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POLICY ON THE RECRUITMENT OF EX-OFFENDERS

This policy can be made available in other languages, on request, and in different formats such as in large print, audio and Braille. 

Reviewed by Human Resources Committee 8th September 2010
Approved by Management Board on 30th September 2010
Policy Statement
We ensure that all applicants are appointed in accordance with our Recruitment and Selection Policy and Procedures.  This policy requires applicants to be selected on merit and in accordance with relevant legal and good practice guidance. 
Blue Triangle (Glasgow) Housing Association Limited complies fully with the Code of Practice, issued by the Scottish Ministers, in connection with the use of information provided to registered persons, their nominees and other recipients of information by Disclosure Scotland under Part V of the Police Act 1997, for the purposes of assessing applicants’ suitability for employment purposes, voluntary positions, licensing and other relevant purposes.
We ensure that all applicants are treated fairly and that there is no unlawful discrimination.  We ensure that no applicant or member of staff is subject to less favourable treatment on the grounds of gender, marital status, race, colour, nationality, ethnic or national origins, age, sexual orientation, responsibilities for dependants, physical or mental disability, or offending background, or is disadvantaged by any condition which cannot be shown to be relevant to performance. The selection of candidates for interview will be based on skills, qualifications and experience.
With regard to this policy, we emphasize that we do not discriminate against ex-offenders in the recruitment and selection process.  For example, we will not discriminate against an applicant by reason of disclosure of a prior conviction or other information revealed through the disclosure process.
We must, however, operate in accordance with the law relating to disclosures in respect of ex-offenders.  Thus we may require to obtain Disclosures for specific posts within the Association.  We will require a Basic, Standard or Enhanced Disclosure relevant to the position applied for. We will request a Disclosure only where this is considered proportionate and relevant to the particular position. 
Where a position requires such disclosure, this will be made clear in the application form, job advertisement and/or any other information provided about the post. We ensure that a copy of this policy is given to all applicants for a post which requires disclosure.
At interview, or under separate discussion we will seek to ensure that open and measured discussions take place on the subject of offences.   Failure to reveal information that is directly relevant to the position applied for could lead to withdrawal of an offer of appointment.
We undertake to discuss any matter revealed in the Disclosure Certificate with the subject of that Disclosure before considering withdrawing a conditional offer of employment.
At interview, or when receiving a disclosure that reveals a prior conviction, we will consider:

· If the conviction is relevant to the position being filled.

· The seriousness of the offence revealed.

· The length of time since the offence took place.
· If the applicant has a pattern of offending behaviour.

· If it can be reasonably confirmed that the applicant's circumstances have changed since the offending took place.

We ensure that staff involved in the recruitment process are aware of this policy and have received relevant training and support.

Via this policy we make every subject of a Disclosure aware of the existence of the Code of Practice referred to earlier, and to make a copy available on request.
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