HILLVIEW CHRISTIAN SCHOOL

	Procedures for the Police Vetting of Non Teaching Staff




RATIONALE

It is a legal requirement for police vetting every 3 years of all non teaching employees who work regularly at school during the hours of instruction. 

PURPOSE

The Board is responsible for taking reasonable measures to protect students from harm (NAG 5) and to ensure all employees maintain proper standards of integrity and conduct (State Sector Act  s77A).

GUIDELINES

1. When employing a new permanent employee a satisfactory police vet will be a condition of appointment.

2. When a person has been employed on a casual or temporary basis at the school    they must be vetted within 2 weeks of their first day of employment.

3. Contractors: Any contract should have expected levels of behaviour (e.g. contractors and their employees are expected to have a satisfactory police vet and maintain appropriate standards of behaviour consistent with the school’s policies.)

4. A vet is not needed for contractors who do not work regularly at the school, volunteers and board members.

5. Vets must be repeated every 3 years.

6. The designated vet requestor is the principal.

7. The information gained in the vet is confidential. Access to it should be restricted to the board (as employer) and the principal (as chief executive), and the deputy principal who is tasked with handling the information.

8. If a vet does not reveal any criminal offences or concerns by the police then the vet should be destroyed or handed to the employee or contractor. A record of the vet having taken place must be kept.

9. The board may not take adverse action in relation to a person who is the subject of a police vet until:

(a) the person has validated the information contained  in the vet; or

(b) the person has been given a reasonable opportunity to validate the information, but has failed to do so within a reasonable period.

10. If the vet does reveal criminal offences or concerns by the police then consideration needs to be given as to whether the information should affect employment at or access to the school. Every situation is different. Some of the factors that may be looked at are:

· How serious was the offence?

· The age of an individual at the time of the offence.

· How long ago was the offending? (Keeping in mind that any convictions for child sexual abuse, rape, or other sexually exploitative offences constitute an unacceptable level of risk extending throughout an individual’s life.) 

· Has a sentence been served or are they still doing PD or community service?

· Was it a one-off offence or is there a pattern of offending? 

· What is the employees/contractor’s role on the school? How does the type of offence relate to it?

· The individual’s commitment to rehabilitation and to changing the behaviour in question. When an applicant has a criminal record that includes potentially disqualifying offences, the board may consider the steps the applicant has taken towards rehabilitation.

· The concerns raised by the “Red Stamp” (i.e. the police have concerns about the person working with children).

· Relevant Offences - for positions that require substantial direct contact with children personal safety concerns are paramount. Therefore, the focal points of criminal checks for these positions are crimes against persons.  Generally individuals should be disqualified from holding positions that require substantial contact with children if their criminal records include any of the following:

· Past history of sexual abuse of children.

· Conviction of any crimes in which children where involved.

· History of any violence or sexually exploitative behaviour.

For other positions the criteria may relate to matters pertaining to the type of work, e.g. if involved in financial matters relating to the school then previous convictions relating to fraud would be relevant.

11. If after considering the nature of an individual’s criminal record the Board decides that it has no concerns, then the vet should be destroyed or handed to the employee/contractor. A record of the vet having taken place must be kept.
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