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Introduction

A support pack for employers

This support pack has been developed to address
some of the concerns which employers may have
about employing individuals who have an offending
background. It is intended to act as a guide and not
a definitive response to all possible scenarios.

“Reducing re-offending is critical to the creation
of safer and stronger communities. But it is not
simply a matter for the criminal justice system.

It is an issue of social policy and of significance
for local councils seeking to promote the
economic, social and environmental well-being
of their communities.” Local Government Association

It is also an opportunity for businesses and their
personnel departments to contribute to crime reduction
strategies, while addressing the problems of skill and
labour shortages. Individuals from an offending
background need to be given an opportunity to break
the cycle and help to find regular employment on release
from prison.




What do you know?

1. To the nearest million, how many adults in the UK
have a criminal conviction?

a) 2 million
b) 5 million
c) 7 million
d) 9 million
2. What percentage of the above are male?
a) 53%
b) 63%
c) 73%
d) 83%
3. What is the most common crime?
a) Shoplifting
b) Pick-pocketing
c) Theft (from cars)
d) Assault

4. What is the peak age for male offending?
a) 16
b)
c

18
20
d) 22
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5. What age do the vast majority of males stop
offending?

a) 21
b) 23
c) 25
d) 27
6. What is the peak age for female offending?
a) 15
b)
c

18
21
d) 24

)
)
7. What age do the vast majority of females stop
offending?
a) 21
b) 23
c) 25
d) 27

For more information about statistics on the
types of crimes committed, please visit:

www.homeoffice.gov.uk
WWW.gOSW.gOV.uk
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What'’s in it for you?

1) Why should you give an employment opportunity
to someone with a criminal record?

Q. Have you ever experienced difficulty in filling any of
your vacancies? If the answer is yes, is this because
there aren’t enough applicants with the right skills.

So what could be the answer?

A. With an average of 2% unemployment within the
South West, levels are still below the national average.
Being willing to employ someone with a criminal
record offers you wider recruitment choice to fill the
people/skills gaps you are experiencing.

Q. What are the qualities that you might expect from
someone with a criminal record?

A. You will usually find they are committed individuals who
value being given the opportunity to have a second
chance. They welcome being able to contribute and to
be part, of both the commercial and local community.

Q. What skills can they bring to my business?

A. Many leave prison or offender related support
programmes with robust skills and a willingness to
build upon them.

To find out more about what is being done to
support the provision of learning and skills for
offenders, please visit:

www.dfes.gov.uk
www.rrpsouthwest.org.uk
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What help is available to me as an employer
to fill a vacancy with someone with a
criminal record ?

Are there any local initiatives that can help?

There are a number of projects based in the

South West which can help you review your current
recruitment and selection processes as a prospective
employer of someone with a criminal record.

These projects can offer support to ensure that

you can confidently include those with an offending
background among your applicants. Once recruited,
that support can continue for both yourself and the
individual to ensure that all needs are met.

.How does this work?
. In a number of ways. For example:

Jobcentre Plus and the Prison Service work together
to equip the offender to access employment
opportunities in the individual’s local area, prior to
release; this enables them to match the individual with
the appropriate employer. Currently Local Offender
Support Projects assist employers to understand the
Rehabilitation of Offenders Act (1974) and explain
the practical aspects of handling a Disclosure of a
criminal record.

For further information, please visit:

WWW.nacro.org.uk

www.crb.gov.uk
www.disclosure.gov.uk
www.jobcentreplus.gov.uk/employers



Q. What other support is available?

A. Business groups like Business in the Community
(BITC) represent employers who adopt a positive
approach to working with disadvantaged groups.
BITC provides a support structure within the region
and can share experiences and knowledge amongst
their members.

For further information, please visit:

www.bitc.org.uk




John, an individual with an offending background, with
some welding experience, was a client of one of the
South West local offender support projects. As part of
his job-search, his Employment Support Officer (ESO)
found a vacancy for a skilled engineer with experience
of welding, lathe and workshop machinery on the
Jobcentre Plus website.

The ESO rang the employer. She talked about the project
which helps individuals with a criminal record find work
on release from custody and the opportunity for her
client, John, to be considered for the advertised vacancy.

John and the ESO arranged to meet the employer.

During the meeting it became clear that John’s experience
needed some up-dating. However, the employer agreed
to a two week “Work Trial™* — a programme arranged
through the local Jobcentre Plus office.

Transport for the first day was arranged and the ESO
kept in regular contact with both parties.

The two week work trial gave John the opportunity to
demonstrate his reliability and willingness to learn.

The employer provided further training to update
John’s skills.

A salary was negotiated reflecting John’s improving
level of ability and John was subsequently employed
on a permanent basis.

(This is a factual case study but a fictitious name
has been given to the individual with an offending
background)

*For more information about “Work Trials”, see Jobcentre
Plus’ website www.jobcentreplus.gov.uk/employers




3) Financial incentives or any other benefits
available to employers?

Q. Are there any financial benefits for an employer who
is considering recruiting someone who has a criminal
record?

A. Yes. There are a number of Government-funded
programmes which can be accessed from
organisations such as Jobcentre Plus and the
Learning Skills Council.

Q. What are they?

A. Programmes are continually being developed and
other ones replaced. Current examples include Work
Trials, Salary Subsidy schemes or funding towards
training to enhance the employee’s skills.

For further information, please visit:

www.jobcentreplus.gov.uk/employers
www.|sc.gov.uk
www.dfes.gov.uk




4) What support is available to someone with a
criminal record?

Q. What type of day-to-day issues routinely concern the
individual with an offending background?

A. Before contemplating a future in terms of employment,
the individual needs to have solutions to the day-to-day
challenges they will face, for example:

Housing

Childcare provision

General support, for example: Personal Support
Worker, help from charities or voluntary
organisations

Financial assistance for work-related travel costs
and expenses

Financial/debt counselling

Support to maintain family links

This is not an exhaustive list and each individual will have
issues specific to their personal situation.

Q. So who helps them with these issues?

A. The Prison or Probation Service as well as a number
of voluntary sector agencies who provide specialist
support.

Q. How will this be done?

A. Some individuals with an offending background will
be directly supervised and supported by an Offender
Manager from the Probation Service. Others will
receive support from a range of community based
services.



5) How do | include someone with a criminal record
in my recruitment process?

Q. Does your company have a diversity/equal opportunity
recruitment policy in place which includes specific
reference to the employment of someone with a
criminal record?

A. Staff involved in recruitment should be provided with
guidance which should include the organisation’s
considered policy for employing someone with a
criminal record. The Rehabilitation of Offenders Act
(1974) makes specific reference to the issues involved
in their recruitment.

For further information, please visit:

www.cipd.co.uk
www.apextrust.com
WWW.hacro.org.uk
www.disclosure.gov.uk




Peter, a client of one of the South West local offender
support projects, applied for a job with a removal
company. In accordance with procedure, Peter
“Disclosed” his criminal record on the application form.

When meeting with his Employment Support
Officer(ESO) from the project, he mentioned to her
that he had applied for the job but had heard nothing.

The ESO contacted the company and was told the
position was no longer available.

After explaining about the project, she asked the
employer if the “Disclosure” made by Peter had
influenced his decision.

The employer said his decision was based upon his
concern about Peter’s lack of transport. He felt that
this would be a problem due to poor public transport,
the company’s location and irregular work patterns.
This might also affect a potential employee’s reliability.

The ESO discussed Peter’s previous good work record,
motivation to return to work and how the project would
support both parties in achieving this. She also offered to
purchase a bicycle for Peter to enable him to get to work.

The employer agreed to meet Peter and the ESO to
discuss the opportunity.

Before this meeting, the company telephoned Peter with
the offer of some casual work.

Using his bicycle, Peter was able to reliably get to work
for the four week trial as a driver’s mate.

The trial went well and Peter is now permanently
employed by the removal firm.

(This is a factual case study but a fictitious name
has been given to the individual with an offending
background).




6) How do | prepare for the first day of
employment?

Q. Where do | start?
A. Before the employee starts employment with you it is
advisable to undertake a risk assessment.

Q. Who will do this?

A. A representative from the Probation Service or
nominated support worker will help you with this and
give advice especially where insurance is concerned,
for example: Fidelity Bond.

Q. What else do | have to consider?

A. Establish regular contact with the individual’s
Probation Officer or other nominated contact/support
worker.

e Apply company’s routine induction procedure
specifically considering the individual’s needs - they
might not have been in employment for a long time
— explain wages procedures; do they need a salary
advance? (For example: A flat in the private rental
sector typically requires a £500 deposit and a £500
rental advance).

e Consider allocating a mentor/buddy within the
company to support the needs of the individual,
after having consulted with them about disclosure
iSsues.

= Diary regular one to one meetings to ensure there
are no underlying issues.

To find out more, please visit:

www.cipd.co.uk
www.rrpsouthwest.org.uk



7) What are my responsibilities around maintaining
confidentiality within the workplace?

Q. Do | need to treat this employee any differently?
A. No. They are no different to any other employee
who has to deal with everyday challenges.

However:

e Confidentiality is fundamental throughout -
All recruiting staff should be familiar with policy and
procedure around employing an individual with a
criminal record, for example: Staff should know that
Disclosures are only opened after short listing and
that all paperwork associated with this is filed
separately from other Personnel details.

e Ensure the wishes of the individual are respected.

e Be aware of gossip!

e Ensure that the individual is able to share concerns.

For further information, please visit:

www.homeoffice.gov.uk
WwWw.nacro.org.uk




8) What if | need to discipline or dismiss the
individual?

Q. Do | need to follow different procedures to those
| would normally apply?
A. No.

e Ensure the disciplinary procedure is covered during
the Induction process and is fully understood.

e Follow the company procedure. Ensure the
process is documented throughout and opportunity
IS given to the individual to address any
shortcomings/issues as appropriate.

« Before instigating the disciplinary procedure,
consider all relevant factors and look at the problem
objectively.

e Ensure the Probation Officer or other support
worker is kept informed.

For further information, please visit:

www.cipd.co.uk
WWW.hacro.org.uk




Frequently asked

questions?

Q. Will it cost my company a lot of money to maintain
employment of this individual?

A. No. The employee might occasionally need time to
see their support worker during working hours but
normally this would take place by arrangement during
lunch breaks or after work.

Q. Will employing someone with a criminal record impact
upon my company insurance liability?
A. The Fidelity Bond addresses insurance liability.

Q. Will' I need to meet with the Probation Officer/support
worker?

A. You will probably find it of value to keep in contact
with the Probation Officer/support worker.

Q. Will'I be entitled to know if the individual has any other
problems for example: drink or drug addiction?

A. This will depend upon your company’s disclosure
policy around substances which might have a
detrimental business and Health and Safety impact.

Q. If so, will the individual get ongoing help with
rehabilitation? How will this affect me and the
company?

A. Yes. The means of treatment will vary according
to need.

Q. What if the individual re-offends whilst in my employ?
A. This will depend on where the offence occurred.
If it was in the workplace, a first step would be to
apply your normal disciplinary procedure but this will
depend on the severity of the offence. More serious
offences should be referred through the normal channels.





