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Introduction 

School context 

Park Lodge School is a highly specialist provision for young people admitted to Park 

Lodge Clinic, a Tier 4 CAMHS Eating Disorder Service. We are not a mainstream 

setting: our students present with complex needs that require education to be fully 

integrated into their clinical care and recovery. While most students have a primary 

diagnosis of an eating disorder or eating-related difficulty, many also experience 

co-occurring mental health conditions such as depression, OCD, or anxiety. 

A significant feature of our student profile is disengagement from education prior 

to admission. Many have experienced long periods out of school, disrupted learning 

journeys, or strained relationships with education. Re-engagement is therefore 

central to our work. From admission, we build a detailed picture of each young 

person’s educational history, health needs, and personal circumstances, enabling 

us to design personalised programmes that focus not only on academic progress 

but also on restoring confidence, rebuilding routines, and preparing students for 

their next steps. 

Students are admitted and discharged throughout the year, with the average stay 

being 16–20 weeks, though some remain significantly longer depending on clinical 

needs. All placements are commissioned by home Local Authorities, who retain 

statutory responsibility for education. Close collaboration with families, home 

schools, and community teams ensures continuity of learning and a supported 

transition post-discharge. 

The school operates within Park Lodge Hospital and is embedded in the work of the 

hospital’s Multi-Disciplinary Team, including Psychiatrists, Psychologists, 

Occupational Therapists, Social Workers, and Nursing and Care staff. Education is 

not delivered in isolation but as a core part of recovery. Daily collaboration with 

clinical colleagues aligns learning with therapeutic progress so that barriers are 

understood holistically and education actively contributes to reintegration. 

Our ethos is built on personalisation, flexibility, and partnership. We work at the 

intersection of health, education, and family life, ensuring every young person has 

the opportunity to re-engage with learning, develop resilience, and transition 

successfully back into their home, school, and wider community. 
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Ethos and Vision 

At Park Lodge School, our ethos reflects the unique circumstances in which we 

work. We educate young people who are inpatients at Park Lodge Clinic, a Tier 4 

CAMHS Eating Disorder Service. Education here is not an add-on: it is an essential 

strand of treatment and recovery. Everything we do is shaped by our commitment 

to each student’s health, wellbeing, and future. 

Our core values are expressed through the acronym HEALTH, which captures the 

spirit of our school: 

 Hopeful Environment – We create a climate of optimism and possibility, 

helping young people to see beyond their immediate challenges and believe 

in their capacity to grow. 

 Empathy and Understanding – We foster a community that listens, 

understands, and values every individual, ensuring students feel safe, seen, 

and supported. 

 Achievement – We celebrate progress in all its forms. Academic success is 

important, but so too is confidence, resilience, and re-engagement with 

learning. 

 Lifelong Learning – We model curiosity and growth, encouraging students 

and staff to continue developing their skills, knowledge, and aspirations. 

 Therapeutic Support – Working hand-in-hand with the hospital’s clinical 

team, we integrate therapeutic strategies into daily learning, ensuring 

education is part of the recovery journey. 

 Holistic Wellness – We see the whole child: their health, their learning, their 

family, and their future. Our goal is to equip students for a successful return 

to education, home, and community life. 

These values underpin our ethos and define our purpose. Park Lodge is a place 

where education and recovery go hand in hand, where barriers are met with 

creativity and compassion, and where every young person is given the chance to 

rediscover their voice, their talents, and their future. 

Our vision is that every young person leaves Park Lodge having re-engaged with 

education, equipped with renewed confidence, resilience, and the skills to thrive in 

life beyond the hospital. 
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Statement of Intent 

We are committed to safeguarding and promoting the welfare of children and 

young people and expect all staff, trustees, governors, and volunteers to share this 

commitment. The purpose of this policy is to ensure robust recruitment procedures 

that deter, identify, and reject individuals who may be unsuitable to work with 

children. 

This policy should be read alongside our Safeguarding and applies to all recruitment 

activities within our setting. It reflects statutory requirements set out in: 

 Keeping Children Safe in Education (KCSIE) 2025 

 The Independent School Standards (where applicable) 

 The Equality Act 2010 

 The Prevent Duty Guidance 

 Working Together to Improve School Attendance (statutory from 2025) 

 Other relevant local and national safeguarding procedures 

 

Principles of Safer Recruitment 

Our approach to safer recruitment is guided by the following principles: 

 Deter unsuitable individuals through clear messaging in job adverts and 

application materials. 

 Reject unsuitable applicants through thorough scrutiny of applications and 

interviews. 

 Prevent opportunities for harm through effective vetting, training, and 

supervision. 

 Detect and act upon concerns through ongoing monitoring and an open 

safeguarding culture. 

 Promote online safety awareness, including risks such as child sexual abuse, 

radicalisation, misinformation, disinformation, and conspiracy theories. 
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Recruitment Process Overview 

a. Identifying the Vacancy 

 A Job Description and Person Specification will be produced to reflect the 

requirements of the post and will include clear safeguarding responsibilities. 

 

b. Advertising the Role 

 Posts will usually be advertised both internally and externally. 

 All adverts will include a safeguarding statement and information about the 

requirement for enhanced DBS checks and satisfactory references. 

 Messaging will highlight our duty to protect children from risks including 

online harms, radicalisation, and extremist narratives. 

 

c. Application Process 

 Only fully completed application forms will be accepted; CVs alone are not 

sufficient. 

 Application packs will include relevant policies and expectations related to 

safeguarding and child protection. 

 Applicants will be asked to account for any gaps in employment. 

 

d. Shortlisting 

 A structured shortlisting process will be undertaken using agreed criteria 

from the person specification. 

 Online searches may be carried out on shortlisted candidates to identify any 

publicly available concerns relevant to their suitability to work with children, 

in line with data protection and safeguarding guidance. 

 

e. References 

 At least two references will be obtained for shortlisted candidates, including 

one from the current or most recent employer. 
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 References must cover a minimum of the last five years of employment and 

include specific questions about suitability to work with children. 

 References will be verified, and any discrepancies followed up before 

appointment. 

 

f. Interview 

 All interviews will involve at least two members of staff trained in safer 

recruitment. 

 Interview questions will explore the candidate’s suitability, motivation to 

work with children, understanding of safeguarding responsibilities, and 

ability to manage risks including online safety and attendance. 

 

g. Pre-Appointment Checks 

 Offers of employment are conditional on completion of satisfactory checks, 

including: 

 Enhanced DBS check (including children’s barred list). 

 Identity verification. 

 Right to work in the UK. 

 Verification of qualifications and professional status. 

 Prohibition from teaching or management (as appropriate). 

 Medical fitness check. 

 Overseas checks where appropriate. 

 Confirmation from any alternative provision providers that all required 

safeguarding and vetting checks have been completed. 

 Agency and Supply Staff – Where staff are recruited via a teaching or supply 

agency, we will obtain written confirmation that the agency has carried out 

all required pre-employment checks in line with KCSIE. The school will verify 

the individual’s identity on arrival and record this, along with confirmation 

of the checks, on the Single Central Record (SCR). 
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Post-Appointment 

a. Induction 

All new staff and volunteers will undergo an induction process, facilitated in 

collaboration between Park Lodge School and Arcadia Care, covering: 

 Safeguarding policies and procedures. 

 Online safety, including filtering, monitoring, AI risks, misinformation and 

disinformation. 

 Code of Conduct. 

 Whistleblowing. 

 Role-specific safeguarding responsibilities. 

 Attendance monitoring as a safeguarding responsibility. 

 

b. Ongoing Training 

Staff will receive regular safeguarding updates, including statutory updates on: 

 Online safety, filtering and monitoring (DfE self-assessment tools). 

 Risks associated with AI and emerging technologies. 

 Attendance and escalation procedures. 

 Alternative provision oversight. 

 Updates to RSHE and guidance for supporting gender-questioning children 

(once published). 

 

c. Single Central Record (SCR) 

 Details of recruitment and vetting checks for all staff, trustees, governors, 

agency workers, and volunteers are recorded in the Single Central Record 

(SCR), which is kept up to date and regularly reviewed by senior leaders and 

governors. 
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Monitoring and Review 

This policy will be reviewed: 

 Annually as standard; 

 In response to updates in statutory guidance, including Keeping Children 

Safe in Education; 

 Immediately following any safeguarding incident linked to recruitment. 

The policy will also take account of: 

 The extended responsibilities of Virtual School Heads (including non-

statutory duties relating to children in kinship care, as per KCSIE 2025). 

 Any new statutory RSHE or safeguarding guidance published by the DfE. 
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Appendix A: Safer Recruitment – Staff Quick Guide 

Our commitment 

We are committed to safeguarding and promoting the welfare of children. Safer recruitment helps us deter, 

detect, and prevent unsuitable people from working with children. 

 

Key Principles 

 Deter – clear safeguarding messages in adverts and packs. 

 Reject – robust shortlisting, references, and interview questions. 

 Prevent – thorough checks, induction, and supervision. 

 Detect – open culture, ongoing monitoring, and staff training. 

 Online safety – awareness of risks including child sexual abuse, radicalisation, misinformation, 

disinformation, conspiracy theories, and harmful online content. 

 

Recruitment Process 

 Job descriptions include safeguarding responsibilities. 

 Applications – only full forms accepted (no CVs alone). 

 Shortlisting – structured process, may include online searches. 

 References – at least two, covering 5 years, verified before appointment. 

 Interviews – panel includes safer recruitment–trained staff; safeguarding explored. 

 Pre-appointment checks – identity, DBS (barred list), right to work, qualifications, prohibition orders, 

medical fitness, overseas checks if needed. 

 Alternative provision – written safeguarding confirmation required. 

 Agency/supply staff – written confirmation of checks from agency; school always verifies ID and 

records on SCR. 

 

Post-Appointment 

 Induction – safeguarding policies, online safety, code of conduct, whistleblowing, attendance as 

safeguarding, role responsibilities. 

 Training – regular updates, including online safety, filtering/monitoring, AI, RSHE, attendance, and AP 

oversight. 

 SCR – all staff, agency, governors, and volunteers recorded and checked. 

 

Responsibilities 

 All staff and volunteers must uphold safeguarding and follow safer recruitment principles. 

 Leaders & governors must ensure checks are completed, recorded, and monitored. 

 Recruitment panels must include trained staff. 

 

Always raise safeguarding concerns with the DSL. Safer recruitment is everyone’s responsibility. 


