
Birmingham St Mary’s Hospice

Policy Statement on the Recruitment of Ex Offenders

Birmingham St Mary’s Hospice (the Hospice) is committed to the fair treatment of staff and potential staff, regardless of race, gender, religion, sexual orientation, responsibilities for dependants, age, physical or mental disability and offending background.

As an organisation using the Criminal Records Bureau (CRB) Disclosure Service as part of its assessment of a candidate’s suitability for employment, the Hospice complies with the CRB’s Code of Practice (Appendix 1) and undertakes not to discriminate unfairly against the subject of a Disclosure on the basis of a conviction or other information revealed.

The aim of the Hospice’s recruitment process is to select the candidate with the most appropriate mix of talent, skills and potential and in support of this we welcome applications from a wide range of candidates, including those with criminal records.  Candidates will be selected for interview based on their skills, qualifications and experience.

The Hospice is required by the Healthcare Commission to apply for CRB disclosure for all staff and volunteers who will have, or could potentially have, unsupervised or regular contact with its patients.  For such posts, application for disclosure will be part of the recruitment process and this will be stated on advertisements and application packs for the information of all potential applicants.

Applicants selected for interview will be asked to provide, prior to the interview, details of any convictions by completing a Personal Declaration; this should be sent under separate cover and in confidence to the Human Resource/Communications Manager.  The Declaration will state that having a criminal record will not necessarily bar an applicant from employment with the Hospice; this will depend on the nature of the post and the circumstances and background of the offences.

The Declaration will also inform applicants that the post requires the disclosure of all criminal record information, including details and dates of ‘spent’ convictions, cautions, reprimands and final warnings.  Where the post is subject to Enhanced Disclosure, other relevant non-conviction information, such as police enquiries and pending prosecutions should also be declared.   

The Personal Declaration will be considered by the Human Resource/Communications Manager and the manager responsible for the post in question.  They will assess any conviction in relation to its relevance to the post and against the ‘Recruitment of ex offenders checklist’ (Appendix 11).  If the decision is made to withdraw the offer of an interview on the basis of the criminal record, the applicant will be contacted and an explanation of the decision given.

If an applicant with a criminal record is interviewed, an open and measured discussion will take place about the offences or related matters that might be relevant to the post.  This may be during the interview or separately; applicants will be informed that if the post is offered and accepted, notes of this discussion will be kept on his or her personnel file. 

