
Planet Soccer/Sports7 | Safer Recruitment Policy | September 2026 

 

 

 

 

Sports7/Planet Soccer 

  Safer Recruitment Policy 

 

1. INTRODUCTION 

Sports7, trading as Planet Soccer, is committed to safeguarding and promoting the welfare of 

children and young people. Safer recruitment is a key part of that commitment and is designed to 

deter, identify and reject applicants who may be unsuitable to work with children. 

This policy sets out the company’s recruitment, selection and pre-employment checking 

arrangements for employees, workers, volunteers and other adults engaged by Planet 

Soccer/Sports7. Because the company provides sports coaching, PE/PPA support, after-school clubs 

and holiday camps, it will also cooperate with the safeguarding and safer recruitment requirements 

of commissioning schools and settings. 

The policy is informed by current safeguarding, employment, right-to-work and Disclosure and 

Barring Service (DBS) requirements and is intended to align with the safer recruitment principles in 

Keeping Children Safe in Education (KCSIE) 2026 where relevant to the company’s work. 

2. AIMS 

Recruit people who are suitable, competent and appropriately qualified for their role. 

Deter and identify people who may pose a risk to children. 

Ensure applicants are treated fairly, consistently and without unlawful discrimination. 

Carry out appropriate identity, right-to-work, reference, qualification and safeguarding checks 

before appointment. 

Maintain clear records showing that required checks have been completed. 

Promote a safeguarding culture throughout recruitment, induction and ongoing employment. 

3. SCOPE AND RESPONSIBILITIES 

This policy applies to recruitment and engagement of staff, casual workers, coaches, volunteers 

and, where relevant, agency or contractor personnel supplied to Planet Soccer/Sports7. 

The Director has overall responsibility for ensuring that safer recruitment procedures are followed 

and that appropriate checks are completed. Anyone involved in recruitment must declare any close 

personal, family or other relationship with an applicant that could create a conflict of interest and 

must not improperly influence the appointment. 

Where practicable, at least one person involved in interviewing or making the appointment 

decision will have completed appropriate safer recruitment training. Recruitment decisions will be 
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documented and based on the requirements of the role and the evidence obtained through the 

process. 

4. RECRUITMENT AND ADVERTISING 

Job descriptions and person specifications will clearly set out the role, responsibilities, required 

qualifications or experience, and the responsibility for safeguarding children. Recruitment material 

will state Planet Soccer/Sports7’s commitment to safeguarding and that appropriate pre-

employment checks will be required. 

Vacancies may be advertised externally, internally or filled through an appropriate 

recommendation or direct approach. Regardless of how a candidate is identified, the same 

safeguarding and suitability standards will apply before appointment. 

5. APPLICATIONS AND EMPLOYMENT HISTORY 

Applicants will normally be required to provide sufficient information to establish their identity, 

qualifications, employment history, relevant experience and suitability to work with children. A CV 

may support an application but should not be relied upon as the sole source of information where a 

fuller application or employment history is required. 

Candidates must account for significant gaps or inconsistencies in their employment or education 

history. Any unexplained gaps, repeated changes of employment, discrepancies or other matters 

relevant to safeguarding will be explored before an appointment is confirmed. 

6. SHORTLISTING AND ONLINE DUE DILIGENCE 

Shortlisting will be based on the requirements of the role. Where practicable, two people will take 

part in shortlisting for roles involving regular work with children, and concerns or inconsistencies 

identified during shortlisting will be recorded and explored at interview. 

As part of due diligence, Planet Soccer/Sports7 may carry out a proportionate online search of 

publicly available information about shortlisted candidates where appropriate. Candidates will be 

informed that such searches may be undertaken. Any information identified will be considered 

fairly, only where relevant to suitability for the role, and any potential concern will normally be 

discussed with the candidate before a decision is made. 

7. REFERENCES 

Sports7 will normally obtain two satisfactory references before confirming employment. At least 

one should normally be from the applicant’s current or most recent employer. Where appropriate, 

a reference from the most recent employer involving work with children will also be sought. 

References will be obtained directly from the referee using appropriate contact details rather than 

relying on open references or testimonials supplied by the applicant. 

Referees should not normally be relatives or close personal friends. 

References should provide factual information relevant to the applicant’s suitability and, where 

appropriate, safeguarding and disciplinary history. 

Any discrepancy, vague response or safeguarding concern will be followed up before appointment. 

Verification by telephone or another reliable method may be used where appropriate. 
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If a current employer cannot reasonably be contacted before interview, any offer will remain 

conditional upon receipt of a satisfactory reference. 

8. INTERVIEW AND ASSESSMENT 

Candidates will normally have a structured interview, face-to-face or by secure video where 

appropriate. The interview will assess competence for the role and suitability to work with children. 

Questions may explore safeguarding understanding, professional boundaries, motivation for 

working with children, employment gaps and any relevant discrepancies or concerns identified 

during the recruitment process. 

Applicants invited to interview may be asked to provide original or acceptable digital evidence of 

identity, right to work and relevant qualifications. Copies or records of checks will be retained only 

where there is a lawful and operational need to do so. 

9. CONDITIONAL OFFER AND PRE-EMPLOYMENT CHECKS 

Any offer may be made conditional upon satisfactory completion of the checks applicable to the 

role. These may include: 

• identity verification; 

• right-to-work verification; 

• satisfactory references; 

• an appropriate DBS check and, where the role is regulated activity with children, a 

Children’s Barred List check; 

• verification of relevant qualifications, licences or coaching awards; 

• appropriate overseas checks where the applicant has lived or worked outside the UK; 

• any additional safeguarding check that is legally required for the particular role or required 

by a commissioning school or setting, where applicable. 

• No person will be permitted to undertake regulated activity with children where the 

company knows, or has reason to believe, that they are barred from doing so. Where a 

check is outstanding in exceptional circumstances, the Director must complete and record a 

specific risk assessment and put appropriate safeguards in place; this will never be used to 

bypass a legally required barred-list check. 

10. DBS AND BARRED LIST CHECKS 

Sports7 will determine the correct level of DBS check for each role by reference to the duties 

actually undertaken and current DBS eligibility rules. Roles that meet the definition of regulated 

activity with children will normally require an Enhanced DBS check with Children’s Barred List 

information. 

From 1 September 2026, changes to the definition of regulated activity mean that relevant 

teaching, training, instruction, care or supervision of children may constitute regulated activity even 

where the individual is supervised, provided the statutory frequency or other conditions are met. 

The company will assess its coaching and volunteering roles accordingly. 

The company may operate a periodic DBS renewal process (normally every three years) as an 

additional safeguarding measure and may use the DBS Update Service, where the individual is 



Planet Soccer/Sports7 | Safer Recruitment Policy | September 2026 

subscribed and the certificate is suitable for the same workforce and level of check. A fresh check 

may also be required where there is a change in role, a safeguarding concern, a break in service 

that creates a need for reassessment, or where a school/setting reasonably requires an updated 

check. 

Staff must promptly tell the Director about any criminal charge, caution, conviction, barring 

decision or other matter that may affect their suitability to work with children, subject to the law 

on protected convictions and cautions. 

11. CRIMINAL RECORD INFORMATION AND FILTERING 

Sports7 will comply with the Rehabilitation of Offenders Act 1974, the Exceptions Order and 

current DBS filtering rules. Applicants will not be required to disclose protected convictions or 

cautions that the law says do not need to be disclosed, and protected information will not be used 

as a reason to refuse employment. 

Where relevant criminal record information is lawfully disclosed, it will not automatically prevent 

appointment. The Director will make an individual, proportionate assessment considering matters 

such as the nature and seriousness of the offence, its relevance to the role, how long ago it 

occurred, the person’s age at the time, any pattern of offending, subsequent conduct and any 

evidence of changed circumstances. The assessment and decision will be recorded appropriately. 

12. RIGHT TO WORK, IDENTITY AND QUALIFICATIONS 

The company will verify each successful applicant’s right to work in the UK using the method 

permitted by current Home Office requirements. Identity documents will also be checked in 

accordance with the requirements of the relevant DBS process where a DBS application is made. 

Where a candidate has changed their name, appropriate evidence may be requested to link current 

and previous identities. Qualifications, coaching awards, first-aid certificates or professional status 

that are essential to the role will be verified where appropriate. 

13. OVERSEAS CHECKS 

A DBS check does not provide a complete picture of criminal or safeguarding information from 

other countries. Where a candidate has lived or worked overseas, Planet Soccer/Sports7 will 

consider what additional checks are appropriate and reasonably obtainable, taking account of the 

country, duration of residence, nature of the role and current government guidance. Any inability 

to obtain an overseas check will be considered and risk assessed rather than ignored. 

14. AGENCY STAFF, CONTRACTORS AND SCHOOL REQUIREMENTS 

Where staff are supplied through an agency or another organisation, Planet Soccer/Sports7 will 

obtain appropriate written confirmation that required recruitment and safeguarding checks have 

been completed before the person is deployed. The company will also meet reasonable verification 

requirements of the school or setting in which the individual will work. 

Where a school requires confirmation of checks for a Planet Soccer/Sports7 coach, the company 

will provide the necessary confirmation in a secure and proportionate way and will not routinely 

disclose more personal information than is necessary. 
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15. VOLUNTEERS AND WORK EXPERIENCE 

The level of checking for volunteers and people undertaking work experience will be based on the 

activities they will perform and whether the role meets the legal definition of regulated activity. 

The company will not request a level of DBS check for which the role is not legally eligible. 

Volunteers or work-experience students who have not completed the checks required for 

unsupervised regulated activity must not be placed in such activity. Appropriate supervision, role 

boundaries and safeguarding arrangements will be established before they begin. 

16. INDUCTION, PROBATION AND ONGOING SUITABILITY 

Safer recruitment continues after appointment. New staff will complete an induction appropriate 

to their role, including safeguarding and child protection procedures, staff code of conduct, 

professional boundaries, reporting concerns, whistleblowing, health and safety and relevant 

company procedures. Required training will be recorded. 

Where a probationary period applies, conduct, competence, reliability and safeguarding practice 

will be reviewed. Concerns about an employee’s suitability to work with children will be addressed 

promptly under the appropriate safeguarding, disciplinary or allegations procedure and referred to 

external agencies where required. 

17. RECORD KEEPING AND DATA PROTECTION 

Recruitment information and safeguarding checks will be handled in accordance with UK data 

protection law and the company’s privacy and retention arrangements. Access will be limited to 

people who need the information for legitimate business or safeguarding purposes. 

The company will maintain a central recruitment/checking record or equivalent secure checklist 

showing the checks required for each worker and the date they were completed. Sensitive 

documents will be stored securely within approved company systems with appropriate access 

controls. DBS certificate information will be handled in accordance with the DBS Code of Practice 

and will not be retained for longer than necessary. 

Records relating to unsuccessful applicants will be retained only for an appropriate and 

documented period, taking account of employment-law limitation periods and the company’s 

retention schedule, and will then be securely deleted or destroyed. 

 

18. REFERRALS AND LEAVING EMPLOYMENT 

Ending employment or accepting a resignation does not remove the company’s safeguarding 

responsibilities. Where the legal referral conditions are met, Planet Soccer/Sports7 will make a 

referral to the DBS. This can include circumstances where a person is removed from regulated 

activity, or would have been removed had they not resigned or otherwise left, because they 

harmed a child or posed a risk of harm and the statutory referral criteria are satisfied. 

Where an allegation or safeguarding concern relates to a member of staff working in a school or 

other setting, Planet Soccer/Sports7 will cooperate with the setting and relevant safeguarding 

authorities in accordance with the company’s safeguarding and allegations procedures. 
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19. MONITORING AND REVIEW 

The Director is responsible for monitoring implementation of this policy. It will be reviewed 

annually, and sooner where there is a significant change in legislation, statutory guidance, DBS 

eligibility rules, company operations or safeguarding practice. 
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