asked to support social workers to take 
decisions about individual children. 

5.6 Staff and volunteers should feel able to raise concerns about poor or unsafe practice 
and potential failures in the Company’s safeguarding regime.  

5.7 Appropriate whistleblowing procedures, which are suitably reflected in staff training 



and staff behaviour policies, are in place for such concerns to be raised with the 
Company’s management team. Where a staff member feels unable to raise the issue 
with their employer or feels that their genuine concerns are not being addressed, other 
whistleblowing channels may be open to them. Details of the Whistleblowing procedure 
are held within the Employee Handbook. 

5.8 The Designated Safeguarding and Welfare Officer is responsible for: 

• referring a child if there are concerns about possible abuse, to the Children Services 
Social Work Duty and Assessment Team and act as a focal point for staff to discuss 
concerns.  A written record of the referral will be sent to the Assessment Team by the 
end of the working day the referral is made;  

• keeping written records of concerns about a child even if there is no need to make an 
immediate referral, ensuring that all such records are kept confidentially and 
securely. 

• liaising with other agencies and professionals; 

• organising safeguarding training for all Company staff; 
 
 

6. Supporting Children 

6.1 We recognise that a child who is abused or witnesses’ violence may feel helpless and 
humiliated, may blame themselves and find it difficult to develop and maintain a sense 
of self-worth. 

6.2 We recognise that we may provide the only escapism in the lives of children who have 
been abused or who are at risk of harm. 

6.3 We accept that research shows that the behaviour of a child in these circumstances 
may range from that which is perceived to be normal to aggressive or withdrawn. 

6.4 Our Company will support all children by: 

• encouraging development of self-esteem and self-assertiveness; 

• promoting a caring, safe and positive environment within the Company; 

• liaising and working together with all other support services and those agencies 
involved in the safeguarding of children; 

• notifying the Children Services Social Work Duty and Assessment Team as soon as 
there is significant concern; 

 
 

7. When to be concerned 

7.1 All staff and volunteers should be aware that the main categories of abuse are: 

• physical abuse; 

• emotional abuse; 

• sexual abuse; 



• neglect.  
 

7.2 All staff and volunteers should be concerned about a student, child or vulnerable adult if he/she 
presents with indicators of possible significant harm. 

8. Action when a child has suffered or is likely to suffer 
harm 

8.1 This diagram illustrates what action should be taken and who should take it where 
there are concerns about a child. If, at any point, there is a risk of immediate serious 
harm to a child a referral should be made to children’s social care immediately. 
Anybody can make a referral. 

 

9. Dealing with a disclosure 

9.1 If a child discloses that he or she has been abused in some way, the member of staff 
/ volunteer should: 

•  listen to what is being said without displaying shock or disbelief; 

•  accept what is being said; 

•  allow the child to talk freely; 

•  reassure the child, but not make promises which it might not be possible to 
keep; 

•  not promise confidentiality – it might be necessary to refer to Children’s 

Services: 

•             Safeguarding and Specialist Services; 

•  reassure him or her that what has happened is not his or her fault; 

•  stress that it was the right thing to tell; 

•  listen, only asking questions when necessary to clarify; 

•  not criticise the alleged perpetrator; 

•  explain what has to be done next and who has to be told; 

•  make a written record (see Record Keeping below); 

•  pass the information to the Designated Safeguarding and Welfare Officer 
without delay 

 
 Support 

9.2 Dealing with a disclosure from a child, and safeguarding issues can be stressful.  The 
member of staff/volunteer should, therefore, consider seeking support for him/herself 
and discuss this with the Designated Safeguarding and Welfare Officer. 

10. Confidentiality 

10.1 We recognise that all matters relating to safeguarding are confidential. 



10.2 The Designated Safeguarding and Welfare Officer will disclose any information about 
a child to other members of staff on a need to know basis only. 

10.3 All staff must be aware that they have a professional responsibility to share information 
with other agencies in order to safeguard children. 

10.4 All staff must be aware that they cannot promise a child to keep secrets which might 
compromise the child’s safety or wellbeing. 

We will always undertake to share our intention to refer a student to Children 
Services Social Work Duty and Assessment Team with their parents /carers unless to 
do so could put the child at greater risk of harm, or impede a criminal investigation. If 
in doubt, we will consult with the Duty Manager at the Assessment Team on this 
point. 

11. Supporting Staff 

11.1 We recognise that staff working in the Company who have become involved with a 
pupil/student who has suffered harm, or appears to be likely to suffer harm may find 
the situation upsetting. 

11.2 We will support such staff by providing an opportunity to talk through their anxieties 
with the DCPT and to seek further support as appropriate. 

12. Allegations of abuse made against staff 

 Duties as an employer and an employee  

12.1 This part of the policy is about managing cases of allegations that might indicate a 
person would pose a risk of harm if they continue to work in regular or close contact 
with children in their present position, or in any capacity. It should be used in respect 
of all cases in which it is alleged that a coach or member of staff (including volunteers) 
in the Company has: 

• behaved in a way that has harmed a child, or may have harmed a child; 

• Possibly committed a criminal offence against or related to a child; or 

• behaved towards a child or children in a way that indicates he or she would pose a 
risk of harm to children. 

 

12.2 This part of the policy relates to members of staff who are currently working in the 
Company regardless of where the alleged abuse took place. Allegations against a staff 
member who is no longer working for the Company should be referred to the police. 
Historical allegations of abuse should also be referred to the police. 

12.3 Employers have a duty of care to their employees. They should ensure they provide 
effective support for anyone facing an allegation and provide the employee with a 
named contact if they are suspended. It is essential that any allegation of abuse made 
against a member of staff or volunteer in the Company is dealt with very quickly, in a 
fair and consistent way that provides effective protection for the child and at the same 
time supports the person who is the subject of the allegation. 



 
 Initial Considerations  

12.4 The procedures for dealing with allegations need to be applied with common sense 
and judgement. Many cases may well either not meet the criteria set out above, or may 
do so without warranting consideration of either a police investigation or enquiries by 
local authority children’s social care services. In these cases, local arrangements 
should be followed to resolve cases without delay. 

12.5 Some rare allegations will be so serious they require immediate intervention by 
children’s social care services and/or police. The designated officer should be informed 
of all allegations that come to the Company’s attention and appear to meet the criteria 
so they can consult police and children’s social care services as appropriate. 

12.6 The following definitions should be used when determining the outcome of allegation 
investigations 

• Substantiated: there is sufficient evidence to prove the allegation; 

• Malicious: there is sufficient evidence to disprove the allegation and there has been 
a deliberate act to deceive; 

• False: there is sufficient evidence to disprove the allegation; 

• Unsubstantiated: there is insufficient evidence to either prove or disprove the 
allegation. The term, therefore, does not imply guilt or innocence. 

 

  
Supporting those involved  

12.7 Employers have a duty of care to their employees. They should act to manage and 
minimise the stress inherent in the allegations process. Support for the individual is 
vital to fulfilling this duty. Individuals should be informed of concerns or allegations as 
soon as possible and given an explanation of the likely course of action, unless there 
is an objection by the children’s social care services or the police. The individual should 
be advised to contact their trade union representative, if they have one, or a colleague 
for support. They should also be given access to welfare counselling or medical advice 
where this is provided by the employer. 

12.8 Parents or carers of a child or children involved should be told about the allegation as 
soon as possible if they do not already know of it. However, where a strategy 
discussion is required, or police or children’s social care services need to be involved, 
the Safeguarding and Welfare Officer should not do so until those agencies have been 
consulted and have agreed what information can be disclosed to the parents or carers. 
Parents or carers should also be kept informed about the progress of the case, and 
told the outcome where there is not a criminal prosecution, including the outcome of 
any disciplinary process. The deliberations of a disciplinary hearing, and the 
information taken into account in reaching a decision, cannot normally be disclosed, 
but the parents or carers of the child should be told the outcome in confidence. 

12.9 Parents and carers should also be made aware of the requirement to maintain 
confidentiality about any allegations made against staff whilst investigations are 
ongoing. 

12.10 In cases where a child may have suffered significant harm, or there may be a criminal 
prosecution, children’s social care services, or the police as appropriate, should 
consider what support the child or children involved may need. 

  



 Managing the situation and exit arrangements  
 
 Resignations  

12.11 If the accused person resigns, or ceases to provide their services, this should not 
prevent an allegation being followed up in accordance with this policy. A referral to the 
DBS must be made, if the criteria are met. If the accused person resigns or their 
services cease to be used and the criteria are met it will not be appropriate to reach a 
settlement/compromise agreement. A settlement/compromise agreement which 
prevents the company from making a DBS referral when the criteria are met would 
likely result in a criminal offence being committed as the Company would not be 
complying with its legal duty to make the referral. 

12.12 It is important that every effort is made to reach a conclusion in all cases of allegations 
bearing on the safety or welfare of children, including any in which the person 
concerned refuses to cooperate with the process. Wherever possible the accused 
should be given a full opportunity to answer the allegation and make representations 
about it. But the process of recording the allegation and any supporting evidence, and 
reaching a judgement about whether it can be substantiated on the basis of all the 
information available, should continue even if that cannot be done or the accused does 
not cooperate. It may be difficult to reach a conclusion in those circumstances, and it 
may not be possible to apply any disciplinary sanctions if a person’s period of notice 
expires before the process is complete, but it is important to reach and record a 
conclusion wherever possible. 

 
        Record keeping  

12.13 Details of allegations that are found to have been malicious should be removed from 
personnel records. However, for all other allegations, it is important that a clear and 
comprehensive summary of the allegation, details of how the allegation was followed 
up and resolved, and a note of any action taken and decisions reached, is kept on the 
confidential personnel file of the accused, and a copy provided to the person 
concerned. 

12.14 The purpose of the record is to enable accurate information to be given in response to 
any future request for a reference, where appropriate. It will provide clarification in 
cases where future DBS checks reveal information from the police about an allegation 
that did not result in a criminal conviction and it will help to prevent unnecessary re-
investigation if, as sometimes happens, an allegation re-surfaces after a period of time. 
The record should be retained at least until the accused has reached normal pension 
age or for a period of 10 years from the date of the allegation if that is longer. 

12.15 The Information Commissioner has published guidance on employment records in its 
Employment Practices Code and supplementary guidance, which provides some 
practical advice on record retention. 

 
 References  

12.16 Cases in which an allegation was proven to be false, unsubstantiated or malicious 
should not be included in employer references. A history of repeated concerns or 
allegations which have all been found to be false, unsubstantiated or malicious should 
also not be included in any reference.  

  
          Timescales  



12.17 It is in everyone’s interest to resolve cases as quickly as possible consistent with a fair 
and thorough investigation. All allegations should be investigated as a priority to avoid 
any delay. Target timescales are shown below: the time taken to investigate and 
resolve individual cases depends on a variety of factors including the nature, 
seriousness and complexity of the allegation, but these targets should be achieved in 
all but truly exceptional cases. It is expected that 80 per cent of cases should be 
resolved within one month, 90 per cent within three months and all but the most 
exceptional cases should be completed within 12 months.  

12.18 For those cases where it is clear immediately that the allegation is unsubstantiated or 
malicious, they should be resolved within one week. Where the initial consideration 
decides that the allegation does not involve a possible criminal offence it will be for the 
employer to deal with it, although if there are concerns about safeguarding, the 
employer should discuss them with the designated officer. In such cases, if the nature 
of the allegation does not require formal disciplinary action, the employer should 
institute appropriate action within three working days. If a disciplinary hearing is 
required and can be held without further investigation, the hearing should be held within 
15 working days.  

 
           Oversight and monitoring  

12.19 The designated officer has overall responsibility for oversight of the procedures for 
dealing with allegations; for resolving any inter-agency issues; and for liaison with the 
Local Safeguarding Children Board (LSCB) on the subject. The designated officer will 
provide advice and guidance to the case manager, in addition to liaising with the police 
and other agencies and monitoring the progress of cases to ensure that they are dealt 
with as quickly as possible consistent with a thorough and fair process. Reviews should 
be conducted at fortnightly or monthly intervals, depending on the complexity of the 
case.  

12.20 Police forces should also identify officers who will be responsible for:  

• liaising with the designated officer;  

• taking part in the strategy discussion or initial evaluation;  

• subsequently reviewing the progress of those cases in which there is a police 
investigation; and  

• sharing information on completion of the investigation or any prosecution.  
 

12.21 If the strategy discussion or initial assessment decides that a police investigation is 
required, the police should also set a target date for reviewing the progress of the 
investigation and consulting the Crown Prosecution Service (CPS) about whether to: 
charge the individual; continue to investigate; or close the investigation. Wherever 
possible, that review should take place no later than four weeks after the initial 
evaluation. Dates for subsequent reviews, ideally at fortnightly intervals, should be set 
at the meeting if the investigation continues.  

 Suspension  

12.22 The possible risk of harm to children posed by an accused person should be evaluated 
and managed in respect of the child(ren) involved in the allegations. In some rare cases 
that will require the case manager to consider suspending the accused until the case 
is resolved. Suspension should not be an automatic response when an allegation is 
reported; all options to avoid suspension should be considered prior to taking that step. 
If the case manager is concerned about the welfare of other children in the community 



or the teacher’s family, those concerns should be reported to the designated officer or 
police. But suspension is highly unlikely to be justified on the basis of such concerns 
alone.  

12.23 Suspension should be considered only in a case where there is cause to suspect a 
child or other children at the Company is/are at risk of harm or the case is so serious 
that it might be grounds for dismissal. However, a person should not be suspended 
automatically: the case manager must consider carefully whether the circumstances 
warrant suspension from contact with children at the company or until the allegation is 
resolved and may wish to seek advice from their personnel adviser and the designated 
officer.  

12.24 The case manager should also consider whether the result that would be achieved by 
immediate suspension could be obtained by alternative arrangements. In many cases 
an investigation can be resolved quickly and without the need for suspension. If the 
designated officer, police and children’s social care services have no objections to the 
member of staff continuing to work during the investigation, the case manager should 
be as inventive as possible to avoid suspension. Based on assessment of risk, the 
following alternatives should be considered by the case manager before suspending a 
member of staff:  

• redeployment within the Company so that the individual does not have direct contact 
with the child or children concerned;  

• providing an assistant to be present when the individual has contact with children;  

• redeploying to alternative work in the Company so the individual does not have 
unsupervised access to children;  

• moving the child or children to sessions where they will not come into contact with 
the member of staff, making it clear that this is not a punishment and parents have 
been consulted; or  

• temporarily redeploying the member of staff to another role in a different location. 
 

12.25 If immediate suspension is considered necessary, the rationale and justification for 
such a course of action should be agreed and recorded by the designated officer. This 
should also include what alternatives to suspension have been considered and why 
they were rejected.  

12.26 Where it has been deemed appropriate to suspend the person, written confirmation 
should be dispatched within one working day, giving as much detail as appropriate for 
the reasons for the suspension. It is not acceptable for an employer to leave a person 
who has been suspended without any support. The person should be informed at the 
point of their suspension who their named contact is within the organisation and 
provided with their contact details.  

12.27 Children’s social care services or the police cannot require the case manager to 
suspend a member of staff or a volunteer, although they should give appropriate weight 
to their advice. The power to suspend is vested in the proprietor of the Company who 
are the employers of staff at the Company. However, where a strategy discussion or 
initial evaluation concludes that there should be enquiries by the children’s social care 
services and/or an investigation by the police, the designated officer should canvass 
police and children’s social care services for views about whether the accused member 
of staff needs to be suspended from contact with children in order to inform the school 
or Company consideration of suspension. Police involvement does not make it 
mandatory to suspend a member of staff; this decision should be taken on a case-by-
case basis having undertaken a risk assessment.  



 
 Information sharing  

12.28 In a strategy discussion or the initial evaluation of the case, the agencies involved 
should share all relevant information they have about the person who is the subject of 
the allegation, and about the alleged victim.  

12.29 Where the police are involved, wherever possible the employer should ask the police 
to obtain consent from the individuals involved to share their statements and evidence 
for use in the employer disciplinary process. This should be done as their investigation 
proceeds and will enable the police to share relevant information without delay at the 
conclusion of their investigation or any court case.  

12.30 Children’s social care services should adopt a similar procedure when making 
enquiries to determine whether the child or children named in the allegation are in need 
of protection or services, so that any information obtained in the course of those 
enquiries which is relevant to a disciplinary case can be passed to the employer without 
delay.  

 

 Specific actions  
 
 Following a criminal investigation or a prosecution  

12.31 The police should inform the employer and designated officer immediately when a 
criminal investigation and any subsequent trial is complete, or if it is decided to close 
an investigation without charge, or not to continue to prosecute the case after the 
person has been charged. In those circumstances, the designated officer(s) should 
discuss with the case manager whether any further action, including disciplinary action, 
is appropriate and if so, how to proceed. The information provided by the police and/or 
children’s social care services should inform that decision. The options will depend on 
the circumstances of the case and the consideration will need to take into account the 
result of the police investigation or the trial, as well as the different standard of proof 
required in disciplinary and criminal proceedings.  

 On conclusion of a case  

12.32 If the allegation is substantiated and the person is dismissed or the employer ceases 
to use the person’s services, or the person resigns or otherwise ceases to provide his 
or her services, the designated officer should discuss with the case manager and their 
personnel adviser whether the school or company will decide to make a referral to the 
DBS for consideration of inclusion on the barred lists is required. 

12.33 There is a legal requirement for employers to make a referral to the DBS where 
they think that an individual has engaged in conduct that harmed (or is likely to 
harm) a child; or if a person otherwise poses a risk of harm to a child.  

12.34 Where it is decided on the conclusion of a case that a person who has been suspended 
can return to work, the case manager should consider how best to facilitate that. Most 
people will benefit from some help and support to return to work after a stressful 
experience. Depending on the individual’s circumstances, a phased return and/or the 
provision of a mentor to provide assistance and support in the short term may be 
appropriate. The case manager should also consider how the person’s contact with 
the child or children who made the allegation can best be managed if they are still a 
student at the school or Company.  



 
 In respect of malicious or unsubstantiated allegations  

12.35 If an allegation is determined to be unsubstantiated or malicious, the designated 
officers should refer the matter to the children’s social care services to determine 
whether the child concerned is in need of services, or may have been abused by 
someone else. If an allegation is shown to be deliberately invented or malicious, the 
headteacher, principal or proprietor should consider whether any disciplinary action is 
appropriate against the individual who made it; or whether the police should be asked 
to consider if action might be appropriate against the person responsible. 

 
 Learning lessons  
 

12.36 At the conclusion of a case in which an allegation is substantiated, the designated 
officer should review the circumstances of the case with the case manager to 
determine whether there are any improvements to be made to the Company’s 
procedures or practice to help prevent similar events in the future. This should include 
issues arising from the decision to suspend the member of staff, the duration of the 
suspension and whether suspension was justified. Lessons should also be learnt from 
the use of suspension when the individual is subsequently reinstated. The designated 
officer and case manager should consider how future investigations of a similar nature 
could be carried out without suspending the individual.  

13.   Physical Intervention 

13.1 Our policy on physical intervention by staff is set out separately and acknowledges that 
the decision whether or not to intervene is down to the professional judgement of the 
staff member concerned and should always depend on the individual circumstances.  

13.2 Staff use physical intervention as a last resort, but staff are empowered to use 
reasonable force to prevent students and children from hurting themselves or others, 
from damaging property, or from causing disorder. 

 

14. Safer Recruitment 

 Recruitment, selection and pre-employment vetting  
 

14.1 It is vital that JB’s Sports Coaching Ltd creates a culture of safe recruitment and as 
part of that, adopt recruitment procedures that help deter, reject or identify people who 
might abuse children. This part of the policy describes in detail those checks that are, 
or may be, required for any individual working in any capacity at company.  The 
employer must act reasonably in making decisions about the suitability of the 
prospective employee based on checks and evidence including: criminal record checks 
(DBS checks), barred list checks and prohibition checks together with references and 
interview information.  

14.2 The level of DBS certificate required and whether a prohibition check is required, will 



depend on the role and duties of an applicant to work in the Company, as outlined in 
this policy.  

14.3 For most appointments, an enhanced DBS certificate, which includes barred list 
information, will be required as the majority of staff will be engaging in regulated 
activity. In summary, a person will be considered to be engaging in regulated activity if 
as a result of their work they:  

• will be responsible, on a regular basis in a school or Company, for coaching, training, 
instructing, caring for or supervising children; or  

• will carry out paid, or unsupervised unpaid, work regularly in a school or company 
where that work provides an opportunity for contact with children or  

• engage in intimate or personal care or overnight activity, even if this happens only 
once.  
 

  

14.4 For all other staff who have an opportunity for regular contact with children who are not 
engaging in regulated activity, an enhanced DBS certificate, which does not include a 
barred list check, will be appropriate. 

 
Regulated activity  
 
The full legal definition of regulated activity is set out in Schedule 4 of the Safeguarding 
Vulnerable Groups Act 2006 as amended by the Protection of Freedoms Act 2012. HM 
Government have produced a factual note on Regulated Activity in relation to Children: 
scope.  
 
Regulated activity includes:  
 
a) teaching, training, instructing, caring for (see (c) below) or supervising children if the 

person is unsupervised, or providing advice or guidance on wellbeing, or driving a 
vehicle only for children,  

 
b)  work for a limited range of establishments (known as ‘specified places’, which include 

schools and companies), with the opportunity for contact with children, but not 
including work done by supervised volunteers;  

 
Work under (a) or (b) is regulated activity only if done regularly. Some activities are always 
regulated activities, regardless of their frequency or whether they are supervised or not. 
This includes:  
 
b) relevant personal care, or health care provided by or provided under the supervision 

of a health care professional:  
 

•  personal care includes helping a child, for reasons of age, illness or disability, 
with eating or drinking, or in connection with toileting, washing, bathing and 
dressing;1  

 
 

•  health care means care for children provided by, or under the direction or 
supervision of, a regulated health care professional.  

 

 

 

 



 

 Types of check 
 
 Disclosure and Barring Service (DBS) checks 
 

14.5 The DBS is responsible for administering three types of checks 

• Standard: a check of the Police National Computer (PNC) records of convictions, 
cautions, reprimands and warnings; 

• Enhanced: a check of the PNC records as above, plus other information held by the 
police that is considered relevant by the police; and 

• Enhanced, which will automatically include barred list information: for people 
working in regulated activity with children. This adds checks of the DBS Children’s 
Barred List to the enhanced check. 

 

14.6 More information is available on the DBS website. 

14.7 When the DBS has completed its check of an applicant’s PNC record and if 
appropriate, whether they are on the barred list, the relevant information will be 
recorded on a certificate (the DBS certificate) that is sent to the applicant. The applicant 
must show the original DBS certificate to their potential employer before they take up 
post or as soon as practicable afterwards. 

14.8 Where a school or Company allows an individual to start work in regulated activity 
before the DBS certificate is available, then they should ensure that the individual is 
appropriately supervised and that all other checks, including a separate barred list 
check, have been completed. 

14.9 For staff who work in childcare provision or who are directly concerned with the 
management of such provision, the company needs to ensure that appropriate checks 
are carried out to ensure that individuals are not disqualified under the Childcare 
(Disqualification) Regulations 2009. Further information on the staff to whom these 
regulations apply, the checks that should be carried out, and the recording of those 
checks can be found in Disqualification under the Childcare Act 2006 statutory 
guidance. 

14.10 If a school or company knows or has reason to believe that an individual is barred, it 
commits an offence if it allows the individual to carry out any form of regulated activity. 
There are penalties of up to five years in prison if a barred individual is convicted of 
attempting to engage or engaging in such work. 

 Pre-appointment checks 
All new appointments 
 

14.11 Any offer of appointment made to a successful candidate, including one who has lived 
or worked abroad, must be conditional on satisfactory completion of the necessary pre-
employment checks. 

14.12 When appointing new staff, schools and companies must  

• verify a candidate’s identity. Identification checking guidelines can be found on the 
DBS website; 



• obtain a certificate for an enhanced DBS check which will include barred list 
information, for those who will be engaging in regulated activity; 

• obtain a separate barred list check if an individual will start work in regulated activity 
before the DBS certificate is available; 

• verify the candidate’s mental and physical fitness to carry out their work 
responsibilities. A job applicant can be asked relevant questions about disability and 
health in order to establish whether they have the physical and mental capacity for 
the specific role; 

• verify the person’s right to work in the UK. If there is uncertainty about whether an 
individual needs permission to work in the UK, then prospective employers, or 
volunteer managers, should follow advice on the GOV.UK website; 

• if the person has lived or worked outside the UK, make any further checks the school 
or company consider appropriate and 

• verify professional qualifications, as appropriate. 
 
 

 Employment history and references  

14.13 Employers should always ask for written information about previous employment 
history and check that information is not contradictory or incomplete. References 
should be sought on all short-listed candidates, including internal ones, before 
interview, so that any issues of concern they raise can be explored further with the 
referee and taken up with the candidate at interview.  

14.14 The purpose of seeking references is to obtain objective and factual information to 
support appointment decisions. References should always be obtained, scrutinised 
and any concerns resolved satisfactorily, before the appointment is confirmed. They 
should always be requested directly from the referee and employers should not rely on 
open references, for example in the form of ‘to whom it may concern’ testimonials. If a 
candidate for a teaching post is not currently employed as a teacher, it is also advisable 
to check with the school, company or local authority at which they were most recently 
employed, to confirm details of their employment and their reasons for leaving.  

14.15 On receipt, references should be checked to ensure that all specific questions have 
been answered satisfactorily. The referee should be contacted to provide further 
clarification as appropriate: for example if the answers are vague. They should also be 
compared for consistency with the information provided by the candidate on their 
application form. Any discrepancies should be taken up with the candidate.  

14.16 Any information about past disciplinary action or allegations should be considered 
carefully when assessing the applicant’s suitability for the post (including information 
obtained from the Employer Access Online checks referred to previously).  

 Existing staff  

14.17 If a Company has concerns about an existing staff member’s suitability to work with 
children, the Company should carry out all relevant checks as if the person were a new 
member of staff. Similarly, if a person working at the Company moves from a post that 
was not regulated activity, into work which is regulated activity, the relevant checks for 
the regulated activity must be carried out. Apart from these circumstances, the school 
or Company is not required to request a DBS check or barred list check.  

14.18 Schools and companies have a legal duty to refer to the DBS anyone who has harmed, 
or poses a risk of harm, to a child or vulnerable adult; where the harm test is satisfied 
in respect of that individual; where the individual has received a caution or conviction 
for a relevant offence, or if there is reason to believe that individual has committed a 



listed relevant offence; and that individual has been removed from working (paid or 
unpaid) in regulated activity, or would have been removed had they not left.2 The DBS 
will consider whether to bar the person. Referrals should be made as soon as possible 
after the resignation or removal of the individual. Guidance on referrals can be found 
on GOV.UK. 

  
 Volunteers  

14.19 Under no circumstances should a volunteer in respect of whom no checks have been 
obtained be left unsupervised or allowed to work in regulated activity.  

14.20 Volunteers who on an unsupervised basis teach or look after children regularly, or 
provide personal care on a one-off basis in schools and companies will be in regulated 
activity. The school or company should obtain an enhanced DBS certificate (which 
should include barred list information) for all volunteers who are new to working in 
regulated activity. Existing volunteers in regulated activity do not have to be re-checked 
if they have already had a DBS check (which includes barred list information). 
However, schools and companies may conduct a repeat DBS check (which should 
include barred list information) on any such volunteer should they have concerns.  

14.21 Schools and companies may obtain an enhanced DBS certificate (not including barred 
list information), for volunteers who are not engaging in regulated activity, but have the 
opportunity to come into contact with children on a regular basis, e.g. supervised 
volunteers (see paragraph below regarding The Protection of Freedoms Act 2012 for 
supervision). Employers are not legally permitted to request barred list information on 
a volunteer who, because they are supervised, is not in regulated activity.  

14.22 The school or company should undertake a risk assessment and use their professional 
judgement and experience when deciding whether to seek an enhanced DBS check 
for any volunteer not engaging in regulated activity. In doing so they should consider:  

• the nature of the work with children;  

• what the establishment knows about the volunteer, including formal or informal 
information offered by staff, parents and other volunteers;  

• whether the volunteer has other employment or undertakes voluntary activities where 
referees can advise on suitability; and  

• whether the role is eligible for an enhanced DBS check.  
 
  
 Adults who supervise children on work experience 

14.23 When the Company organises work experience placements it should ensure that 
policies and procedures are in place to protect children from harm. 

14.24 Barred list checks by the DBS might be required on some people who supervise a child 
under the age of 16 on a work experience placement. The Company should consider 
the specific circumstances of the work experience, in particular the nature of the 
supervision and the frequency of the activity being supervised, to determine what, if 
any, checks are necessary. These considerations would include whether the person 
providing the teaching/training/instruction/supervision to the child will be: 

• unsupervised; and 

 

 



• providing the teaching/training/instruction frequently (at least once a week or on more 
than three days in a 30-day period, or overnight). 

•  

14.25 If the person working with the child is unsupervised and the same person is in frequent 
contact with the child, the work is likely to be regulated activity. If so, the company 
could ask the employer providing the work experience to ensure that the person 
providing the instruction or training is not a barred person. 

14.26 If the activity undertaken by the child on work experience takes place in a ‘specified 
place’, such as a school or Company and gives the opportunity for contact with 
children, this may itself be considered to be regulated activity. In these cases and 
where the child is 16 years of age or over, the work experience provider should 
consider whether a DBS enhanced check should be requested for the child/young 
person in question. DBS checks cannot be requested for children/young people under 
the age of 16.  

 


