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Youth Start Limited is ¢ miti d’ensuring the safety of all
individuals who interact wi 1:, iground Checks Policy sets out our
procedures for conducting b ckgrot idates before they are placed with

employers, and on staffymembers; 1t ractors before they start work.

ess They help us to identify
: d|V|duals and they

This pollcy applies to all candidates who &
members’Vqu\teers an contractors e

who%)ave access tflw gpeople or sens

Scope
This Background

e Allcandidates aged 18-24'W y {Orwarehouse placements through Youth Start Limited
e All staff members employed by Yo ‘ ‘
e Allvolunteers engaged by Youth Star
e All contractors and third parties whe have ¢ ss to young people or sensitive information

e Allindividuals who work in roles that involve contact with young people or access to
sensitive information



This policy does not apply to:

e Employers who engage candidates through Youth Start (although Youth Start supervises
employer compliance with background check requirements)

e Individuals who do not have contact with young people or access to sensitive information
L e

Legal Frame “

Background check Jer the following legislation: ,'.‘ .

Rehabilitation of Offé ]
This Act regulates the d i con rl‘ons and allows |nd|v1guals to have certain

convictions treated as sp fied period. However, some roles are exempt from this
Act and require disclosure ns ' icti ;

Disclosure and Barring Se
The DBS is a non-department
barred lists. DBS checkslate

Data Protection Act 2( nd Ul Gener: stion Regulation (UK GDPR):
' 5 Of per luding criminal record data. Background

Equality Act 2010: : & .
Background checks must be condueted ' on the basis of protected
characteristics. T

These Acts establi ﬁramework for sa
d

‘;V i & -
Chil 'éﬁp;ct)lgaggz‘ Children Act 200

We conduct back dichec A who:ma 8 & risk to young people and to
ensure that candidates’ : are Stitabl orkwith young people.

Comply with Safeguarding Law:
We comply with safeguarding legislation aht
appropriate steps to protect young people.’

fice guidance to ensure that we are taking



Demonstrate Due Diligence:
We conduct thorough background checks to demonstrate that we have taken reasonable steps to
verify the suitability of candidates and staff members.

Support Employers:
We provide b
about candidd

information to employers to help them ma decisions

them in meeting their own safeguarding

Supervise Emp
We supervise emp
on best practice.

Important Note: : J
While Youth Start condut ecks and supervises employel/c;ompliance, employers
have their own legal respo f 'i D :'-.‘"‘4;:: ound checks and to make employment
decisions based on the info ) Start does not make employment decisions on
behalf of employers. ’ .

Types of Backgro
Youth Start conducts t
Disclosure and Bar

Standard DBS Check:
A Standard DBS Check dis€los ding spent convictions (subject to
the Rehabilitation of OffendersAct , ﬂ“fl suitable for individuals who work
with children or vulnerable adult int erta ‘m'v CTELAR

A SV B

; R gd

Enhancgd DBS Check:
An E&h‘énced.bBS Chec.lcdlscloses allco

~ N L
.A\’» B

,‘ onvictions, and also
for individuals who

includes informati hﬁdby local police fi
work r%%ularly withsehildren or vulnerable
‘ ' 4

Enhanced DBS Che ' ;r,.';"’ rred List C
An Enhanced DBS'CH She eClWith B \Barred List
Checkand also c V ':.‘53\5” he indivi
or the adults’ barreg; 1 ist) Ub\t-l*" i
work in regulated aét *43 s with children o

an Enhanced DBS
ot ildren’s barred list
d for individuals who

"-w,‘

When DBS Checks Aredl

DBS checks are req bited for:'s a.rt All volunteers who have

contact with young people - All cO 3 ; ) have oung people or sensitive
information - Candidates who are placed ih gt S 1 ¥ " avolve contact with young people or access
to sensitive information (at employer discr “ N, b »‘" ecommended)

Level of DBS Check: Bl N ”

The level of DBS check required depends on the role and the level of contact with young people.
Youth Start will advise candidates and employers on the appropriate level of DBS check required.



Criminal Record Checks

Police Checks:
We may conduct police checks to identify any criminal records held by local police forces that may
not be disclosed on a standard DBS check.

Internationa
For candidates
relevant countrie

worked abroad, we may conduct bacgg cksin the

iminal records or other relevant inforr
.

Employment His int% R
)( . . Y
Previous Employer Re XA o
: TR Y
We contact previous em employme istory and to obtai#references We ask
previous employers about q_g;_-t]'j»' %v- conduct, and"{ltablllty for the role.

Gaps in Employment:
We ask candidates to explaif
checks if gaps are unexpla ain

Reasons for Leaving P Af'
We ask candidates c'f:;?aj ‘
additional checks if a Gandide

circumstances.

\

RN &
educational institutions to confirmith:

Professional Qualifications:

For rote‘s‘ﬂwat}equwe g{essmnal qualific i '.‘f.\? hs), we verify that
ca ates hold th vant qualification nd valid.
* .

Identityt Verificg t|

.I

. s /‘ \*

Identity Docu *"' =N
y "'A"!b\“‘

S

We verify candid ‘Q iC
or birth certificates \ .'

rts, driving licences,
2N tampered with.

Address Verification .
We verify candidates’
official documents!

documents, or other

s,

Sanctions and Regulatory Che

Sanctions Lists: e
We check whether candidates or staff meml [

bers. M on sanctions lists maintained by the UK
government or international organisations.”



Regulatory Checks:
For roles that require professional registration or regulatory approval, we verify that candidates are
registered with the relevant regulatory body and that they are in good standing.

Backgroun® dures

Youth Start conad hecks using the following procedurgs
.

4 . ® V .
[ .n " .
A7 “
) o Ly \”‘
s, we'obta in written consent froﬁ%the candidate or staff

r\(;?)l ;[i‘}ﬁ ’a‘ onducted, why}l/'rey are necessary, how the

Step 1: Obtain CA8

Informed Consent:
Before conducting any b
member. We explain wha
information will be used, a

Consent Form:

We use a standardised conse : ' ind'checks that will be
: W K)

conducted and the can J",

Right to Withdraw Conis 5 "'.1\
Candidates have the righ i"’a;‘;;
for placement or emp 'n é'"'_,

A% (=

Step 2: Conduct Ba «"J}’g
I
DBS Checks: T X
We apply for DBS checks throu SYSt c-)ll We provide the DBS with the
candidate’s personal informati ang CO 35 " the application and

provides the results to us.

,/

Employn?éhgj—l;story \fe,rlflcatlon
We t?ntact preV|o p}oyers to verify e
standardised reference r@quest form that
performﬁnce codu t, a 0 ' itability for

A
erences. We use a
hdidate’s

Education and' Qual "’U. ::1;];\ erificatio
We contact educatiohakir ‘;"'ﬁ\v..‘

ualifications theylclaifn & Ve -
q Ty ¢ . ..‘. .-

didates hold the

. R Ny - o
Identity Verificationgel Bt
We check identity;doc :

; or via video call) and
verify that documentsyare ge '

Address Verification:

We check utility bills or other official docufn the candidate’s current address.



Step 3: Review Results

Review DBS Results:
We review DBS results carefully to identify any convictions or other information that may be

relevant to the candidate’s suitability for the role. We consider the nature of any convictions, when
they occurre are relevant to the role.

Review Refere 3

We review refere s employers and consider any concer d about the
. .

candidate’s cond e. .

, ° ‘ s

£ ‘.,
3
tory, edu;&]on and |dent|ty veri

Review Verification
We review the results o
discrepancies or concer

llgatlon and identify any

~?3 4'; % 74
Assess Suitability: &/

We assess whether the cand i .* information gathered
through background checks ure and serio _ z:( any criminal convictions
- How long ago any convi g {fo) ner convictions g evantto the role - The

candidate’s conduct a A‘Zf IS € , pcerns raised by previous

employers or other sour ‘\ ’
( -

Step 4: Make a De 6t

Suitable Candidates: f
If we assess that the ca X« suitab o e provide written confirmation to the
candidate and to the emplo : t A»\,- .;lle candidate’s placement or
employment (such as a prok '

Unsuitable Candidates: LY
If we assess that the candidate is nt suite
explaln,meurt?jasons for.thls decision. We g
any gxncerns and \t’gp.qvhde additional inf

andidate in writing and

Ortunity to respond to
2

\ 2 A \

Borde}lyle Cases:
In borderline casé s ek addition or advice b f
We may ask the.cant rther expl

ng a final decision.

v

Step 5: Record G
\\.
Record Keeping: R \,, .
We maintain detai -\_~ ords T ndu Ing: - Consent forms -
DBS results - Refer ces' Tro t 7 ILts - Our assessment of
suitability - Our decisfon and 1 ‘ ' '

Secure Storage:
We store background check information sg
password-protected USB backup drive. Ac
authorised staff members only.

slyiin oUr CRM system (ZohoCRM) and on a
‘\“ﬁ ground check information is restricted to



Retention:

We retain background check information for 2 years after the candidate’s placement or
employment ends, in accordance with data protection law and best practice guidance. After this
period, information is securely deleted.

Disclosure O victions
Candidates witf ictions

Right to Disclosure:
Candidates have the rig
information. We provide
them.

mformahg’ﬁqle hold about them & d how we will use this
( ' background chec results that relate to
'w 5 ‘t‘ % &

Right to Respond:
Candidates have the right
candidate disputes inform 4

ackground checks. Ifa
accurate information.

Right to Appeal:
Candidates have the rig K:

background check |nf efully and may reconsider our decision if
new information is pr : '

Disclosure to Empl

Information Provided to * Doy

We provide employers with b ckgrount n ‘Yz; S & N ant to the candidate’s

suitability for the role. We do not dis¢ w""‘ slevant to the role or that would
B

; A
be disproportionate to disclose. - b L

e s >,
Confidentiality: e AT
We tkeat backgrou ‘#eck information c rdis mployers on a need-
to-know.basis. Wewequire employers to tr in infidentially and not

to disclose it to tf |rd ar' S.

Data ProtectionC
We ensure that dise
only disclose informg
aware that informa

ita protection law. We
e that candidates are




Rehabilitation of Offenders
Spent Convictions

Rehabilitation Period:

Under the Rehabititation er a specified
period. Once 3
circumstances.

Exceptions:
Some roles are exe
convictions, including
vulnerable adults.

ire disclosure of all
g with children or

abilitation of Off'erjders Act 1974 an
1s. These roles typically-involve wo

Youth Start’s Approach:
Youth Start requires disclost
staff members who work wit
staff members.

Relevance to Role:
We assess whether a
role. We consider: - The

conviction is relevant tot

Proportionality:

Candidatg Explanation: b Y
We give Candidates the opportunity to exp

theingehabilitatio @‘u«rentconduct.
prabisn el

\ .’ \\v‘ \
oF

Identifying Safe
Rk Vo \ . " . “-‘,'.'\\-.
Red Flags: b Np o : <3 ‘
We identify red flags insbaek: eguarding concerns,

due to safeguarding concerns - U
about conduct or suitability

Further Investigation:
If red flags are identified, we conduct furtherinvestigation to understand the circumstances and to
assess the risk.



Responding to Safeguarding Concerns

Unsuitable for Role:
If background checks identify serious safeguarding concerns, we assess that the candidate is
unsuitable for the role and do not proceed with placement or employment.

Conditional
In some cases,
(such as enhanc

ta candidate can be placed or emplgy t to conditions

ditional training, or a probationary per

4 . . ~ :
that suggest’a qandldate may po
authorities or to the DBS.

'. 3 -.: x

Referral to Safegu
If background check
we may refer the matte

risk to young people,

Employer Responsibilifi

Employers must maintain their own. ree ted and retain these
records in accordance W|th data protect| 44

r‘,‘-tv Y .
Comiply with Safe?laﬂlhg Law:
Employers mustc ’
2

appropriate safegu:

’

: 4"15' A

\.l'

Youth Start’s

Youth Start provides"

Guidance:
We provide guidanc

{ W égt checks to conduct, how to
interpret results, and how to make 2

Training:

We provide training to employers on safeg rdir m background check procedures.



Background Check Information:
We provide employers with background check information about candidates to help them make
informed employment decisions.

Compliance Monitoring:
We monitor
employers ne

advice where

ce with background check reqwrements
ort.

Data Protection tiality

Data Protection Co

Legal Basis:
We process background ch
purposes and for compliancg
background check informaf

r 4‘
e
Consent: ”

We obtain written consent frc
o IACTS
condition of placeme -;;;*‘ m

0
Transparency: /)
We provide candidates

why they are necessar used.

Data Subject Rights: : e -
Candidates have the right to acces aT"’m j:'a eld about them, to request
correction of inaccurate informationyar ‘certain circumstances.

Conflde-nt|al|ty
i

Res&ted Access
Access to backgrot

members are req

Q{ N
cl check information

ired to treat backgrounc
/ 4-'

S
Confidentiality "& " \“s

All staff members ‘
require them to treat E

bers only. Staff

ality agreements that

Ly -,'\\
Secure Storage: N‘f“
Background checlkfinfoff

loss, or damage. -

o\ - .
' unauthorised access,

Secure Disposal:
Background check information is securel




Discrimination and Fairness
Non-Discriminatory Approach

Equal Treatment:
We conduct hasksierinchehee s fairly and consistently. We do not discri
protected cha as age, race, religion, disability, or sexual

L
.

ased on objective criteria thatare dir
not make decisions based onprote

e basis of

Objective Crite
We assess candida
and to safeguarding

lated to the role
characteristics.

Proportionality:
We ensure that our asse
automatically exclude ca
case individually.

tab ity is proportionatggnd fair. We do not
o o d '
check mformafron, but we assess each
A'/

Addressing Bias

Unconscious Bias:

We are aware of the ri
assessing candidates
encourage staff membersit

Diverse Decision-Making
Where possible, backgrot

Responsibilities

Data Protection Lead: P, 71 [ :
Nick Crglfﬁ"(.c nt?ct@yortjl.thstart.c'o.uk, 07 nsible for erseeing background
checks, ensuring ¢ iance with this po i onducting background
checks, making det |sJoq$about candidat ind providing
guidance to emp

Recruitment staffiare fesponsi ying for DBS checks,
contacting previous‘employersfon: lificatio Atity, recording

Employers: =< .
Employers are responsible4ol WiaRe) ' cks, making their own
assessment of candide t 5 the ecords
safeguarding law.

Candidates: o
Candidates are responsible for providing aceu ral m rmation, consenting to background checks,

responding to any concerns identified, and - outh Start if their circumstances change.




Related Policies

This Background Checks Policy should be read in conjunction with the following policies:

Privacy Policy

Changes to This Polic

We may update this Backegr, 2ct changes in

safeguarding law, DBS proc ¢ Vi i sant taff members and

s

Relevant Legislati

This Background Checks]

e Equality Act 2010
;Cﬁtd ren Act 1989,
~§Children Aplé N
. !Pjsclosure a
J /

X
Contact Inforigtiaily
W N Ay

Data Protection Leadsy
Nick Calin f N
Email: contact@yolth

Telephone: 07470435603
Youth Start Limited

Disclosure and Barring Service: :
Website: www.gov.uk/disclosure-barring-se
Helpline: 0300 020 0190



