Recruitment of Ex Offenders
of Ex Offenders
Aylesbury Vale District Council (AVDC) will make all efforts to prevent discrimination or unfair
treatment against any staff or potential staff regardless of offending background that does not
create a risk to children and vulnerable adults.
People with criminal records applying for positions (paid or unpaid) with the council will be treated
according to their merits and to any special criteria of the position (e.g. working with children and
vulnerable adults, which debars some in this category).
AVDC will ensure that as a ‘Registered Body’ it observes the Disclosure & Barring Service (DBS)
Code of Practice on disclosure information. All Applicants for positions with the council are
provided with a copy of the council’s Policy Statement on the employment of Ex-Offenders and are
also be made aware of the existence of the DBS Code of Practice on handling Disclosures, a copy
of which will be provided on request.
The council will ensure that all staff involved in the recruitment process are suitably trained to
identify and assess the relevance of criminal offences and to take appropriate action. For those
positions requiring a DBS Disclosure, all applicants will be informed at an early stage through
recruitment literature issued that a Disclosure will be requested in thee vent of the individual being
provisionally offered a position. Details of a person’s criminal record will always be maintained as
strictly confidential and will not be passed to persons not authorised to receive it.
It is the council’s policy to ask applicants questions about criminal records to ensure that people
are not inadvertently placed in vulnerable positions within the council. For certain positions
including working with children or vulnerable adults applicants will also be required to declare any
‘spent’ convictions as defined by the Rehabilitation of Offenders Act 1974.
Having a criminal record in itself does not necessarily prevent a person from being appointed to a
post, unless the offence statutorily debars the person or renders the person unsuitable to work
with children or vulnerable adults. Where it is felt, however, that an offence might mean that the
person presents a risk then that person should not be appointed. If an applicant reveals a criminal
record and/or other information which could render the applicant potentially unsuitable then the
‘responsible’ recruiting manager will arrange to discuss the Disclosure with the applicant in the first
instance and before any final decision is made regarding the suitability of the applicant.
Following consultation the recruiting manager is required to contact the People & Payroll Section
and arrange to discuss the application in the light of the information disclosed by the DBS and the
applicant before a recruitment decision is made and confirmed to the applicant. Generally, a
decision to reject an applicant because of, or partly because of, a criminal record should relate to
an aspect of the person specification which is seen to be unmet. If possible, an applicant in those
circumstances should be advised of why their application has been rejected.
Failure to disclose relevant information could lead to the withdrawal of an offer of employment or
other non-employment arrangement e.g. voluntary work or, if subsequently discovered once
confirmed in position, could lead to the termination of employment/non-employment arrangements.

