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MOSIMTUKA BE3OMACHOIO HAMA
MNEPCOHANA

Uens: [annas T[lonutuka onpeaenseT nNoaXon
000 «lInventors World», aencTeylowero noa
6pengom Invento the Uzbek International School
(aanee — «llikonay), k o6ecneyeHuo GeaonacHoro
HanmMma NepcoHana C Uenbld CO3haHuA W
nogaepxanws OGesonacHon u  GnaronpusTHOW
cpeabl AN yYalmxcs.

LLikona MONHOCTbLIO NPUMBERXKEHA 3alyuTe AeTei U
obecneyeHuo nx Gnaronony4ns U OXXKUAAaeT OT BCEX
COTPYAHWKOB, MOAPAAYUKOB, KOHCYNbTAHTOB W
BOMOHTEPOB pasAeneHust AaHHON NPUBEPKEHHOCTH
n cobniogeHns COOTBETCTBYIOLWMX CTaHAapTOB
noBeaeHus.

HacToswas MonuTtuka HanpaeneHa Ha
obecneueHune Toro, 4Ytobbl LLkona npeanpuHumMana
BCe pasymHble W Heobxoaumbie Mepbl AN
npeaoTepalleHus gonycka k pabore ¢ AeTbMU U
MONOAEXbLIO nnu, He COOTBETCTBYHOLUMX
yCTaHOBNEHHbIM  TpebosaHusM  GesonacHocTw,
NpoheccMoHanbHOM  NPUrOAHOCTU U 3TUYECKNX
CTaHjapToB..

Liensmu nonutukn SBNSAIKOTCS:

- npueneyeHne k pabore  MakcumanoHoO
KBaNUULMPOBAHHBIX, KOMNETEHTHbIX U AOCTOMHbLIX
KaHAWAATOB Ha KaMAYI0 BAKAHTHYIO A0MKHOCTb;

- npeaoTBpalleHue gonycka k npoueccy otbopa
nnL, NOTEHUMAanbHO HenpurogHbix Ana pabotel C
LETbMU;

- CBOEBPEMEHHOE BbISBNEHWE KaHAWAATOB; He
cooTeeTcTByloWwmx TpeboBaHuam OesonacHocTv w
3alWMThl A€TeN, U OTKas UM B TPYAOYCTPONCTBE.

Peanusys nonoxeHuss Hactosiwen [lonutuka,
lUkona noaTBEpMAAET CBOWO MNPUBEPXKEHHOCTb
obecneyenHunio 3awuTel AeTen W Gnaronony4us
yYalMXCA B COOTBETCTBUM C 3aKOHOAATENBLCTBOM
Pecnybnukn Y3bekuncraH, MeX4yHapoAHbIMK
NyYWUMK NpaKkTUKaMKN, a Takke PeKoMeHAauuamu
MexayHapoaHoro 6Gakanaspwata (International
Baccalaureate, I1B).

Mpoueaypbl nogGopa n Hanma nepcoxana e LLkone
paspaboTaHbl c YyUYeToM peKkoMeHAaumn
International Task Force on Child Protection
(ITFCP) n oTpaxaloT MexayHapoaHO MpU3HaHHbIE
cTaHaapTel B obnactn oGecneveHns 6esonacHocTu,
3awuTel 1 Gnarononyynsa aeTen.

rMOCCAPUA TEPMUHOB

Peb6éHok — nioboe gpusuyeckoe nuyo & eo3pacme
do 18 nem.
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SAFER RECRUITMENT POLICY

Purpose: This Policy establishes the approach of
Inventors World LLC, operating under the brand
Invento the Uzbek International School (hereinafter
referred to as the “School’), to ensuring safe
recruitment practices aimed at creating and
maintaining a safe and supportive environment for
students.

The School is fully committed to safeguarding the
rights, dignity, and well-being of children and
expects all employees, contractors, consultants,
and volunteers to share this commitment and
adhere to the corresponding standards of conduct.

This Policy is intended to ensure that the School
takes all reasonable and necessary measures to
prevent individuals who do not meet the required
standards of safety, professional suitability, and
ethical conduct from being engaged in work
involving children and young people.

The objectives of this Policy are to:
- attract the most qualified, competent, and suitable
candidates for each vacant position;

- prevent individuals who may be potentially

unsuitable for working with children from
participating in the recruitment and selection
process;

- ensure the timely identification of candidates whe
do not meet child safeguarding and safety
requirements and to deny their employment
accordingly.

By implementing the provisions of this Policy, the
School reaffirms its commitment to safeguarding
children and promoting the well-being of students in
accordance with the legislation of the Republic of
Uzbekistan, international best practices, and the
recommendations of the International
Baccalaureate (IB).

The School's recruitment and hiring procedures
have been developed with due consideration of the
recommendations of the International Task Force
on Child Protection (ITFCP) and reflect
internationally recognized standards in the field of
child safety, protection, and well-being.

GLOSSARY OF TERMS

Child - any natural person under the age of
eighteen (18).
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3awuma demed (Safeguarding) - cucmema mep
u obszaHHocmb LLkonbi no obecrneqyeHuro 3auumsl
demell Oom Hacumnus, Xecmokoz2o 0bpawieHusl,
npeHebpexeHuUs, 3KCrTyamayuu U UHbIX ¢hopM
gpeda, a marke M0 Co30aHu ycnosud,
crocobcmeyrowiux ux 6esonacHomy paseumuro u
6n1a2ononyyuro.

llikona - HeaocydapcmeeHHoe obpa3osamerbHoe

yypexdeHue, ocywecmernsiouee
obpasosamerbHyro dessmenibHOCMb nod
mosapHbIM ~ 3HaKoM  (3Hakom  0bcryKusaHusi)
«lnvento the Uzbek International School»,

npuHadnexawee 000 «Inventors World».

Kandudam - moboe nuuyo, nodaswee 3aseneHue
unu UHbIM 06pa3oMm ebipa3uswee HamepeHue
3aHame QormKHOCMb, ocywecmensimes
80/TOHME PCKYH0 dessmensHOCMb, npodmu
CMaxupoeKy nu6o BbIMOMHAMb UHYI GhYHKUUIO 8
Likone, komopas Moxem npedronagamb KOHMaKm
C yYaujumMucs.

PabomHuk (compydHuk) — moboe ghusuyeckoe
nuyo, cocmosuee 8 mpydoebix OMHOWEHUSIX CO
lllkonoli Ha MOCMOSAHHOU, 6peMeHHod . umnu
yacmuyHoll OCHoOee, 6K/4Yas nedazoau4eckud,
adOMuHucmpamueHbit u 8criomMozamernbHbil
nepcoHan, Ybst OdesmenbHOCMb Moxem
npednonazamb KOHMaKM C y4auuMucs.

Be3onacHbiil Haim (Safer Recruitment) -
CO8OKynHocme npouedyp u mep rno rodbopy u

nposepke  nepcoHana,  HanpaeneHHelx  Ha
npedomepauwjeHue donycka K pabome ¢ 0embMu
nuy, He coomeemcmeylowux  mpebosaHuam

6e3onacHocmu, nPogheccuoHansHol npueodHocmu
u 3muyeckux cmaHOapmos. Taxkue mnpoyedypbl
MO2ym  EKIoYamb  NposepKy  pexomeHdayul,
dokymeHmos 06 obpa3osaHuu u onbime pabomei, a
make UHble npedycMOompeHHbIe MPosepKU.

Bosonmep - ¢husu4yeckoe nuyo, okKasbiearoujee
nomows unu ycnyau llkone Ha GobpoeosibHod U
6e3803Me30HOU OCHO8e, GesmesibHOCTb KOMmopoao
Moxkem npednonazams KOHMaKm € y4auumucs.

Modpsiduuk - eHewHee dpusuyeckoe  unu
topuduyeckoe nuyo, npuenexaemoe LLkonod Ons
oKaszaHusi ycnye Unu  ébinonHeHus paéom u
umerowee docmyn Kk meppumopuu LUkonsl nu6o
803MOXHOCMb KOHMAaKma ¢ y4yaujumucs.

6nazoHadéxHocmu
npoyedypa

[Tposepka
Check) -

(Background
nposepku  nuYHocmu

O Rl

Safeguarding - a system of measures and the
School’s duty to ensure the protection of children
from violence, abuse, neglect, exploitation, and
other forms of harm, as well as to create conditions
conducive to their safe development and
well-being.

The School - a non-governmental educational
institution carrying out educational activities under
the trademark (service mark) “Invento the Uzbek
International School,” owned by Inventors World
LLC.

Candidate - any individual who has submitted an
application or otherwise expressed an intention to
occupy a position, perform volunteer activities,
undertake an intemship, or perform any other
function within the School that may involve contact
with students.

Employee / Staff member - any individual
engaged in an employment relationship with the
School on a permanent, temporary, or part-time
basis, including teaching, administrative, and
support personnel whose duties may involve
contact with students.

Safer Recruitment - a set of procedures and
measures for the selection and screening of
personnel aimed at preventing individuals who do
not meet the required standards of safety,
professional suitability, and ethical conduct from
working with children. Such procedures may
include verification of references, educational
credentials, employment history, and other relevant
checks.

Volunteer - an individual who provides assistance
or services to the School on a voluntary and unpaid
basis and whose activities may involve contact with
students. '

Contractor - an external individual or legal entity
engaged by the School to provide services or
perform work and who may have access to the
School premises or the possibility of contact with
students.
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kaHOudama, e20 npogheccuoHanbHo20 O0nbima,
o6pasosaHus, pexomeHOayul, a makxie UHbIX
ceedeHutl, ekmo4as Hanuyue nubo omecymemeue
cydumocmu (ecnu MpuMEeHUMO), C Uerblo OYeHKU
e2o0 npuzodHocmu 0Ons pabombsl ¢ OembMu U
coomeemecmeus mpebosaHusim LLIKO/bI.

1. OBJIACTb NMPUMEHEHWA
1.1. HacrosAwas llonuTuka pacnpocTpaHsaeTca Ha
npoueccel nogGopa, otbopa n ponycka k pabore

BCEX nay, OCYLLECTBMALWNX TPYAOBYHO,
BOMOHTEPCKYID UNU UHYIO AeaTenbHocTb B LLkone,
ecnn Takas AEeATEeNnbHOCTb npeanonaraer

B3aUMOZENCTBUE C ydaLimmMuca nbo BO3MOXHOCTb
KOHTaKTa C HUMW.

MonuTuKa NPUMEHSETCA NpW npueme Ha pabory
LITaTHBIX ] BHELUTATHbBIX COTPYAHWKOB,
NMOCTOAHHOIO " BPEMEHHOro nepcoHana,
nejarormdeckux paboTHUKOB, afMWHUCTPaTWBHOIO
M BCMOMOraTenbHOro nepcoHana, a Takke
TPEHEPOB, PYKOBOAUTENEN KPYXKOB, HACTaBHUKOB,
CTa)XepPOB 1 BONOHTEPOB.

MNonoxeHwus HacTosLen MonuTukn  TaKKe
yuuTbiBaloTca npu  B3aumopencteum  LLkonel ¢
BHELLUHUMM NOAPSAYMKAMW W NOCTaBLLMKAMUN YCNyT,
KOTOpbleé Ha PerynsapHoO/ OCHOBE HAaxOAATCA Ha
Ttepputopuy LUkonbl u MoryT WMeETe AOCTYn K
yyalwmmecs, BKMOMas, HO He OrpaHnyMBasch,
cotpyaHukamu  cnyx6  ybopku,  TpaHCnopTa,
NUTaHUs, TeXHUYEeckKoro obcnyuBaHUA 1 OXpaHbl.
B Takmx cnyyasx LUkona Bnpase TpeboBarb
cobniofeHnss CTaHAapToB  3aluTbl AeTed W
NOATBEPXKAEHUS  NPOXOXAEHNA  HeobBXxoaumbIX
npoBepok GnaroHaaéXHOCTU UX COTPYAHUKaMW B
COOTBETCTBUM C A0roBOPHbIMKU 0053aTENBCTBAMMN 1
MonuTtukon 6esonacHoCTu CTYAEHTOB 7
obecneyeHuns ux Gnarononyyus.

B OTHOWEHUW BCEX YKasaHHbIX Kareropui nuiy

NPUMEHSAIOTCA  COOTBETCTBYIOLUME  Mpoueaypbl
nposepkn 1 Mmepbl  GesonacHoro  Hauma,
copa3smepHble Xapakrepy BbINOMHAEMbIX
005A3aHHOCTEN,  YPOBHK  OTBETCTBEHHOCTM U

CTEMEHW BO3MOXKHOrO KOHTaKTa C AETbMM.
CobniofeHne CTaHAapToB 3aLMThl AeTel SABNSAETCS
o6si3aTenbHbIM ANA BCEX NWL, OCYLLECTBMALMX
JesATensHocTb B LLIKOMe, HE3aBMCUMO OT XapakTepa
WX 3aHAToCTW, (DOPMbl COTPYAHWYECTBA UMK
HanWMuWs TPYAOBOTO AOroOBOpA.

1.2. TpebGosaHua HacToAwen [MOAUTUKA AOMKHbI
BbINOMHATBCA [0 HasHadeHusa nwboro nuua Ha

LOIMKHOCTb,  nojgpasymeBaouyle  paboty C
yuawumucs. CobniogeHve npoueayp GesonacHoro
Hanma ABNAETCA o06s3aTenbHbIM "

OCYLLECTBMNAETCA B COOTBETCTBUM C TpeboBaHmAaMM
3akoHoparenscTea Pecnybnukv Y3bekuctaH, a

L e B S

Background Check - a procedure for verifying a
candidate’s ~ identity, professional experience,
education, references, and other relevant
information, including the existence or absence of a
criminal record (where applicable), for the purpose
of assessing the candidate’s suitability to work with
children and compliance with the School’s
safeguarding requirements.

1. SCOPE
1.1. This Policy applies to the recruitment,
selection, and authorization processes for all

individuals performing employment, volunteer, or
other activities within the School where such
activities involve interaction with students or the
possibility of contact with them.

The Policy applies to the recruitment of full-time
and part-time employees, permanent and
temporary staff, teaching personnel, administrative
and support staff, as well as coaches, club leaders,
mentors, interns, and volunteers.

The provisions of this Policy shall also be taken into
consideration in the School's engagement with
external contractors and service providers who are
regularly present on School premises and may
have access to students, including, but not limited
to, personnel providing cleaning, transportation,
catering, maintenance, and security services. In
such cases, the School may require compliance
with child safeguarding standards and- confirmation
that the contractor’s personnel have undergone the
necessary background checks in accordance with
contractual obligations and the School's Student
Safeguarding and Wellbeing Policy.

Appropriate  screening procedures and safer
recruitment measures shall apply to all such
categories of individuals, proportionate to the
nature of their duties, the level of responsibility
entrusted to them, and the degree of potential
contact with children.

Compliance with child safeguarding standards is
mandatory for all individuals performing activities
within the School, regardless of the nature of their
engagement, the form of cooperation, or the
existence of a formal employment relationship.

1.2. The requirements of this Policy must be fulfilled
prior to the appointment of any individual to a
position involving work with students. Compliance
with safer recruitment procedures is mandatory and

4




N INVENTO

& | THEUZBEK INTERNATIONAL SCHOOL

TalKe BHYTPEHHUMU HOPMATUBHBIMU JOKYMEHTaMU
LLikonbl B 0BnacTu 3awunTbl AETERN.

Hactosiwas [Monutuka 6GesonacHoro  Haima
ABNAETCH CaMOCTOATENLHLIM BHYTPEHHUM
aokymeHTom  Wkonbl ¥ nNpUmeHseTcA  BO
B3aumocBsiam ¢ [lonutukom  GesomacHoCTy

cTyaeHToB 1 obecnedeHua ux Bnaronomyqns
(Student Safeguarding and Wellbeing Policy) u
Kopekcom NOBEAEHWA COTPYAHWKA, AOMONHASA WX B
yacTu npoueayp noabopa v NPoBEPKM NepcoHana.

2. PACNPEOENEHME OTBETCTBEHHOCTH
2.1. TeHepanbHbiW AupeKkTop: [eHepanbHbIN
auvpektop OO0 «Inventors World» HeceT BbiCLUYytO
OTBETCTBEHHOCTh 3a obecneveHue
(OYHKUMOHMPOBaHUA  3(PMEKTUBHOW  CUCTEMbI
sawuTbl aetein B Lkone, Bknouyas BHeApeHUE U
cobniofeHne Hactoswen [MMonutuku GesonacHoro
Hanma.

MeHepanbHbId AUPEKTOP YTBEPXKAAEeT HaCTOsLUYO
MonuTuky, obecneunsaeT Bblaenexve
HeobXxoAUMbIX PEecypcoB Ans ee peanu3auuw,
ocywiecTBnseT o6 KOHTPONb 3a cobnoaeHvem
tpeGoeaHniA nonuTuku GesonacHoro Haima B
pamkax CUCTEMbI 3aLLUTbl AETEN.

2.2, Akagemuueckun aupekrtop  LUkonbi:
AKaaemMUdecKMiA AUPEKTOP LUKOMbl OTBeYaer 3a
NPaKTUYECKYIO peanusaunio HacToawen MonuTrkm
GesonacHoro HaWma. OH_ o00ssaH obecneunTs,

yto6bl  NpoueAypbl  noabopa, MPOBEPKU U
Ha3HauyeHUs ~ MepcoHana  OCYLECTBNANWCL B
CTpOrom COOTBETCTBUM c  TpeboBaHuAMU
HacTosLwen MNonuTukK.

Hun ogvH COTPYAHMK He MoxeT ObiTe NPUHAT Ha
pabory 6e3 noaTBepxaeHMA AkajeMUYEcKkoro
AunpekTopa (vnn YMONMHOMOYEHHOro 1M
JOMMKHOCTHOrO  nvuya) O  TOM,  MTO  BCE
NPeayCcMOTPeHHbIE NPOoBEpPKU OnaroHageéxHocTH u
6e3onacHOCTM KaHauaata nposejeHbl W Aanu
YAOBNETBOPWUTENbHBIE Pe3ynbTaThbl.
AKaseMuyeckuin AupekTop Takke opMupyet
kyneTypy ©esonacHoro noabopa nepcoHana B
Lkone W MOXET = Aeneruposatb OTAEMbHbIE
hyHKUMA SPYTMM COTPYAHMKAM, He cHumMas ¢ cebs
obwen OTBETCTBEHHOCTU 3a cobniogenne
HacTosawen MNonuTukK.

2.3. OTBeTcTBEeHHbLIW 3a 3awWUTy [OeTewn
(Designated Safeguarding Lead - DSL):
OTBETCTBEHHbIA COTPYAHWK NO 3awure [JeTen
(DSL) u ero 3amectutenu y4acTBYKOT B npoLecce
nopbopa nepcoHana, obecneynsas y4eT acnekTos
3alWmMThl AeTen Ha Bcex 3artanax Hawma. DSL
perynspHo aHanuaupyeTt npaktuky OesonacHoro

Hanma B LLikone, obecneynsaeTt
WHOPMUPOBAHHOCTE  YNEHOB  PEKPYTMHIOBbIX
& Bl el i T

shall be carried out in accordance with the
legislation of the Republic of Uzbekistan as well as
the School's internal policies and regulations
relating to child safeguarding.

This Safer Recruitment Policy @ constitutes an
independent internal policy of the School and shall
be applied in conjunction with the Student
Safeguarding and Wellbeing Policy and the Staff
Code of Conduct, supplementing them specifically
with respect to staff recruitment and screening
procedures.

2.ROLES AND RESPONSIBILITIES
2.1. General Director / CEO: The General Director
of Inventors World LLC bears ultimate responsibility
for ensuring the functioning of an effective child
safeguarding system within the School, including
the implementation and compliance with this Safer
Recruitment Policy.

The General Director approves this Policy, ensures
the allocation of the necessary resources for its
implementation, and exercises overall oversight of
compliance with safer recruitment requirements as
part of the School’s child safeguarding framework.

2.2. Principal (Academic Director of the
School): The Principal is responsible for the
practical implementation of this Safer Recruitment
Policy. The Principal shall ensure that the
procedures for recruitment, screening, and
appointment of personnel are conducted in strict
accordance with the requirements of this Policy.

No individual may be appointed to a position until
the Principal (or a duly authorized representative)
confirms that all required background and
safeguarding checks have been completed and
have produced satisfactory results.

The Principal is also responsible for fostering a
culture of safe recruitment within the School and
may delegate specific responsibilities to other staff
members, without relieving himself/herself of
overall responsibility for compliance with this
Policy.

2.3. Designated Safeguarding Lead (DSL)/Child
Protection Officer: The Designated Safeguarding
Lead (DSL) and his/her deputies participate in the

recruitment process to ensure that child
safeguarding considerations are addressed at all
5
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komuccuin 0 TpebosaHuax nonuTuku GezonacHoro
HaWma, Yyd4acTByeT B PacCMOTPEHWM Cry4aes,
BbI3bIBAIOLMX OBECMNOKOEHHOCTb C TOYKA 3PEHUS
3alMTbl AETEN.

He pexe oaHoro pasa B ksapran DSL (unu uHoe
YMONHOMOYEHHOE NULO) OCYLLECTBNAET NPOBEPKY
LlentpanbHoro peectpa 6GesonacHoctn (Central
Safeguarding Register) Ana noATBEPXKAEHWS TOrO,
YTO BCE HEOOXOAUMbIE NPOBEPKW COTPYAHWKOB W
BONOHTEPOB BLINOMHEHbI U Haanexalium obpasom

3340KYMEHTUPOBaHbI.

B cnyyae nosiBneHus uHdopmauvn, Bbi3biBaloLLEN
cCOMHeHuss B  OnaroHagéxHocTW  KaHawuaarta
(Hanpumep, cBefeHus 0 CYANMOCTH,
AVCUMNINMHAPHBIX  HAPYLUEHWSX  UNM  WHble
HEraTUBHble = pe3ynbTaThbl NpPoBEpPOK), DSL

npuBneKaeTcsa Ans OUEHKW PWCKOB W NOArOTOBKK

pekomMeHAauuNn o} BO3MOXHOCTU nubo
HEBO3MOXHOCTW  JanbHEWWero  pPaccMOTPEeHus
KaHAWAaTypbI.

2.4. Otpgen ynpaeneHus nepcoHanom (HR):
OTaen ynpaBneHWs MepcoHanom OpraHusyer wu
KOOPAMHUPYET npoLiecc HauMa B COOTBETCTBMM C
pavHon  nonutukon.  Cneymwanuctel  OTtaena
ynpaBreHusi NepcoHanom OTBeYalT 3a To, YTobb!
obbaBnNeHns 0O BakaHcuKu, OpPMbl 3asBREHWUNA,
NPOBEepKn pekoMeHAauun " NpoBepPKn
6naroHafexXHoCTN KaHAWAATOB OCYLUEeCTBANUCH
COrMacHo YCTaHoBMNEHHbIM TpebosaHuam. Otaen
ynpaeneHusi  MepcoHanom npoBOAWT  NPOBEPKY
LOKYMEHTOB (YAOCTOBEPEHME NUYHOCTW, AUNMOMBI
n  KkBanudukauum W Ap.), 3anpawusBaeTr W
NPOBEPSAET pPeKoMeHAauuun, a Takke WHULuMpyer
nonyyeHne HeobXoAWMbIX CrPaBOK O HECYAUMOCTMN
AN Kawaoro  npuHUMaemoro  Ha  paboty
kaHauaaTta. Otaen ynpaBneHusi NepcoHanom seaer
LleHTpanbHbin  peecTp no  6esonacHocTy,
cogepxawmn nHgopmauyuio obo Bcex npoBepKax
nepcoHana, u perynspHo oOHOBNSAET €ro nNo mMepe
NpUemMa HOBbIX COTPYAHWKOB WNW akTyanusaumm
AaHHbiX. OTAen ynpaeneHus NepcoHanoM Tawke
XPaHUT BCK AOKYMEHTAUMIO MO HaWMY (aHKETI,
3anucy WHTEPBBIO, OT3blBbl-PEKOMEHAALMMN, KOMUK
pe3ynsTaToB NPOBEPOK) B HAAEXHO 3aLMLIEHHDbIX
NWYHBIX Aenax coTpyAHUKOB.

2.5. PekpyTuHroeasa komuccus /| MeHegxepsi no
HanMmy: CoTpyaHWKM, yJyacTeyowine B
paccMoTpeHUn 3aABOK n NpoBEAEHUN
cobecefoBaHUA (PYKOBOAWTENW MNOAPA3AENEHUN,
npeacrasmTenu afAMUHUCTpaLWK,
HEeNOCPEeACTBEHHbIE  pykoBoauTenu),  00sA3aHbl
cTporo  cobnioaate  npoueaypbl  GesonacHoro
Haima. B npouecce otGopa AnNA KaX4on BakaHcuu
AOMKHO ObiTb 3aA€WCTBOBAHO Kak MUHUMYM /Ba
yernogeka (YneHa KOMWCCUW) AMNA PacCMOTpeHus

Fo B S - _ e

stages of recruitment. The DSL regularly reviews
safer recruitment practices within the School,
ensures that members of recruitment panels are
informed of the requirements of the Safer
Recruitment Policy, and participates in the
consideration of cases that raise safeguarding
concerns. At least once per quarter, the DSL (or
another authorized person) shall review the Central
Safeguarding Register to confirm that all required
checks for employees and volunteers have been
completed and properly documented.

Where information arises that raises concerns
regarding a candidate’s suitability (for example,
information relating to criminal history, disciplinary
violations, or other adverse screening results), the
DSL shall be involved in assessing the risks and
preparing recommendations regarding whether the
candidate may proceed in the recruitment process.

2.4. Human Resources Department (HR): The
Human Resources Department organizes and
coordinates the recruitment process in accordance
with this Policy. HR personnel are responsible for
ensuring that vacancy announcements, application
forms, reference checks, and background
screening of candidates are conducted in
accordance with established requirements.

The  HR  Department verifies  candidate
documentation (including identification documents,
diplomas, and professional qualifications), requests
and verifies references, and initiates the obtaining
of necessary criminal record certificates or
equivalent background checks for each candidate
being hired.

The HR Department maintains the Central
Safeguarding Register, which contains information
on all personnel checks, and regularly updates it as
new employees are hired or when information is
updated. HR is also responsible for maintaining all
recruitment documentation (application forms,
interview records, reference letters, and copies of
screening results) in secure and confidential
personnel files.

2.5. Recruitment Panel/Hiring Managers: Staff
members involved in reviewing applications and
conducting interviews (including department heads,
administrative representatives, and direct
supervisors) must strictly comply with safer
recruitment procedures.
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3a5BOK. M NPOBEAEHUs WHTepBblO. Kak MUHUMYM
OAVH YrfeH KOMWCCUWM AOMKEH UMETb akTyanbHoe
oByueHne no Bonpocam GesonacHoro Hamma wnw
3awmThl aeten (Hanpumep, obyyenue ITFCP unu
3KBMBANEHTHOE). Komuceusa - TwarenbHo
aHanu3vpyeT aHKeTbl U AOKYMEHTbl KaHAWAATOB Ha
npeameT npobenos B TPYAOBOM CTaXe WNu ApYrnx
HECOOTBETCTBMA U 0053aHa BBLISICHUTL MPUMUHDI
Takux npoGenoB/HECOOTBETCTBUIA HAa UHTEPBLIO. B
xone cofecegoBaHui  KaHAWAaTy — 3a4atoTCA
BOMPOCHI, ~ HanpaeneHHbleé  Ha  OLEHKy — ero
OTHOLLEHWUA K BOMpOCaM 3aluTbl AETEW W YPOBHS
OCBEA0MMNEHHOCT B gaHHoh obnactu (cm. pasgen
3 «[Mpoueaypbl Hanmay). OKoHYaTEeNbHOE pelueHne
0 npueme kaHauaara He MOXET ObiTb MPUHATO A0
3aBeplUeHus BCEX MPeAyCMOTPEHHbIX NPOBEPOK
nubo A0 MonyyeHWs MNOATBEPXAEHWS O TOM, 4YTO
Takue NpPOBEPKM HAXOAATCA Ha 3aBepLualoLedn
CTaAunv W HE BbISIBUNMN PUCKOB.

2.6. Bce cotpyaHuku: Bce cotpyaHukm LUkonbi
HECyT OTBETCTBEHHOCTb 3a NOAAEPXKaAHWE KYNbTYpbl
H6esonacHocTU W cobniogeHne CTaHAapToB 3alUThb
AeTen.

CoTpyAHUKKW, nNpeaoCcTaBnsAioWMe PeKoMeHAaumn
Ha ObiBWKMX Konner, 00s3aHel NpeaocTaBnATb
LOCTOBEPHYIO M MOMHYK MHopMauuio, BKMYas
cBeAEHMA 0 MBbIX WMHUWAEHTaX WKW OnaceHwsX,
cBsi3aHHbIX C 6830NacHOCTbIO AETEN.

B cooTseTcTBMM C pekomeHaauvsmu International
Task Force on Child Protection (ITFCP), Bce
peKkomMeHAauun, BbljaBaemble OT umeHn LLkonsbl,
noanexar npeaBapuTEnbHOMY COrMacoBaHUio ¢
AKkagemnyecKum AUPEKTOPOM.

Ecrm noGoi COTPyAHWK B XOoAe Mpouecca Haima
nvbo B nepuos TPYAOBOW AEATENbHOCTU Y3HaeT
MH(OPMAUMIO,  BbI3bIBAIOLWYIO ~ COMHEHMS B
npurogHocTu nuua k pabote c AeTbMu, OH 06sA3aH
He3zamegnuTenbHo coobuwmTts 06 atom DSL nubo
Akaaemuyeckomy aupekropy LLkonbi.

2.7. PekpyTuHroBble areHtcTtea: B cnyuasx,
koraa LLkona npuenekaeT BHeLHWE PEKPYTUHIOBbIE
areHTCcTBa WM NOCPEeJHUKOB, OHa 0bs3aHa
o6ecneuynts  cobniogeHne UMK CTaHAApTOB
6e30nacHoOro Hanma, aKBUBaNeHTHbIX TpeboBaHAM
HacToswen MonnuTukn.

llikona coxpaHsieT NOnHyK OTBETCTBEHHOCTb 32
NPOBEPKY KAHAWAATOB, HAHATbIX 4Yepe3 Takune
opraHu3aLwu, BKMioYas nNposeieHne Heobxoaumblx
npoBepok GnaroHaaéxHOCTHU.

CoorBeTcTayloLine obnAsarenbcTea no
cobniofeHnio nonuTuku Be3onacHoro Hauma U
TpeGoBaHUA  3alMTbl AETEA  BKNOYalOTCA B
JOrOBOPbl € BHEWHWMW  areHTcTBamum  unu
nocTasLLMKaMy nepcoHana.

3. MPOLIEAYPbI HAUMA

CE S S Tl

For each vacancy, at least two individuals must
participate in the review of applications and the
interview process.

At least one member of the recruitment panel must
have up-to-date training in safer recruitment or
child safeguarding (for example, training provided
by the International Task Force on Child Protection
(ITFCP) or an equivalent program). The
recruitment panel must carefully review candidate
applications and supporting documents to identify
any gaps in employment history or other
inconsistencies and must clarify the reasons for
such gaps or discrepancies during the interview.
During interviews, candidates shall be asked
questions designed to assess their attitudes toward
child safeguarding and their level of awareness in
this area (see Section 3 “Recruitment
Procedures”).

A final decision to appoint a candidate may not be
made until all required checks have been
completed or until confirmation has been received
that such checks are in the final stage and have
revealed no safeguarding concerns.

2.6. All Employees: All employees of the School
share responsibility for maintaining a culture of
safety and adherence to child safeguarding
standards.

Employees providing references for former
colleagues must provide accurate and complete
information, including details of any incidents or
concemns related to child safety.

In accordance with- the recommendations of the
International Task Force on Child Protection
(ITFCP), all references issued on behalf of the
School must be approved in advance by the
Principal.

If any employee becomes aware, during the
recruitment process or during the course of
employment, of information that raises concerns
about a person’s suitability to work with children,
such information must be reported immediately to
the DSL or the Principal.

2.7. Recruitment Agencies: Where the School
engages external recruitment agencies or
intermediaries, it must ensure that such entities
comply with safer recruitment standards equivalent
to those set out in this Policy.

The School retains full responsibility for verifying
candidates recruited through such organizations,
including conducting all necessary background
checks.

Relevant obligations relating to compliance with
safer recruitment standards and child safeguarding

7
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3.1. llUkona nMpPWMEHseT no3TanHbii npouecc
GesonacHoro HaWMa ANA  BCeX AOMMKHOCTER,
npeanonaralowWwmx B3anMOAEWUCTBME C ydaluMmnucs
nB0o BO3MOXHOCTb TaKOro B3aMMOAENCTBUS.

Mpouesypa  GesonacHoro  Haima  BKNOYaeT
pasmelleHne OOBLABNEHMA O BakaHCuW, npuem W

paccMoTpeHne 3aABNeHWN KaHauaaTos,
dhopmuposaHune LopT-n1cTa KaHAW4aToB,
npoBeAeHne cobeceaosaqun, npoBepKy
pekomeHaauum, npoeeaeHve NpoBepPoK

BnaroHaJEéXHOCT KaHAMAATOB, @ TaKkXKe NPUHATHE
OKOHYaTENbHOro peLLeHs 0 Ha3HaYeHuu.

Ha kawaom 3rtane npouecca noabopa nepcoHana
KNIOYEBLIM NPUOPUTETOM siBNsieTcs obecneueHne
fGe3onacHocTh X Gnarononyuvs  y4aluxcs.
TpeGoBaHusA 3aLmMTbl AETEN MHTETPUPOBaHbI BO BCE
CTaauv npoueaypbl Havma W Y4YUTbIBAKOTCA Npu
NPUHATAN NMIOBBIX KA POBbIX PELUEHNNA.

3.2. KoHkpeTHble npoueaypbl noabopa nepcoHana
MOryT pasnuuyaTtbCs B 3aBUCUMOCTW OT KaTeropuu
JOFDKHOCTW, BKNIOYAsi, HanpvmMep, MexayHapoAHbIX
npenojasareneu, MECTHbIX COTPYAHUKOB,
aAMUHUCTPaTUBHbIN nepcoHan unm
BCnomoraTenbHbIX paboTHUKOB.

Hesasucumo  OT  Kareropum  AOMKHOCTW  BCe
Ha3Ha4YeHWsi OCYLUECTBMSIOTCA npu o6s3aTenbHOM
cobniogeHnn npuHUunoB GeaonacHoro Hanma,
3aKpenneHHblXx B Hactoswewn [lonutuke. 370
npeanonaraet npoeeaeHne HeobxoaMbIX
nposepok GnaroHagéXHocTW KaHAMAaToB W ydeT
TpeboBaHUA N0 3awuTe AeTen Npu OUEeHKe WX
npodeccrMoHansHon NPUroAHOCTH.

HasnaueHue kaHawgaTa Ha OOMKHOCTb HE MOXET
ObiTb MOATBEPKAEHO A0 3aBEepLIEHUs KIHYEBbIX
NpPoBEPOK, NPeayCMOTPEHHbIX HacTOsLLEN
Monutukon, nubo [0 NONyYEHWA AOCTaTOMHbIX
OCHOBEHWA  cuMTaTb, 4TO Takme MPOBEPKK
HaxoAATCH Ha 3aBepLUaloLen CTagun U He BbIABUIN
obCcTOATENBLCTB, NpPensTCTBYOLLNX
TPYAOYCTPOMNCTBY.

4. NNAHUPOBAHWE W OB BABJIEHVE
BAKAHCWKU

4.1. OnucaHue BakaHCUM U TpeboBaHUA:

Jo = obbsBMNEHUs  BaKaHCWM  OTBETCTBEHHbIA
PYKOBOAUTENb obsazaH NOArOTOBUTb
aKTyanu3aupoBaHHOE  OnucaHue  AOMKHOCTHbIX
obs3aHHocTed M npodunb KaHawupara. B atux
NOKYMEHTax AOMKHbI ObiTb YETKO OnpeaeneHbl
yHKLMN JOMKHOCTH, KBanudukaynoHHbIE
TpeGoBaHua, a Takke 0OA3aHHOCTW, CBA3AHHbIE C
obBecneyeHnem 6GesonacHocTn W Bnarononyyvs
yJaLymxcs.

Ona  BCcex  AOMDKHOCTEW,  npeanonaraloLux
B3aUMOAENCTBNE C yuamUmncs nmbo BO3MOXKHOCTb
TaKoro B3aUMOAEWCTBWA, B ONUCAHMKN A0MKHOCTU

LS B g e

requirements  shall be incorporated into
agreements concluded with external recruitment
agencies or personnel providers.

3.RECRUITMENT PROCEDURE
3.1 The School applies a staged safer recruitment
process for all positions that involve interaction with
students or the possibility of such interaction.
The safer recruitment procedure includes the
publication of a vacancy announcement, the receipt
and review of candidate applications, the
preparation of a shortlist of candidates, the conduct
of interviews, verification of references, background
checks of candidates, and the adoption of a final
appointment decision.

At every stage of the recruitment process, the
safety and well-being of students constitute the
primary priority. Child safeguarding requirements
are integrated into all stages of the recruitment
procedure and are taken into account in all staffing
decisions.

3.2. Specific recruitment procedures may vary
depending on the category of the position,
including, for example, international teachers, local
employees, administrative staff, or support
personnel.

Regardless of the category of the position, all
appointments shall be carried out in strict
compliance with the safer recruitment principles
established in this Policy. This includes conducting
the necessary background checks of candidates
and taking child safeguarding requirements into
account when assessing their professional
suitability.

A candidate’s appointment to a position may not be
confirmed until the key checks required under this
Policy have been completed or until sufficient
assurance has been obtained that such checks are
in their final stage and have revealed no
circumstances preventing employment.

4. PLANNING AND ADVERTISING THE
VACANCY

4.1. Job Description & Requirements:

Prior to announcing a vacancy, the responsible
manager shall prepare an updated job description
and candidate profile. These documents must
clearly define the functions of the position,
qualification requirements, and responsibilities

8
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yKasbiBaETCH 06s3aTenLHOCTD NPOBEAEHUSA
npoBepok  GnaroHaaéxHOCTU  KaHAWAATOB W
oxumpaemas NPUBEPKEHHOCTb kaHanaaTa
npuHUMNam  3awutel  getern  u  Onarononyuus
yyaluxcs.

4.2. 3asiBneHne O NpUBEPXEHHOCTU 3aliuTe

peten: B kawaom o0O6bABNEHMW O BaKaHCUW,
He3aBMcvMO OT crocoba ero pasmewieHns (B
nedaTHbIX W3AaHWAX, Ha WHTEPHET-pecypcax wunu
WHbIX nnaTtopmax), pasMeLlaeTca 3asBneHue o
npuBepxXeHHOCTM  LLkonbl  NpuHUMNAM  3alUTh
AeTen.

- Takoe 3asiBNeHMe WMHMOPMUPYET MoTeHUManbHbIX
KaHAWAAaTOB 0 TOM, YTo 0becneveHune GesonacHoOCTU
yyawmxca sensietcs npuoputetom LUkonbl v 4To
npoueaypbl  GesonacHoro  HaMma  ABMAOTCA
HeOoTbEMNEMOW uYacTblo  npouecca noabopa
nepcoHana. _

4.3. PaBHbIe BO3MOXHOCTM: LLkona
npuaepXnMBaeTcs NPWHLWNOB paBHbIX
BO3MOXHOCTEW Npu nogbope nepcoHana. PelueHus
o npueme Ha paboty npuHumaiTtca  Ges
OVCKPUMMHAUMM N0 Npu3HaKam, 3anpeLieHHbIM
3aKOHO4AaTENLCTBOM.
Mpv  paccMoTpeHMM  KaHAWAATYP ~ OCHOBHOE
BHUMaHWE yaenseTcs npodeccnoHanbHoOn
NPWrOAHOCTM  KaHauaara, €ero  COOTBETCTBUIO
TpeGoBaHWAM AOIKHOCTW, a Takke cnocoGHOCTW
cobniofate CTaHAapThl 3awutbl U Gnarononyuus
yyawymxces.
Mpouecc
3aABNEHUIA
MaKcuMansHo
KBanMULMPOBAHHBLIX
O4HOBPEMEHHOM
GesonacHoro Havmma.
4.4. MHcpopMaLMOHHBIX  NakeT  Ans
KaHOuOaToB: [loTeHumnanbHbIM KaHgugaram
npeaocTaensetcs Heobxoaumas wHgoOpMauus ©
BakaHcuu,  BKniodas  nogpobHoe  onucaHue
AOMKHOCTY, TpeboBaHWs K KaHauaaTy, a Takke
OCHOBHbIE  BHYTPEHHWE  AOKyMeHTbl  LUkonbl,
perynupytoLue Bonpocel  GesonacHocTu "
npodpeccuoHanbHOro NOBEAEHUS.

0OBABNEHNA BakaHCUU W
HanpaeneH Ha

npuema
npUBReYeHne
LUIMPOKOro Kpyra
KaHAWAATOB npw
cobnogeHnn TpeboBaHui

K Takum pokymeHTam oTHocaTtca  [lonuTuka
BesonacHocT CTygeHToB U obecneveHnsa ux
6narononyumns  (Student  Safeguarding  and

Wellbeing Policy), Koaekc noseaeHus COTpYAHVKA 1
Hacroswas Monutuka GesonacHoro Hawma nubo

onucaHue npumeHsieMblXx npoueayp noa6opa
nepcoHana.
Kanaguaaram Take NPeAoCTaBNseTCs

ocpmuwanbﬁan cbopma 3aaBneHna ana 3anonHeHus
nubo cChbinka Ha COOTBETCTBYIOLLYIO 3MEKTPOHHYIO
copmy. LLkona ucnonb3yeT CTaHAapTU3NPOBaHHYIO
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related to ensuring the safety and well-being of
students.

For all positions involving interaction with students
or the possibility of such interaction, the job
description shall explicitly state the requirement for
candidate background checks and the expectation
that the candidate demonstrates a commitment to
the principles of child safeguarding and student
well-being.

4.2. Statement of Commitment to Child
Safeguarding: Each vacancy announcement,
regardless of the medium through which it is
published (including printed publications, online
platforms, or other channels), shall include a
statement confirming the School’s commitment to
child safeguarding.

Such a statement informs prospective candidates
that the safety and protection of students is a
priority for the School and that safer recruitment
procedures constitute an integral part of the
recruitment process.

4.3. Equal Opportunities: The School adheres
to the principles of equal opportunity in recruitment.
Employment decisions shall be made without
discrimination on any grounds prohibited by law.

When assessing candidates, primary consideration
shall be given to the candidate’s professional
suitability, his/her compliance with the requirements
of the position, and his/her ability to adhere to
standards of student safeguarding and well-being.

The vacancy announcement and application
process are designed to attract the widest possible
pool of qualified candidates while maintaining strict
adherence to safer recruitment requirements.

4.4, Information Package for Candidates:
Prospective candidates shall be provided with the
necessary information regarding the vacancy,
including a detailed job description, candidate
requirements, and key internal School documents
governing safeguarding and professional conduct.

Such documents include Student Safeguarding
and Wellbeing Policy, the Staff Code of Conduct,
and this Safer Recruitment Policy, or a description
of the applicable recruitment procedures.
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dopMmy 3aaBneHUA U He paccmaTpusaer peslomMe
unn CV kak eAVHCTBEHHbIN AOKYMEHT ANA y4acTus
B npouecce otbopa.

5. 3AAIBKA KAHOAWOATA 1 OEKNAPALMA

5.1. CranpapTusupoBaHHas hopma 3anBleHus:
Kaxabin KkaHamMaaT o06s3aH 3anonHUTb
oduumanbHylo  aWkety  (opmy  3asBneHus)
ycTaHoBneHHoro obpasua. MNpeaocraenexve TonbKko
pesiome unu CV He paccmartpmBaeTcs kak 3ameHa
3anonHeHHow aHKeThl. dopma  3asBneHuA
paspaboraHa Takum obpasom, 4ToOblI Ccobpatb
MakCcUManbsHO MoKy WHOPMaLuno o kaHauaare,
BKNtOYasn:

5.1.1. [MonHble nuuHble aaHHble (PUO, Tekywuin
agpec, KOHTakTHas WHdopmauus wu TA.) C
nocneayoLwmm npeabLABNeHnem AOKYMEHTa,

YAOCTOBEPSIOLLEr0 NUYHOCTD.

5.1.2. MonHyto Tpyaosyto Guorpaduio kaHanaaTa ¢
yKasaHuem Aat Havana M OKOH4aHusi paboTbl B
KaXgoM MecTe TpyaoycTpoucTea. B aHkete
TpebyeTca OT couckaTens ykasaTb BCe nepuojbl
nepepoieos B pabore wnm yuebe u Aathb
obbAcHeHuA OTHOCUTENbHO  NIOBbIX  TakuXx
NPOMEXYTKOB.

5.1.3. CeeaeHusi 06 obpasosaHun, a Tawke 060
BCEX Nony4YeHHbIX npodeccroHanbHbIX
ksanudukayuax/ceptudmkarax (C ykasaHuem aar u
o06pa3oBaTenbHbIX YYpexaeHni).

5.1.4. ViMeHa N KOHTaKTHblE JaHHble KaKk MUHUMYM
ABYX - (enaTenbHO Tpex) peKOMeHAaTenen,
BKMIOYan TeKyLllero unu nocneaxero paborogarens
— noapobHble TpeboBaHWA W3NOXKeHbl B pasgene
«lMpoBepka peKoOMEHAaLMA» HACTOSLLEN NONUTUKN.
5.1.5. CneuwanbHble BOMPOChI, CBf3aHHblie C
3awuTon AeTed — Hanpumep, cojepxana nv
Kapbepa KaHauaara korga-nnbo cny4au
paccrnefoBaHus WM - AUCLUMNIMHEPHBIX  Mep,
CBA3aHHbIX ¢ 6€30NacHOCTLIO AETEN.

5.1.6. Pa3sgen anA camoOCTOSITENbHOMO PACKPbLITUA
nHopMaLnn o] HanM4Mn cyanmmocTen,
NpeaynpPexXaeHnA NoNvMLMA UM AUCLMNNUHAPHBIX
B3bICKaHWA, WMelwux oTHoweHve k pabote c
AeTbMu, a Tawke 06 yyactum B noBbIX TEKyLMX
paccneaoBaHUAX unm pa3buparenbcreax.
(MpumedaHwve: CBEEeHUA o] CYAUMOCTAX
3anpawmBaloTcs B KOHUAEHUManNLHOM nopsake v
[+ cobnioaeHnem TpeboBaHun MECTHOIO
3aKoHOAAaTenbLCTBa O TOM, Ha KakoMm 3Tane MOXHO
3aTpeboBaThb Takylo MHGOPMaLMIo)

5.2. Oeknapauma kaHauaaTta: B koHUe aHKeTbl
KaHguaar [AOMKeH nognucare W AatmposaTh
Jeknapauuio, noATBEPKAALOLLYI0 4OCTOBEPHOCTb U
MOMHOTY BCeX MNPEAOCTaBMNEHHbIX CBeJAeHWA, a
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Candidates shall also be provided with an official
application form for completion or a link to the
corresponding electronic form. The School uses a
standardized application form and does not
consider a résumé or CV to be the sole document
for participation in the recruitment process.

5. APPLICATION FORM AND CANDIDATE

DECLORATIONS

5.1. Standard Application Form:

Each candidate is required to complete the official

application form in the prescribed format.

Submission of only a résumé or CV shall not be

considered a substitute for the completed

application form. The application form is designed

to collect comprehensive information about the

candidate, including:

5.1.1. Full personal details (full name, current
address, contact information, etc.), to be
subsequently verified through presentation of an
official identity document.

51.2. A complete employment history indicating
the start and end dates of employment at each
workplace. The application form requires the
candidate to disclose all periods of gaps in
employment or education and to provide
explanations for any such intervals.

5.1.3. Information regarding education, as well as
all professional qualifications or certificates
obtained (including the relevant dates and
educational institutions).

5.1.4. The names and contact details of at least
two (preferably three) referees, including the
current or most recent employer. Detailed
requirements regarding referees are set out in the
section “Reference Checks” of this Policy.

5.1.5. Specific safeguarding-related questions, for
example whether the candidate’s career has ever
involved investigations or disciplinary measures
related to the safety or protection of children.

5.1.6. A section for voluntary disclosure of any
criminal convictions, police cautions, or disciplinary
sanctions relevant to working with children, as well
as participation in any ongoing investigations or
proceedings.

(Note: Information regarding criminal records shall
be requested and processed confidentially and in
compliance with applicable local legislation
regarding the stage of recruitment at which such
information may be requested.).
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TAKKE TO, YTO HUKAKME CylEecTBeHHble (DaKTbl
(Hanpumep, CyAMMOCTb nnu crnyyawm
HEHaANeXallero MnoBeAeHUsi B OTHOLUEHWN AETei)
He Obinu ckpbiThl. [laHHaa Aeknapauyus Takxe
yKasblBaer, YTO  NPefoOCTaBNeHVE  NOXHOW
uHopMauMn N yTaweaHue BaXHbIX (PaKTOB
MOXET MPWMBECTM K WCKMIYEeHnio w3 npouecca
oT6opa Wnu yBOMbHEHWIO, ecn o6MaH BCKPOeTCs

nocne npuema Ha paboty. [loanucbiBas
JeKnapauvio, kaHavuaaT Takke BblpaxaeT cornacue
Ha npoBeAeHne HeobX0AUMBIX NPOBEPOK
GnaroHaféxHOCTH.

5.3. DononHuTennHoe packpeiThe
MHopmaLumn:

B  COOTBETCTBMM ~ C NEpPejoBOA  NPaKTUKOW
fesonacHoro Havma, KaHAWAaTOB, MNPOLUEALINX
npeABapuTenbHbIA  OTOOP, MPOCAT  3anofHUTL
OTOENbHYI0  KOHGMAeHUmanbHylo  dopmy Ans

CaMOCTOSITENbHOMO  PAaCKPbITUA  CBEAEHWA O
CyAMMOCTAX — Mocne 3Tana LopT-nucta, HO Ao
nposeaeHuss cobeceposaHus. 3JTO  NO3BONAET
KaHawuaaty [06GpOoBONLHO coobwmnTh
COOTBETCTBYOLLYIO WHgopmaunio ", npu
HeoBX0ANMMOCTHY, NPEAOCTaBUTb NOSICHEHWUA B X0A€
VHTEPBBIO.

C6op mnoaoBHbIX CBEAEHWA nocne otbopa B
WOPT-NUCT 0BycrnoBneH CneayowmMmn NpuduHamu:
(a) noguepkHyTb, uto Llkona B obA3aTenbHOM
nopsiake  NPOBEAeT  TWATENbHYIO  NPOBEpKy
Guorpatum KaHAKWAaTa;

(b) npeaocCTaBUTL KaHAMAATY BO3MOXHOCTb AaTb
HeobBX0AUMbIE NOACHEHWS,

(c) cHM3UTL pUCK ydyacTusi B KOHKypce nuu, 4Ybs
LEeATENbHOCT MOXET nNpPeAacTaBnATb PUCK AfS

GesonacHoctv  pgeren. [Mpum  atom  Llkona
obecneymBaeTt cobniogeHue TpeboBaHuii
NPUMEHUMOrO 3aKoHoAaTenbCTBa, BKNtoYas

orpaHW4eHust OTHOCUTEnbHO 3Ttana otbopa, Ha
KOTOPOM MOXET 3anpawusBatbCs MHGoOpmauus o
CyAVNMOCTH.

5.4. AHanus aHketr: COTpyAHWUKM oOTAENa
yNpaBreHusi NepCoHanom uunm ynexsl oT6opo4HoN
KOMMUCCUM TWATENMbHO W3y4yalT BCE NONyYeHHbie
aHKeTbl. 3aABMNeHus, 3anofHEHHbIE HE MOMHOCTbIO,
paccmatpueaTtbcsi He OyayT. Jliobble BbiiBNEHHbIE
HECOOTBETCTBUA, NpoTMBOpeuns wnn npobenbl B
npeaocTaBneHHon WHgopmauum nomevaioTcs AnNA
nocneayioLero BbIACHEHMS. Ecrm bynet
YCTaHOBMNEHO, YTO KaHAWAAT HAMEPEHHO CKpbin,
MCKa3sun UNW HEBEPHO YyKasan BaKHble CBEAEHWS,
Takoh KaHAMAaT MOXeT ObiTb OTCTpaHeH oOT
AanbHenwero y4actus B kKoHkypce. Bce nogaHHbie
3anBKN noanexar peructpauunm. AHKETbI
KaHauAaaToB, npowegwmx B (uHanNbHbIE 3Tanbl
otbopa, noanexar xpaHeHwuio B apxvse Lkonbl B

[T

5.2. Candidate Declaration: At the end of the
application form, the candidate must sign and date
a declaration confirming the accuracy and
completeness of all information provided "and
confirming that no material facts (such as criminal
convictions or incidents of misconduct involving
children) have been concealed.

The declaration shall also state that the provision
of false information or the concealment of
significant facts may result in exclusion from the
recruitment process or termination of employment if
such misrepresentation is discovered after
appointment.

By signing the declaration, the candidate also
consents to the conduct of the necessary
background checks.

5.3. Additional Self-Disclosure:

In accordance with best practices in safer
recruitment, candidates who have been shortlisted
may be requested to complete a separate
confidential self-disclosure form regarding criminal
convictions after the shortlist stage but prior to the
interview.

This allows the candidate to voluntarily disclose
relevant information and, where necessary, provide
explanations during the interview.

The collection of such information after the shortlist
stage serves the following purposes:

(a) to emphasize that the School will conduct a
thorough background and safeguarding review of
the candidate;

(b) to provide the candidate with an opportunity to
explain any relevantincidents during the interview;
(c) to discourage participation in the recruitment
process by individuals whose background may
present a risk to the safety of children.

In doing so, the School shall ensure compliance
with  applicable legislation, including legal
restrictions regarding the stage of the recruitment
process at which information about criminal
convictions may be requested.

5.4. Review of Applications: Human Resources
personnel and/or members of the recruitment panel
shall carefully review all submitted applications.

Incomplete application forms shall not be
considered.
Any inconsistencies, contradictions, or gaps

identified in the information provided shall be noted
for further clarification.

If it is established that a candidate has intentionally
concealed, distorted, or misrepresented material

1"
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COOTBETCTBUM € YCTAHOBMEHHbIMW  NpaBunamu
XpaHeHNs KaapoBOWM [OKyMEHTaUWW, Aaxe ecnu
KaHAMA AT BNOCNeACTBMM He Gbin NpuHAT Ha paboTy.

6. OTBOP KAHOVOATOB (LLOPT-NIUCT) U
MPEABAPUTEJIbHAS NPOBEPKA

6.1. Mpouecc woprt-nucrta: 1o ncrTe4eHun cpoka
nogauv 3asiBNeHNN Otaen ynpasneHus
NepcoHanoM COBMECTHO C OTGOPOYHON KOMMCCHEN
paccMaTpuBaeT BCE MOMy4YeHHble  aHKeTbl W
dopmupyeT LIOPT-NNCT KaHAWAATOB,
COOTBETCTBYIOLMX OCHOBHbIM TpebosaHuAM
JLOMKHOCTN U AEMOHCTPUPYIOLNX NPUBEPXKEHHOCTD
npuHumnam  GesonacHoct U Gnarononyuus
yyaLmxcs.
Ot6op KaHAWAATOB B LUOPT-NIACT OCYLLECTBNAETCA
KaKk MWHUMYM JABYMA 4neHamu KOMmWcCuW, 4TO
obBecneunBaeT 0GBLEKTUBHOCTb OLIEHKW W MO3BONAET
NPOBECTN MEPEeKPEecTHYld MNPOBEpKy aHKeT Ha
HanMuue  BO3MOXHbIX  HECOOTBETCTBUA  WNK
obcToaTenbcts, Tpebylowmx  AOMNOMHWTENBHOrO
YTOYHEHWSA.
Mp paccmoTpeHun 3asiBOK O0COGOE BHUMaHwe
yAenseTcs:
- NONHOTE NPeAOCTABMNEHHON MHOPMALK;
-COOTBETCTBUIO  KaHauaaTta kBannduKaLUMOHHBLIM
TpeboBaHuaM;
-rOCMEeAoBaTENbHOCT M MOMUYHOCTM  TPYAOBOW
6uorpadun;
-HanMuno HeoBbSCHEHHbLIX NepepLIBOB B TPYAOBOW
DEesATenbHOCTU Unn oByyeHnn.
Mpy HEOBGXOANMOCTI KOMUCCUSI MOXET 3anpoCuThb Y
kaHauaata AONONMHWUTENbHbIE PAa3bfCHEHWA WUnn
YTOUYHAIOLWYIO WHGOPMaLUUIo A0 OKOHYaTenbHOro
chopmMupoBaHus LopT-n1cTa (Hanpumep,
YTOYHEHNE aar pabotbl, AOIMKHOCTHBIX
0653aHHOCTEN UM MHBIX CBEAEHWIA).

6.2. AHanus PacKpLITOW KaHOuOaToM
uHopmaummu: [1nA KaHAWMAATOB, MPUrNaLEHHbIX
Ha aTan cobeceaosaHns, nobble NpegocTasneHHbIe
nMu CBeAEHUR, packpbiTble B dopme
n06poBonkHOro coobLeHunn (Hanpumep,
WH(OPMALUMUA O CYAUMOCTA UMK AUCLMNANHEPHBIX
Mepax), paccmarpuealoTcs AKaaEeMUYECKUM
avpektopom, DSL w/wnu npeacrasutenem otaena
ynpaeneHnsi NepcoHanoMm B KOHdWAEHLManbHOM
nopsake A0 NPOBEAEHNA MHTEPBbIO.

Ecrm packpbitas WHGOpPMauus MOXET Bbl3BaTb
06ecnoKoeHHOCTb C TOYKM 3peHus GesonacHocTh
aeTen, COOTBETCTBYOLLME obcTosTenLCTBA
dukcupytotca M OyayT obcyxaeHbl B XoAe
WHTEPBbLIO, MNPEAOCTaBNAS KaHAUAATY BO3MOXHOCTb
Aartb Heobxoammble MOACHEHWS.

Hesasucumo oT CBEJEHWUN, Ao6poBonbHO

LB B S

information, such candidate may be excluded from
further participation in the recruitment process.

All submitted applications shall be formally
registered. Application forms of candidates who
progress to the final stages of the recruitment
process shall be retained in the School’s archives
in accordance with established personnel record
retention rules, even if the candidate is ultimately
not appointed.

6. CANDIDATE SHORTLISTING AND

PRELIMINARY SCREENING
6.1. Shortlisting Process: After the application
deadline has passed, the Human Resources
Department, together with the recruitment panel,
reviews all submitted application forms and
prepares a shortlist of candidates who meet the
key requirements of the position and demonstrate
a commitment to the principles of student safety
and well-being.

The shortlisting of candidates shall be carried out
by at least two members of the recruitment panel in
order to ensure objectivity of assessment and to
allow cross-verification of applications for possible
inconsistencies or  circumstances  requiring
additional clarification.

When reviewing applications, particular attention
shall be given to:

- the completeness of the information provided;

- the candidate’s compliance with the qualification
requirements of the position;

- the consistency and logical continuity of-the
candidate’s employment history;

- the presence of unexplained gaps in employment
or education.

Where necessary, the recruitment panel may
request additional explanations or - clarifying
information from the candidate before finalizing the
shortlist (for example, clarification of employment
dates, job responsibilities, or other relevant
details).

6.2. Review of Candidate Disclosures: For
candidates invited to the interview stage, any
information voluntarily disclosed by the candidate
(for example, information regarding criminal
convictions or disciplinary measures) shall be
reviewed confidentially by the Principal, the
Designated Safeguarding Lead (DSL), and/or a

representative of the Human Resources
Department prior to the interview.
12
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COOBLUEHHbIX  KaHauaatoM, lkona  npoBoOAWT
o6si3aTenbHYI0 NPOBEPKY AAHHLIX U3 HE3aBUCUMbIX
WCTOUYHMKOB B OTHOLEHWA BCEX KaHAWAATOB,
npurnaLieHHsIX Ha cobeceoBaHwe.

6.3. 3anpoc pekomeHgauui (0o uHTepBbIo): o
BO3MOXHocTM  LlUkona  HaumMHaer  NpPOBEpKY
pekoMeHAaLMWiA Ha KaHAWAAaToB, BKIIOYEHHBIX B
LIOPT-AIUCT, Lie A0 npoBeaeHus cobeceaoBaHni,
ecnM 3TO JONyCTUMO  3aKOHOAATENbCTBOM U
NPakTUYECKM OCYLLECTBUMO.

PaHHee nonyveHve pekomeHAauui oT NnpeablayLuynx
paboToaarenen no3BonsAeT.

) NoMy4YnTb AOMOMHUTENBHYIO WH(OPMaLMio O
npodeccuoHanbHoW AEATENBHOCTY KaHAKAATa,

o BbISBUTb  BO3MOXHble  OBCTOATENLCTBA,
cBfi3aHHbIe C Bonpocamu 6e3onacHocTy;

o npu HeoBxoANMOCTH
YTOYHSIIOLLME BOMPOCH! ANA UHTEPBBIO.
Kananaatbl 3apaHee WMHMOPMWPYKOTCA O TOM, YTO
Likona MOXeT CBsi3daTbCA C WX peKoMeHAaTensAmMu
A0 nposeaeHus cobecesoBaHms.

Ecnu kaHawaatT npoCUT He CBA3bIBATLCA C €ro
Tekywum paborogarenem Ha AaHHOM 3Tane, Lkona
MOXXET OTNOXWUTb NONyYEHWE TaKoW PeKoMeHAauun
ao MOMEHTa HanpaeneHus yCNOBHOrO
npeanoxenvs o pabore. B Takux cnyyasx no
KpanHen mMepe  OjHa  peKoMeHjauus  oT
npeabiaywero  paborogarens  gomkHa - ObiTh
nonydeHa 40 NPOBEAEHUA UHTEPBLIO.

noAroToBUTh

6.4. MpoBepka YyAOCTOBEPEHUH JIUYHOCTU W
DoKymeHTOB 06 o6pasosaHuu: [10-unu Bo Bpems
NPOBEAEHUA  WHTEPBbIO  KaHAMAaTbl  0BsA3aHbl
npeaocTaBuTb opurMHanbl LOKYMEHTOB,
yAOCTOBEPAIOLMX NWYHOCTb (Hanpumep, nacnopt
VN HaUWOHanbHOE YAOCTOBEPEHMWE MWUYHOCTK), &
TaKKe OpurMHanbl AokymeHToB 06 oBpasosaHun u
npoceccrMoHanbHON kBanugukauuy.

Lkona CHMMaeT KONWUM YKa3aHHbIX AOKYMEHTOB U
YAOCTOBEPSIET UX ANA NOCNeAYyIoWero XpaHeHus B
KaApOBOM Aene kaHauaara.

Takas  MpoBEpka  NPOBOAUTCA  C  LENbio
noATBEPXAEHUA NUYHOCTM KaHamaaTa n
NOANWHHOCTW €ero Keanudgukauum Ha paHHem aTane
npouecca noabopa nepcoHana.

6.5. KoHdwmpaeHumanbHocTb: Ha Bcex 3rtanax
otopa w npeaBapuTenbHon nposepku LUkona

obecneuvBaeTt cobniogeHve cTporou
KOH(pMAEHUManNsHOCTH.

MHdopmaums, nony4yeHHas B X0Ae npouecca
Hawnma (Bknouasn cBeAEeHUA, A06poBONBHO

PacKkpbIThle KaHAWAATOM, a TaKke PexkoMeHaauuu
paboTogaTenen), npeaoCTaBNAETCA TONbKO TEM

SR

If the disclosed information raises potential
safeguarding concerns, such circumstances shall
be documented and may be addressed in a
sensitive manner during the interview, allowing the
candidate an opportunity to provide explanations.

Irrespective of any information voluntarily disclosed
by the candidate, the School shall conduct
mandatory verification of information obtained from
independent sources with respect to all candidates
invited for interview.

6.3. Reference Checks (Pre-Interview): Where
possible, the School may begin reference checks
for shortlisted candidates prior to the interview
stage, provided that such checks are permissible
under applicable legislation and are practically
feasible.
Obtaining references from previous employers at
an early stage allows the School to:
° obtain additional information regarding the
candidate’s professional performance; '

° identify any circumstances related to
safeguarding concerns;

° prepare clarifying questions for the
interview if necessary.
Candidates shall be informed in advance that the
School may contact their referees prior to the
interview.
If a candidate requests that their current employer
not be contacted at this stage, the School may
defer obtaining such reference until a conditional
offer of employment is made. In such cases, at
least one reference from a previous employer
should be obtained prior to the interview.

6.4. Verification of Identity and Educational
Documents: Prior to or during the interview,
candidates must present original identity
documents (such as a passport or national identity
card) as well as original documents confirming their
education and professional qualifications.

The School shall make certified copies of such
documents for retention in the candidate’s
personnel file.

This verification is conducted to confirm the
candidate’s identity and the authenticity of his/her
qualifications at an early stage of the recruitment
process.
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AOMKHOCTHBIM NULaM, KOTOpbIM OHa Heobxoauma
ANA  BbINONHEHUA 00A3aHHOCTEN, CBA3aHHbIX C
npoueccom nogGopa nepcoHana w obecneveHnem
6e30nacHOCTM yYaLLMXCs.

O6bpaboTtka 1 XpaHeHUe  Takux  AaHHbIX
OCYLLECTBNSIOTCS B COOTBETCTBUM C TpeGoBaHWAMU
3aKoHOJAaTenbCcTBa O  3aluTe  MEepCoHanbHbIX
AaHHbIX.

7. COBECEAOBAHVE N OLEHKA KAHOWOATA
7.1. WHTepBblo-komuccus: Kaxabi kaHamaar,
BKIMIOYEHHBIN B LUOPT-NWCT, NPOXoAUT
cobecefoBaHne C  WHTepBblo-komMuccuen. Kak
npaewno, B € COCTaB BXOAAT MEHEAXeEp No Haumy
(HenocpeacTBeHHbIN  pykoBoguTens  Gyayuero
COTpyAHMKA) W  Kak MWHMMYM  elle  OAMWH
npeacTaBuTens  aaMmuHucTpauum  Lkonbl  wnu
oTaena ynpasneHus nepcoHanom. [lo KpanHen
Mepe O4WUH W3 YNEHOB KOMWUCCUW AOIMKEH WMETb
aktyanoHoe o6ydeHue no sonpocam GesonacHoro
Havma nepcoHana wunu 3awuTbl JeTen.

Jo Hauana cobecefoBaHWMA uYneHbl KoMuccuu
W3y4aloT aHKeTy KaHawWaara v ConpoBoAvTeNbHbie

AOKYMEHTBI, BbISIBNAIOT BO3MOXHblE
HECOOTBETCTBMA  WNMW  BOMpockl,  Tpebylowmne
YTOYHEHUA, U COIMAacoBbIBAOT  CTPYKTYpPY
uHTepeblo.  Ocoboe  BHMMaHWE  yaensieTcs

NOAroTOBKE BOMPOCOB, CBA3aHHbIX C o6GecneveHnem
BesonacHocTy  Grarononyyns y4amxcs.

7.2. Bonpocbl no obecneyeHuto 6esonacHocTu:
B xo4e WHTEpBbIO KOMWCCUA 3aAaeT cneuunanbHbIe
BOMPOCbI, HanpaeneHHbie Ha OUEHKY MPUroAHOCTW
kKaHauaata k pabore C AeTbMW U NOHUMAHUA UM
KMIOYEBbIX ACMEKTOB 3awuTbl AeTeld. 3TO MoryT
BbiTb BOMPOCHI, OCHOBaHHbIE Ha MOAENWPOBAHUN
cuTyauui wnn npumepax u3 onbita. Hanpumep:
«Kak 6bl Bbl noctynunu, ecnun 6b1 y Bac Bo3HMKNK
NOAO3PEHUs OTHOCUTENbHO NMOBEAEHUA Konnern no
OTHOLUEHWIO K AeTamM?» unu «[puseaute npumep
13 Bawero onbiTa, koraa Bam npuwnock 3aHATLCA
BOMPOCOM, CBSf3aHHbIM C 6e30nacHoOCTbIO  Wnn
Bnaronony4ynem pebeHkar. WNHTepsbioepbl
ofpalwalT BHAMaHME Ha LIEHHOCTM U YCTaHOBKW
KaHauaaTa, CTapasicb BbIACHWTb, ByaeT nu oH/oHa
cobniopaTte KyneTypy 6esonacHoOCTW, MPUHATYIO B

LLkone. OrtBeTbl KaHguaaTta Ha BONPOCHI MO
safeguarding  dwukcupylotcs B NpOTOKONe
cobecegoBaHus.

7.3. BbificHeHue HecooTBETCTBUM: [HTEpPBbIOEPDI
ncnonb3ylT BCTpedy, 4Tobbl obcyants niobble
HaCTOpPaXXMBalOLWME MOMEHTbI UMK HEACHOCTU U3
NpeaCcTaBneHHbIX AOKYMEHTOB. Hanpuwmep,
KOMWCCUSI MOXET MOMpPOCWUTL KaHAawuaaTa NoACHWUTb
3HauuTenbHbIE NEepepbIBbl B paboTte, 4acTyo CMeHy

LEE B S -

6.5. Confidentiality: At all stages of the selection
and preliminary screening process, the School
shall ensure strict confidentiality.

Information  obtained during the recruitment
process (including information voluntarily disclosed
by candidates and references from previous
employers) shall be accessible only to those
officials who require such information for the
performance of their duties related to recruitment
and student safeguarding.

The processing and storage of such data shall be
carried out in accordance with applicable
legislation on the protection of personal data.

7. INTERVIEW AND ASSESSMENT

7.1 Interview Panel: Each candidate included in
the shortlist shall undergo an interview with an
interview panel. As a rule, the panel consists of the
hiring manager (the candidate’s prospective direct
supervisor) and at least ~one additional
representative of the School administration or the
Human Resources Department.

At least one member of the panel must have
up-to-date training in safer recruitment or child
safeguarding.

Prior to the interview, panel members review the
candidate’s application form and supporting
documents, identify any potential inconsistencies
or issues requiring clarification, and agree on the
structure of the interview. Particular attention is
given to preparing questions related to the safety
and well-being of students.

7.2. Safeguarding Questions: During the
interview, the panel asks specific questions aimed
at assessing the candidate’s suitability to work with
children and his/her understanding of key child
safeguarding principles.

Such questions may be based on hypothetical
scenarios or examples drawn from professional
experience. For example: “How would you respond
if you had concerns regarding a colleague’s
behavior toward children?”, “Please provide an
example from your experience where you had to
address an issue related to a child’s safety or
well-being.” Interviewers evaluate the candidate’s
values and attitudes in order to determine whether
he/she is likely to uphold the safeguarding culture
maintained by the School. The candidate’s
responses to safeguarding-related questions shall
be documented in the interview record.

14
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mect paboTbl, a TaKKe NPOKOMMEHTUPOBATb
niobble  apyre BbIABMEHHbIE HECOOTBETCTBUA.
Kanampaty Takke 3aaaetca BOMPOC, eCTb N
kakme-nubo AONOMHUTENbHbLIE CBEAEHWUA, KOTOPbIE
lLkona pomkHa © HemM/Hen 3HaTbk B KOHTEKCTE
NPUrOAHOCTA K JAOMKHOCTW (TEM CambiM Aaertcs
WaHC ANS OKOHYaTenbHOro packpbitwua mniobon
uHdpopmauum).

7.4. MpoBepka [OKYMEHTOE BO Bpems
MHTepBLIO: Ecnn fo cobecenoBaHnA NOAMUHHUKN
AOKYMEHTOB (YAOCTOBEPEHWS NMUYHOCTW, AUMAOMbI)
ewe He ObiMM NpoBepeHbl, 3TO MPOMCXOAWUT BO
BpemMs WHTEpBblo. KpoMe TOro, kaHauaara moryT
NonpocuTb npuHecTH LOKYMEHTBHI,
noaTeepxaamlme npaso Ha paborty B CTpaHe, v
[10Ka3aTenbCTBO MecTa NPOXUBAHUA — KOMWUCCUS
(unu OTaen ynpaeneHusi NepcoHanom) nposepsieT
3TV AOKYMEHTLI Ha cobecesoBaHun.

7.5. BepeHue 3anucen: Kawgbln wHTEpBblOEp
BeaeT noapobHble 3anucu xopa cobecenoBaHus.
duUKCUpYOTCS  KMioyeBble  OTBETbI  KaHAWAATa,
0CoBGEHHO Ha BOMPOCHI, CBA3AHHbIE C 3aLUTON
peter, a Tawke nwobble NOACHEHWH, KOTOpble
KaHAWAAT AAeT OTHOCWUTENbHO CBOEro OnbiTa WK
npeaocTaeneHHo paHee nHhopmayum. Kommccus
OLEeHMBAET KaHauaata Mo  YCTaHOBMEHHbIM
KpUTEPUSIM, BKMIOYAsi €r0 OTHOLUEHWE K BOMpocam
BesonacHocTu geTei. Bce 3anucu noanncbIBaOTCA
WHTEPBLIOEPAMYN C YKa3aHWeM Aarbl U XpaHAaTca B
matepuanax no HauMmy ¢ cobniogeHuem
TpeboBaHWi KOHUAEHUWANbHOCTY.

7.6. lononHuTensHas oueHka: B 3aBucMmocTty ot
cneundukn AOMKHOCTK, npouecc oTbopa MOoXeT
BKMIOYaTe W AOMNONMHUTENbHbE (OPMbI  OLIEHKM
kanauaara (Hanpumep, npobHbIA  ypok AnNs
npenojaearenein Wnu nucbMmeHHoe 3agavuve). Bo
BPEMS Takux WCMbITaHWA Take obpawaercs
BHUMaHue Ha acnekThbl, CBA3aHHbIE c
6e3onacHOCTbIO (Hanpumep, CTUNb
B3aUMOLENCTBMSA KaHAaujata ¢ y4yawmmucs npu
npoBeaeHuy npobHoro ypoka wu cobniogeHne
npuHuunoBe GesonacHoctu). Jliobble 3ameueHHble
BO BpeEMs JAONONHUTENBHBIX MCNbITaHWN
noTeHumnanbHble npobnemel  ukcupyloTea U
aHanM3npYyITCA 40 NPUHATUS PELLEHUA O HaUMe.

7.7. Bonpochl kaHgwpara: Kanauparty
npeocTaBnseTca BO3MOXHOCTb 3ajartb
cobcTBEHHbIE BONPOCHI 0 A0mMKHOCTY unu LLikone. B
xoae cobecepoBaHun kaHauaary Tawke
pasbscHsAeTcs, uto Llkona npumeHsieT cTporue
npoLeaypbl NPOBEPKM Npu Npueme Ha paboTy K 4To
nio6oe npeanoxeHve o paboTe HOCWUT YCIOBHbINA

oT

- BT F BEFT

7.3. Clarification of Inconsistencies: The
interview provides an opportunity to discuss any
concerns or uncertainties arising from the
candidate’s documentation. For example, the panel
may ask the candidate to explain significant gaps
in employment, frequent changes of workplace, or
other identified inconsistencies.

The candidate may also be asked whether there is
any additional information the School should be
aware of in relation to his/her suitability for the
position, thereby providing a final opportunity for
voluntary disclosure of relevant information.

7.4. Verification of Documents During the
Interview: If original documents (such as identity
documents or diplomas) have not been verified
prior to the interview, such verification shall take
place during the interview.

Candidates may also be requested to present
documents confirming their legal right to work in
the country and proof of residence. The panel or
the Human Resources Department verifies these
documents during the interview.

7.5. Record Keeping: Each interviewer shall
maintain detailed notes of the interview. Key
responses provided by the candidate, particularly
those relating to child safeguarding, shall be
recorded, along with any explanations given
regarding the candidate’s experience or previously
provided information.

The panel evaluates the candidate according to
established criteria, including the candidate’s
attitude toward child safeguarding. All records shall
be signed and dated by the interviewers and stored
within  the  recruitment documentation in
accordance with confidentiality requirements.

7.6. Additional Assessment: Depending on the
nature of the position, the recruitment process may
include additional forms of assessment, such as a
demonstration lesson for teaching staff or a written
task. During such assessments, attention shall also
be given to safeguarding-related aspects, for
example the candidate’s style of interaction with
students during a demonstration lesson and
adherence to safety principles.

Any potential concerns identified during these

assessments shall be documented and analyzed
prior to making a final hiring decision.
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XapakTep 40 3aBEPLUEHWUS BCEX NPeAyCMOTPEHHbIX
NPOBepokK (ecrin 3To He BbiNo OroBOPEHO PaHee).

7.8. Wroru uHTepBbLIO: [locne 3aBeplueHust BCex
cobecenoBaHWin  uneHbl komuccum  obcyxaalor
pesynbTaTbl OLUEHKW KaHAMAATOB WU Onpeaensior
cTeneHb COOTBETCTBMA  KaXAoro  kaHauwaata
TpeboBaHWAM AOMKHOCTH.

Mocne Bbibopa Hauboree NOAXOAALLETO kKaHAnAaTa
lLkona NEPexXoAWT K 3Tany OKOH4YaTenbHOW
NPOBEPKM PEKOMEHAALMA W WHBIX HeoBXxoAnMbIX
CBEAEHWW, ECnu Takne MpOBEpKM elle He
3aBeplueHbl, a 3aTeM HanpasnseT KaHauaaTty
YCNOBHOE NpeAnoxeHve o pabote.

PelieHus  KOMWCCUMM  AOKYMeHTupyloTca.  [ns
KaMaoro kaHamaarta (huKCUpyloTCA OCHOBaHWA ANs
NPUHATUA WNW  OTKINOHEHWA KaHAWAATYpbl, 4TO
obecneuvBaeT nPO3pPaYHOCTb U O0OBLEKTUBHOCTD
npouecca nogbopa nepcoHana.

8. MPOBEPKA PEKOMEHIALIMA

8.1. Tpe6oBaHMA K pekomeHaauuam: lNonydexHne
M TwWarenbHoe u3yyeHue npodeccuoHanbHbIX
PEKOMEHAALMIA ABNAETCA BAXKHEULLUUM 3IEMEHTOM
6esonacHoro Hanma.

LUkona TpebyeT He MeHee ABYX peKoMeHAaLMA ANs
Kaxgoro kaHawparta. [AnA  neaarorMyeckux  w
PYKOBOASLUMX  AOMKHOCTEM MO . BO3MOXHOCTM
3anpalmealoTca Tpu pekomeHgaunn. OaHa w3
pekomeHaauun  obssatensHo  AomkHa  ObiTb
nonyyeHa OT  TeKywero Wnu  NocneaHero
pabotogarens kaHauaara.

Ecnv nocneaHsisi AOMKHOCTL KaHAuAaTa He Gbina
ceasaHa c pabofoid C AEeTbMMW, AOMNOMHUTENBHO
3anpaluBaeTcs pekomeHaauus C  nocneaHero

mecta  paboThl, rae  KaWgmaar  vumen
HENOCPeACTBEHHbIA KOHTaKT C AETbMMW.

PekomeHaarenu AOIMKHbI ABMNATHCA
PYKOBOAWTENSAMM UMM  HacTaBHWKaMK, KOTopble
HeMoCPeACTBEHHO  KOHTponupoeanu  paboty

kanauaarta. XenarenbHo, 4ToObl pekomeHAaTenb
3aHUMan yrnpaBneHYeckylo JOMKHOCTb (HanpumMep,
AKaaemMu4ecKknin LAVPEKTOP, 3amecTuTenb
AVpeKTopa, pykoBoguTenb nojpasaeneHus) u mor
NoATBEPANTD!

e npodeccuoHanbHble KayecTsa KaHanaaTa,

e €ro Aenosylo penyTauuio;

e npuUrogHocTb k pabote C AeTbMu.

8.2. ®opma npenocTaBnNeHWA PeKoMeHAALMN:
LLkona He npuHumaeT obliue peKkoMeHAaTenbHbIe

nucbmMa  “gns nNpeabsABrAeHus  nNo  MecTy
TpeboeaHua” B KayecTee €AWHCTBEHHOIO
MOATBEPKAEHVNA pPeKkomeHjauui. PekoMmeHaauwu
JOMKHBI  ObiTb  MOMNy4YeHbl  NyTEM  MPSAMOro

B3aumogencTems LLikonbl ¢ pekoMmeHgatenem: nuéo

L B B i

7.7. Questions from the Candidate: The
candidate shall be given the opportunity to ask
questions about the position or the School.

During the interview, the candidate shall also be
informed that the School applies strict screening
procedures in the recruitment process and that any
offer of employment is conditional upon the
completion of all required checks, unless this has
been communicated earlier.

7.8. Interview Outcomes: After all interviews have
been completed, members of the panel shall
discuss the results of their evaluation and
determine the extent to which each candidate
meets the requirements of the position.

Once the most suitable candidate has been
identified, the School proceeds to the stage of final
verification of references and other required
information, if such checks have not already been
completed, and subsequently issues a conditional
offer of employment.

All decisions of the panel shall be documented. For
each candidate, the reasons for selection or
rejection shall be recorded to ensure transparency
and objectivity in the recruitment process.

8. REFERENCE CHECKS
8.1. Requirements for References: Obtaining and
carefully reviewing professional  references
constitutes a critical component of safer
recruitment.

The School requires at least two references for
each candidate. For teaching and leadership
positions, three references should be requested
where possible. At least one reference must be
obtained from the candidate’s current or most
recent employer.

If the candidate’s most recent position did not
involve work with children, an additional reference
shall be requested from the most recent position in
which the candidate had direct contact with
children.

Referees should be supervisors or mentors who
directly oversaw the candidate’s work. Preferably,
the referee should hold a managerial or leadership
position (for example, a principal, deputy principal,
or department head) and be able to confirm:

° the candidate’s professional competence;
e the candidate’s professional reputation;
o the candidate’s suitability for working with
children.
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NOCPeACTBOM  3anofiHeHUs  peKomeHaarTenem
CTaHAaPTHOrO LIKOMLHOMO OMPOCHOTO nucTa, nubo B
hOpMe NUCbMEHHOro OTBETA Ha OUUMAnbHbBIA
3anpoc LWkonel. B nioGom cnyyae pekomeHzauvs
AOMKHA NoCTynuTb HenocpeACcTBEHHO c
othuumanbHoro 3MEKTPOHHOro ajpeca
opraHusauum-pekoMeHAaTens unnm Ha (UpMEHHOM
HnaHke, 4toObl rapaHTUpoBaTb €€ MNOASMHHOCTD.
Bonee Toro, LllUkona ycraHaBnueaeT NpPAMON
KOHTaKT (nNo TenecdoHy WnNM BWAEOCBA3U) Kak
MUHUMYM C ABYMA pekomeHaaTenamu - Ans
NOATBEPMAEHUA TOro, yTO nUcCbMeHHasn
PEKOMEHAALMNA AENCTBUTENBHO AaHa UMK, a Taloke
ana  obcyxaeHua  BKpaTtue — XapakTepucTuk
Kanauaara. 3BOHKM pekomeHAaaTensim
OCYLUECTBNAOTCA COTPYAHUKOM, OTBETCTBEHHbIM 32
Havm  (Hanpumep, npeacrtasuTenem  Otaena
ynpaBneHus NepcoHanoM wnu MeHeaXepom no
Hanmy), n pesynbTaTtbl pasrosopa
AOKYMEHTVPYIOTCS B Buae KkpaTkvwx 3anucen. [lo
BO3MOXHOCTU OAMWH W TOT e COTPYAHWK NPOBOAWUT
BCE MPOBEPOYHbIE 3BOHKM AnA obecneyeHus
eanHoobpa3smna npoueaypsbil.

8.3. Cornacue kaHauaaTa U MHpoOpMUpOBaHKE:
Ot kaHanaartoB Tpebyercs npefoCcTaBnTb cornacus
W aKTyanbHbl€ KOHTaKTHblE A@HHbIE NWL, AalOLnX
pekoMeH4aumnu. Kak npaewno, LLikona
3anpalvBaeT  pekoMeHaauum 40  MPUHATUA
OKOHYaTENbHOro PELUeHNA 0 HaMe, @ B HEKOTOPbIX
cnyyasix — ele 40 NpoBeAeHnn NHTepeblo. Ecnu
kanauaar  obosHauun, YTO  OAHOTO U3
pekomeHaarenen (ocobeHHo TeKyLero
paboronatens) MOXHO KOHTaKTUPOBaTb TONMbKO
nocrne ycrnoeHoro npeanoxenuns o pabore, LLkona
yunTbIBAET 3TO NOXenaHue; oaHako nioboe
npeanoxeHve o npueme Ha paboTy ocTaercs
YCMOBHBIM A0  MONyYeHWst  MOMOXWUTENbHON
pekoMeHgauuwn  OT  Tekywero pabortosarens.
Kanamaartel, nojaaeas 3asBneHve, TeM cambim
cornawatorcs, 4to  llkona  mMoxeT  npu
HeobxoAMMOCTU CBA3bIBATLCA C WX NPeAblayLnMn
paGotoparenamu (BKMOYaA TeX, KTO HEe YykasaH
HenocpeACTBEHHO B CMUCKE pekomeHaarenewn) Ans

MOMHOrO  M3yyeHuss Ux MPodeccroHanbHoro
NPOLUora.
8.4. CopepxaHue 3anpoca peKOMeHAaLUWW:

lkona npu obpaweHnn 3a pekomeHaauuen
obA3aTenbHO BLIACHAET, He YyCMartpuBaeT In
pekomeHAaTens NPWYWH, NO KOTOPLIM KaHAuAaTa
Henb3sa gonyckartb k paboTte ¢ aeTbMun. 3anpoc Ha
NPefoCTaBNeHNe  XapakTepUCTUKUW  COAEPXWT
NPsAMble  BOMPOCbI  OTHOCUTENbHO  NPUrOAHOCTM
kaHguaara k paboTte ¢ AeTbMW, BKNOYasA:

N

8.2. Form of References: The School does not
accept general recommendation letters “to whom it
may concern” as the sole form of reference.
References must be obtained through direct
interaction between the School and the referee,
either by the referee completing the School’s
standard reference questionnaire or by providing a
written response to an official request from the
School.

In all cases, the reference must be received directly
from the referee’s official organizational email
address or on the organization’s official letterhead
to ensure authenticity.

Furthermore, the School establishes direct contact
(by telephone or video call) with at least two
referees in order to confirm that the written
reference was indeed provided by them and to
briefy discuss the candidate’s professional
qualities.

Such calls are conducted by the staff member
responsible for recruitment (for example, an HR
representative or hiring manager), and the outcome
of the conversation is documented in the form of
brief notes. Where possible, the same staff member
conducts all verification calls to ensure consistency
of the procedure.

8.3. Candidate Consent and Notification:
Candidates are required to provide consent and
up-to-date contact details for their referees.

As a general rule, the School requests references
before making a final hiring decision and, in some
cases, prior to the interview stage.

If a candidate indicates that one of the referees
(particularly the current employer) may only be
contacted after a conditional offer of employment,
the School may accommodate this request.
However, any offer of employment remains
conditional until a satisfactory reference has been
obtained from the current employer.

By submiting an application, candidates
acknowledge that the School may contact their
previous employers if necessary (including those
not explicitly listed as referees) in order to obtain a
comprehensive understanding of their professional
background.

8.4. Content of Reference Requests: \When
requesting a reference, the School specifically
seeks to determine whether the referee is aware of
any reason why the candidate should not be
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8.4.1. [loaTBEpXKAEHME JOMKHOCTM KaHAMAATa,
nepuoaos ero paboTbl (aaTbl Ha4ana u OKOH4YaHus)
¥ NPWYKHBI YBOMbHEHWSA/YX0AA,

8.4.2. MHeHue pekomeHaarens 0
npodeccnoHanbHoM KOMNETEHTHOCTU W NOBEAEHUN
KaHauAaTa Ha 3aHMMaeMow A0MMKHOCTH,

8.4.3. WHcopMauyuio 0 TOM, BO3HWMKanNW nu
kakme-nubo 0BEecrnoKoeHHOCTW Unu O0BBWUHEHWUR B
OTHOWEHMA KaHAWAaTa, CBA3aHHble C 3aliuTon
AETEA WM HENO3BONWUTEMNbHLIM MNOBEAEHUEM, W
Bbinu n Takue cny4auv npeaMeToMm
paccneaoBaHua (He3aBUCUMMO OT UX PEe3ynbTaTos),
8.4.4. CeegeHns o mobbix AUCLUUNNMHAPHBIX
B3bICKaHUAX, CBA3aHHbIX C 0eaonacHoCTblo W
6narononyuynem pAeTen, Aaxe ecnu gopmanbHo
Takue B3bICKAHWA YXe NOralleHbl U OTHOCATCA K
NPoLWSIOMy Nepuoay;

8.4.5. loTOB N peKkomeHAaTenb CHOBA MPUHATb
[aHHOro Kanguzaara Ha pabory wm nwobble apyrue
KOMMEHTapuK, Kacalolmecs xapakrepa kaHauaara

N ero cCooTBeTCTBMA I'lpe‘!J,I'IOJ'IaI'EEMOIJI AOMKHOCTW.

8.5. LllUkona npsAMO nNpPOCWUT pEeKoMeHAaTenewn
coobware 0 nobbiXx M3BECTHLIX UM WHUWAEHTAX,
CBS3aHHbIX C 3aLLWTON AETEN, BKMIOYaNA:

e 06BUHEHNS UnK xanobsi;

e JWUCUMMNUHAPHBLIE PacCrefoBaHNA,

® JUCLUMNNHAPHbLIE MEPbI.
PekomeHgatenn WHPOPMUPYIOTCS O TOM, 4TO
NnpeAoCTaBneHne Takon WHpopmauum sBNAETCA
BaXHbIM 3nemeHTom obecnedeHna GesonacHocTn
yYaLmxcs.

8.6. Bepudukauua pekomeHpatenen: Llkona
NPUHWMAaeT Mepbl K ToMmy, 4ToObl yGeauTbCcs B
NOANWHHOCTM KaXAO0W NONy4eHHOW PEeKOMEHAALMN
W NWYHOCTM nuua, ee gaswero. ITU  Mepbl
BKNIOYAIOT:

8.6.1. lpoBepky TOro, 4YTO aAAPEC 3INEKTPOHHOW
nouyTbl WNU HoMep TenedoHa peKoMeHAaTens
COOTBETCTBYET ochmumanbHbIM KOHTaKTam
opraHusaummu (Hanpumep, csepka c BeG-caiTom

N  CNPaBOMHWKOM  OpraHusauuu), W 4To
pEeKOMEHAAUMA He = NOCTynaeT C  MUYHOrO
3MeKTPOHHOIo aapeca, ecnm peub o)

NpoceccMoHanbHoN peKoMeHAauuu,

8.6.2. YnpocToBepeHvwe AO/MKHOCTU PeKoMeHaaTens
W ero OTHOWEHUA K Kavauaaty (6bin nu OH
HENOCPEACTBEHHBIM PYKOBOAWUTENEM KaHauaaTa),
8.6.3. Ecnu pekomeHaauusi HOCWUT  CRMLLKOM
obwmini  unum  yknoHuuebln  xapaktep, Llkona
3anpawvBaeTr Yy peKkoMeHaaTtens YTouyHsiowue
ceefeHua. Ecnu pekomeHaarens npeaocTaBnser
MWHWManbHbIA 06bem nHdopmaumm, Lkona moxeT
NOBTOPHO CBA3aTbCA ANA nonyyeHuns Gonee
noApo6GHOM OLEHKW wunu NONPOCUTb KaHauaara
MPEAOCTaBUTL  anbTEPHATUBHBLIA  KOHTaKT  Ans

P B S e

permitted to work with children.

The request for a reference includes direct
questions regarding the candidate’s suitability for
working with children, including:

8.4.1. Confirmation of the candidate’s position,
employment period (start and end dates), and the
reason for leaving the position;

8.4.2. The referee’s opinion regarding the
candidate’s professional competence and behavior
in the role;

8.4.3. Information as to whether any concerns or
allegations relating to child safeguarding or
inappropriate conduct have arisen in relation to the
candidate and whether such matters were subject
to investigation, regardless of the outcome;

8.4.4. Information about any disciplinary actions
related to the safety or well-being of children, even
if such actions were formally resolved or occurred
in the past;

8.4.5. Whether the referee would be willing to
re-employ the candidate and any additional
comments regarding the candidate’s character and
suitability for the proposed role.

8.5. The School explicitly asks referees to disclose
any known incidents related to child safeguarding,
including:

e allegations or complaints;

e disciplinary investigations;

e disciplinary measures.
Referees - are informed that providing such
information constitutes an important component of
ensuring the safety and protection of students.

8.6. Verification of Referees: The School takes
reasonable steps to verify the authenticity of each
reference received and the identity of the individual
providing it. These steps include:

8.6.1. Verifying that the referee’s email address or
telephone number corresponds to the official
contact details of the organization (for example, by
cross-checking the organization’s website or
directory), and ensuring that professional
references are not provided solely from personal
email addresses;

8.6.2.  Confirming the referee’s position and
relationship to the candidate (for example, whether
the referee was the candidate’s direct supervisor);

8.6.3. If a reference is overly general or evasive in
nature, the School requests clarification from the
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peKkoMeHAALNY;

8.6.4. Ecnu kaHguaat ykasan B KayecTtse
pekomeHaartens kagposoe areHTcTso unu Otaen
ynpaeneHns NepcoHanom opraHusauyun 6e3 umeHu
KOHKpeTHoro pykosoauTens, llikona nocrapaetcs
CBA3aThCS C TEM, KTO HENOCPEACTBEHHO PYKOBOAMN

paboton KaHauaara, nubo yepes 3TO
areHTcTBO/OTAEN, nnbo Hanpamyio npwv
BO3MOXHOCTH.

8.7. Bce npeasiaywue paboroparenu: B dopme
3asBNEHNs W Npoueaype NPOBepKW yKasaHo, 4To
Lllkona ocraBnser 3a cobon npaBo CBA3ATLCA C
nobbiM n3 npeabIAYLLNX pabotogarenen
KaHawuaara, ecnn Ha CcooTBeTcTByloWwen pabore
KaHAWAAT BbINONHAN 06R3aHHOCTW, CBSA3aHHbIE C
petbmu.  Llenb - nonyuntb  pakTudeckyto
MHpOpMaUMIO O NpU4YMHax yxoja KaHauaata Wt
BLISICHUTb, He ObINO N KakMx-nMbo MHUWAEHTOB,
CBA3aHHbIX C 6e30MacHOCTbIO, O KOTOPbIX CreayeT
3Hatb lkone. B cnyuae Heobxoawmoctu LUkona
obpawaeTca Kk npexHum pabotoparensm (NOMUMO
TEX, YTO yKasaHbl KaHAMAaTOM) ANA TOro, YTobbl
MCKMIOYMTb  Hanuume HepackKpbiTbiX CBEAEHWUA.
KanaunaaT uHdopmupoBaH 06 3TOW BO3MOXHOCTM
3apaHee (yepe3 jeknapauvio B 3asBneHuu), a
noao6HbIe 3anpochl OCYLUEeCTBMAIOTCA
npogeccrnoHanbHo U TaKTUYHO.

8.8. XpaHeHue pekomeHaauui: Bce nonyyeHHble
NUCbMEHHbIE pekomeHaauun (B niobon dopme —
MUCbMEHHBIE OTBETbI, 3aMNOMHEHHbIE hopMbl, Nbo
3anmcu TenedOHHbIX Pa3sroBOPOB) COXPaHAIOTCSA B
TINYHOM aene KaHanaaTa/coTpyAHMKa.
Copepxaxue pekomeHAauunii SIBNSAETCH
KOH(MAEHUMANbHbIM M JOCTYNMHO TOMBKO TeMm
coTpyaHukam LUkonkl, KOTOpbIM 3Ta MH(OpMauus
Heobxoauma — ANs  BbINOMHEHWSA  AOMKHOCTHbIX
obszaHHoCTEN.

WHdhopMayms 13 pekomeHaaLmin He pacKkpbiBaeTcs
kanguaaty 6es cormacua pekomeHpartens, 3a

NCKMIOYeHeM cry4aes, npeAyCMOTPEeHHbIX
3aKOHOAATENbCTBOM.

8.9. HeraTuBHble WNKM NPOTUBOPEYUBLIE
pekomMeHaauum: Ecnun npu npoBepke

peKkoMeHAaUNin BOSHUKHYT HeraTMBHbIE OT3bIBbl MNA
TPEBOXHble cBeAeHWs O Kavawuaare, Llkona
BHUMATENbHO WX aHanuavpyert. HeaHauuTesnbHbie
pacxoxaeHuns (Hanpumep, HebonbLuoe
HecoBnageHue aart paboTbl) MOryT BbiTb YTOUHEHbI
y KaHaupjata wunw pekomenaatens. OpHako
cepbe3Hble CurHanbl (Hanpumep, ykasaHue Ha
HEeJONyCTUMOE nOBEfEeHWe UMW WHGOPMaUUio o
NPoBeAEHHbIX paccnenoBaHusX) nocnyxar
OCHOBaHWEM ANsA AanbHewnwwero pa3bupaTtenscrsa.

= WO T

referee. Where minimal information is provided, the
School may follow up to obtain a more detailed
evaluation or request that the candidate provide an
alternative referee;

8.6.4. If the candidate lists a recruitment agency or
an HR department as the referee without naming a
specific supervisor, the School will seek to contact
the individual who directly supervised the
candidate’s work, either through the agency/HR
department or directly where possible.

8.7. Contacting Previous Employers: The
application form and screening procedures specify
that the School reserves the right to contact any of
the candidate’s previous employers where the
candidate performed duties involving work with
children. The purpose of such contact is to obtain
factual information regarding the reasons for the
candidate’s departure and to determine whether
any safeguarding-related incidents occurred that
the School should be aware of.

Where necessary, the School may contact former
employers in addition to those listed by the
candidate in order to ensure that no relevant
information has been omitted.

Candidates are informed of this possibility in
advance through the declaration contained in the
application form, and such inquiries are conducted
professionally and with due discretion.

8.8. Storage of References: All references
received (including written references, completed
forms, or notes of telephone conversations) shall be
retained in the candidate’s or employee’s personnel
file.

The content of references is confidential and
accessible only to those School employees who
require such information for the performance of
their duties.

Information obtained through references shall not
be disclosed to the candidate without the consent of
the referee, except where required by applicable
law.

8.9. Negative or Contradictory References: If
reference checks reveal negative feedback or
concerning information about a candidate, the
School shall analyze such information carefully.

Minor  discrepancies  (for example, small
inconsistencies in employment dates) may be
19
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lUkona, = npW  HeoOXOAWMOCTW,  OpraHu3yert
AOMNOMNHWUTENbHBLIA PA3rOBOP C pPeKoMeHjaTenem,
nonpocuT Kawamaata jarb 06bsAcHeHws (ecnu
COYTeT 3TO NpVvemnembiM), a Takke npoBeaeT
AONonNHUTENbHbIe npoBepku. Jllnbas uHpopmauus,
CBWAETENbCTBYIOWANA O TOM, YTO KaHAWAAT MOXET
NPeacTaBnsATb yrposy Ans AEeTel, npuBejer K
WCKMIOYEHWUIO [JaHHOro Kasgupara W3 4ducna
NPETEHAEHTOB HA AOMKHOCTb, ECNMM Ha MOMEHT
nony4yeHnAa o-rpvnua'reanoﬁ pekomeHaauunn
KaHauaaty yxe 6bino  caenaHo  YCrnoeHOe
npeanoxenve o pabore, Llkona ocraenseTr 3a
cobon npaeo 0TO3BaThb 3TO NPEANOXKEHMUE.

8.10. PekoMeHaauuun ans BHYTPEHHUX
KaHOoupaToB: B cuTyauusx, Koraa AencTByIOLLWIA
COTPYAHWK NpPEeTeHAYeT Ha HOBYIO JAOMMKHOCTb
BHyTpM LLkonel (noebiwexne unu nepesoa), LLkona
TaKKe W3yJyaeT ero NoCny>XHOW CNCOK Ha Hanu4ue
Kakux-nnbo MHUWAEHTOB, KacarLmxcs
safeguarding. MoryT 6bITb 3anpoLleHbl BHYTPEHHWE
OT3blBbl OT PYKOBOAWUTENEN 3TOrO COTPYAHMKA (4TO
hakTUUECKN 3aMeHSIET BHELUHUE PpeKoMeHAauun).
Mpn  paccmoTpeHuM  kaHawaaTypel  ocoboe
BHVMaHWe YAensieTcs OTCYyTCTBMIO  Kakux-nubo
WHLWIEHTOB, CBA3aHHBIX C BOMpocamu 3aluThbl
AeTen.

9. NPOBEPKA BJITATOHAAEXHOCTW
9.1. MNpoBepka cyaumoctu (criminal record
check): Llkona opraHuW3yeT MpoOBepKy Hanuuua
CYAMMOCTU U WHbIX NPaBOHAPYLIEHUA ANA KaXa0ro
HOBOrO COTPYAHWMKAa (a2 TakKe BOMOHTEPOB,

BbINONHAOWMX pPaboTy, CBA3AHHYIO C AETbMW) B

COOTBETCTBMM C  paspelleHHbiMW  3aKOHOM
npoueaypamu. 3TO BKNIOYAET NOMy4EHUE CrpaBku
o6 oOTCyTCTBMM CYAMMOCTM WMW aHanorM4yHoro
AOKYMEHTa W3 KaXAO0A CTpaHbl, B KOTOpOW#
KaHauaaT npoxwean unu pabotan 3HauuTenbHoe
Bpemss (kak npaeuno, 6 u Gonee mecsuUes) no
kpanHein mepe 3a nocnepnue 10 net. Lens LLkonbl

- cdopMupoBaTb MOMHOe NpPeACTaBrneHWe o
Hanuuum  nuBo  OTCYTCTBMM  CyAMMOCTM Y
kaHauaarta.  Ans - KaHAWAAToB,  SIBMAOLMXCH

rpaxcaaHdamu ctpaH wnm pabortaelumx B CTpaHax,
rae NPeaycMOTPeHbl LEHTPann3oBaHHble CUCTEMbI
NPOBEPKM CYAMMOCTM (ranpumep,
Benukobputanus, CLUA, Kawapa, Ascrpanus wu
ap.), kaHguaar obsa3aH npesocTaBuTb
COOTBETCTBYIOLLYIO cnpaeky, TaKxe npwv
HeobxoanmocTn LLikona MOXeT oKasarb
cofencTBME B ee nonyyeHnn. B yactHocTu:

9.1.1. Ona rpaxgaH BenukobputaHnun wvnu nud,

pabotaBwux B BenukoOpuranun: Tpebyetcs

npeagoctaBute  International  Child - Protection

Certificate (ICPC)  nwu6o 3KBUBANEHTHYIO
Nl R T S T

clarified with the candidate or the referee.

However, serious concerns (such as indications of
misconduct or information about safeguarding
investigations) shall trigger further review. The
School may conduct additional discussions with the
referee, request explanations from the candidate
where appropriate, and undertake additional
verification measures.

Any information indicating that a candidate may
pose a risk to children shall result in the candidate
being excluded from further consideration for the
position.

If a conditional offer of employment has already
been made, the School reserves the right to
withdraw such offer.

8.10. References for Internal Candidates: Where
an existing employee applies for another position
within the School (for example, promotion or
transfer), the School shall review the employee’s
internal record for any safeguarding-related
incidents.

Internal feedback from the employee’s supervisors
may be requested in place of external references.

In such cases, particular attention shall be given to
confirming the absence of any incidents or
concemns relating to child safeguarding.

9. BACKGROUND CHECKS
9.1. Criminal Record Checks: The School
conducts criminal record checks and other relevant
screening procedures for each new employee (as
well as volunteers whose activities involve work
with  children) in accordance with procedures
permitted by applicable law.
This includes obtaining a certificate of no criminal
record or an equivalent document from each
country in which the candidate has resided or
worked for a significant period (generally six
months or more) during at least the preceding ten
(10) years. The School's objective is to obtain a
comprehensive understanding of the candidate’s
criminal record status.
For candidates who are citizens of, or have worked
in, countries where centralized criminal background
check systems exist (such as the United Kingdom,
the United States, Canada, Australia, and others),
the candidate must provide the relevant certificate.
Where necessary, the School may assist in
obtaining such documentation.
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paclumpeHHylo  cnpasky DBS ana pabotbl 3a
py6exom (odopmnserca uyepes ACRO wumm
COOTBETCTBYIOLUMNE OpraHbil);

91.2. [ns rpawxaaH Apyrmx rocyaapcrs,

Heobxo4MMO NPeAocTaBUTb MONULENCKYIO CrpaBKy
unu cepTMdUKaT 0 HECYAUMOCTN U3 CBOEN CTPaHbl
NPOUCXOXKAEHWS, a TakKe W3 Kaaoh Apyrou
CTpaHbl, rae KaHAuAaT HeaaBHO npoxwean wnu
pa6oTan;

9.1.3. Kanampar o6s3aH TakKe npesocTaBuTb
o6s3aTenbHYI0 MO MECTHbIM 3akOHam cnpaeky 06
OTCYTCTBMM cyauMmocTU (K npumepy, cnpasky MBI
WNM WHbIX YMONMHOMOYEHHbIX OpPraHoB B CTpaHe

TPYAOYCTPOUCTBA);
9.1.4. Ecnu KaHaAnaaT Ha MOMEHT Hawnma
npoxveaet/paboTaer B Apyron CTpaHe,

aononHuTensHo Tpebyetca ceexas cnpaska 06
OTCYTCTBWW CYAMMOCTM U3 TOW CTPaHbI.

9.2. MogrBepxaeHne nuuyHocTU:  [lomwumo
npoeepku cyaumoctw, Llkona noaTeBepxaaer
MWYHOCTL  KaHaupaTta 4epes odulnanbHble
A OKYMEHTbI (nacnopr, HauuoHaneHoe

YAOCTOBEPEHWE NWYHOCTA U T.A.), YAOCTOBEPAACD,
YTO NMPEAbLSBUTENb AOKYMEHTOB W €CTb TOT Cambii
YENOBEK, 3a KOTOpOro cebs BblAaeT.
MpaeHTuuKkauyms npoBoAMTCA Ha  HECKOMbKUX
aTtanax: Npu noaade 3asiBneHuns (CKkaH AoKyMeHTa),
Ha WHTEPBbID (HENOCPeACTBEHHOE npeabABneHue
opuruHana AOoKyMEHTa) W HEMoCpPeACTBEHHO nepej
3aKMIoYeHeM TPYLOBOro 40roBopa.

9.3. Mpoeepka KBanudpukaummn: LWkona
NPOBEPSET NOANMHHOCTL BCEX NPOMECCUOHARNbHBIX
kBanupmkayun, HeobXxoAuMbIX ANSA BbINOAHEHUS
L OIMKHOCTHBIX obsizaHHOCTEN. Ons
npenogasartene’d 3TO 03HauyaeT BepuduKauyuio
avnnomoe o6 o6pa3zoBaHuK W NpenojaBaTenbCKux
cepTucukartos. KaHanaartel A0MKHbI NPEAOCTaBUTD
opurvHanel AokymeHToB 06 ofpasosaHun; npu
BO3MOXHOCTK LLIkoma moxeT HanpaewTb 3anpoc B

Bblaaswme  ux  ydebHble  3aBeAeHuUs  And
noaTeepxaeHus. Ecnm  ponxHocTe  Tpebyet
Hanuuua  onpejerneHHon  npodeccuoHanbHon
akkpeguTaym (Hanpumep, AEeNCTBYIOLLEN
NVLEH3UM Ha npenojaeaHve), LWkona
noaTBEPXaaeT craryc KaHgwuaara B
COOTBETCTBYIOLEM NpocheccnoHanbHOM peecTpe
WU 4Yepes  Bbl4aBWWA  NULUEH3NIO  Oprad.
[OKYMEHTbI Ha WHOCTPaHHbIX A3blKax AOMXHbI

CONPOBOXAATLCS 0hULMANBHBIM NEPEBOAOM.

9.4. MNpoBepKa No peecTpam nuL, COBePLIUBLUNX
npecTynneHusa npotue pgdetein: [lpn Hanuuuu
AocTyna K cooTBeTcTBylolum 6aszam  AaHHbIX
Llikona npoBepsieT, YTO KaHAWAAT HE YUCIUTCA B
Ka4yecTee /vua, COBepLIMBLUEr0 NPECTYNMNeHns

a W OF R

In particular:

9.1.1. For citizens of the United Kingdom or
individuals who have worked in the United
Kingdom, the candidate must provide an
International Child Protection Certificate (ICPC) or
an equivalent enhanced DBS certificate for
overseas employment (issued through ACRO or
other relevant authorities),

9.1.2. For citizens of other countries, the candidate
must provide a police certificate or criminal
background certificate from their country of origin
as well as from each other country where the
candidate has recently lived or worked,;

9.1.3. The candidate must also provide the criminal
background certificate required under the laws of
the country of employment (for example, a
certificate issued by the Ministry of Internal Affairs
or other authorized bodies);

9.1.4. If the candidate currently resides or works in
another country at the time of recruitment, a recent
criminal record certificate from that country must
also be provided.

9.2. Identity Verification: In addition to criminal
background checks, the School verifies the
candidate’s identity through official documents
(such as a passport or national identity card),
ensuring that the person presenting the documents
is the individual they claim to be.

Identity verification is conducted at several stages:
at the time of application (through a scanned copy
of the document), during the interview (presentation
of the original document), and immediately prior to
the conclusion of the employment contract.

9.3. Verification of Qualifications: The School
verifies the authenticity of all professional
qualifications required for the position.

For teaching staff, this includes verification of
educational diplomas and teaching -certificates.

Candidates must provide original educational
documents; where possible, the School may
contact the issuing educational institutions to

confirm their validity.

Where the position requires a specific professional
accreditation (for example, a valid teaching
license), the School verifies the candidate’s status
through the relevant professional register or the
licensing authority.

Documents issued in foreign languages must be
accompanied by an official translation.
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NPOTUB AETEeN, U He BHECEH HU B KaKne CNCKM NN,
nULeHHbIX NpaBa paboTaTtk C AETbMU.

9.5. [DononHutensHLIe MexayHapoaHble
nposepku:  llkona  ocosHaer, u4TO  AnS
MHOCTPaHHbIX KaHAWAATOB MOMy4YeHWEe HEKOTOPLIX
WHOCTPaHHbIX  CNpPaBoK MOXET NpejCTaBnsATb
TPyAHOCTU. ECAN HYXXHYIO CNpaBKy O HECYAUMOCTH
13 OnpeaeneHHoN CTpaHbl NoNyYnTb HE yAAeTes (B
CUNy IOPUANYECKNX OrpaHUYEHUA NN YPEe3MEPHBIX
CpokoB OxwuaaHus), Llkona npumeHWT noaxog
«BogoNaja» Ans CHMWXEHUA pucka. 3TO 03Ha4aeT:
9.5.1. 3anpocuTb A40MNONHUTENbHBIE PEKOMEHAALNN
oT pabotoparened  WnW - Konner W3 3TOM
CTpaHbl/pernoHa, ocobGeHHO OT yBaxaemblx nuy
WUNA yYpexaeHun, KoTopble MOryT Mopy4uTbCs 3a
Kanangara;

9.5.2. [poBecTn yrnyGneHHbIn NOMCK OTKPbITOW
uHopmauyum o kaHaupate B wHTepHete u CMU,
KacalLlenca nepnoga ero XwsHu B JaHHOW CTpaxe
(BKMIOYAsi NMOMCK Ha MECTHOM A3blke CBEAEHWA O
KaHauaaTe, HOBOCTEW C YNOMWHaHWEM €ro UMEHMN —
C WCMNonb3oBaHWEM KMIOYEBLIX CMOB BKMKOYas

«cnyvyam Hacunuay, «0BBUHEHMEY,
«paccnefoBaHue» 1 T.4.);
9.5.3. Mpoeeputb umeloLmecs

npoceccrnoHaneHble CAUCKW CaHKuniA (Hanpumep,
ecnu kaHampar Obln ydutenem B 3TOM CTpaHe —
ybeauTbcs No AOCTYMHbIM AaHHLIM, HE nuiiancs
nM OH npaea npenojasaTtb, HET N 3anucen o
AVCLMMNNNHAPHBIX Mepax),

9.5.4. B o6s3artenbHOM nopsgke B3ATb €
KaHamaara AOMOMHUTENbHOE NUCbMEHHOE
NOATBEPMXAEHWE O TOM, YTO, NO €ro CBEAEHWUAM, OH
He NpuBneKancs K OTBETCTBEHHOCTM 3a Kakme-nvbo
VWHUWAEHTBI, KOTOPble MOFyT MOCTaBWUTb MOA
COMHEHMWE ero NpUrogHoCTb, N YTO NPOTUB HEro HeT
He3aBepLUEHHbIX paccrnefoBaHUi B TOW WU UHOW
cTpaHe.

9.6. MeguuuHckan npurogHoctk: [locne
NPUHATUA PELUeHUs] O HaWMe KaHawgar AOSmKeH

3anonHUTL  MEAMLUMHCKYI0  JAeKnapauuio o
COCTOSHUM 3/10POBbA. B cnyJasx,
NPeAyCMOTPEHHbIX  3aKOHOAATeNbCTBOM WK

BHYTPEHHUMU npasunamu LLkonel, kaHanaar byaet
HanpaeneH Ha MEeAWUMHCKWA OCMOTP C Lenblo

NOATBEPXKAEHMST ero CcrnocobHOCTM  BbINOMHATH
JOMKHOCTHble  06A3aHHocTW. [daHHas  mepa
HanpaeneHa Ha 71O, 4ToObl ybeawTbes, 4TO

KaHanaaT puU3nueckn U ncuxonormdeckn cnocobex
BbINOMHATL paBoTy, BKMKOYAA BCE  aCMEKThl,
cBAzaHHble ¢ GesonacHocTbio U 3a60ToNM 0 AeTsaX.

9.7. MNpaBo Ha pabory: Llkona npoeepseT
Hanuyme y KaHauaara 3aKkoHHOro npasa Ha p350Ty

Fol B RS

9.4. Checks Against Child Protection Registers:
Where access to relevant databases is available,
the School verifies that the candidate is not listed
as an individual who has committed offenses
against children and is not included in any register
of persons prohibited from working with children.

9.5. Additional International Checks: The School
recognizes that obtaining certain international
certificates may be difficult for foreign candidates.

If a criminal record certificate from a particular
country cannot be obtained due to legal restrictions
or excessive delays, the School applies a
risk-mitigation “waterfall approach”, which may
include the following measures:

9.5.1. Requesting additional references from
employers or colleagues from the relevant country
or region, particularly from reputable individuals or
institutions able to vouch for the candidate;

9.5.2. Conducting enhanced open-source searches
of publicly available information about the candidate
(including internet and media searches) relating to
the candidate’s period of residence in that country,
including searches in the local language using
keywords such as ‘“abuse,” “allegation,” or
“investigation”;

9.5.3. Reviewing available professional sanction
lists (for example, confirming that the candidate has
not been prohibited from teaching or subjected to
disciplinary sanctions in that jurisdiction);

9.5.4. Obtaining a written declaration from the
candidate confirming that, to the best of their
knowledge, they have not been subject to any
proceedings or incidents that could call into
question their suitability to work with children and
that there are no ongoing investigations involving
them in any jurisdiction.

9.6. Medical Fitness: Following a decision to hire,
the candidate will be required to complete a
medical declaration regarding their health status.
Where required by law or intemal School
regulations, the candidate will also be referred for a
medical examination in order to confirm his/her
ability to perform the duties of the position.

This measure ensures that the candidate is
physically and psychologically capable of fulfilling
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B CTpaHe TpyaoyctponcTea. KanamaaTbl AOMKHbI
COOTBETCTBOBATb UMMUIPALMOHHLIM TpeboBaHUAM;
Lkona npu HeobxoAMMOCTK oKasblBaeT
copaencTene B ohopmneHun paboumx Bu3, 0AHAKO
nioboe npeanoxeHune o pabote ABNAeTCA
YCMNOBHbIM Ao nony4yeHus KaHAWAaTOM
HeoBXOAMMbIX AOKYMEHTOB, AaloWux npaso Ha
3aKOHHOE TPYAOYCTPONCTBO.

9.8. MNpucyTcTBUE B MHTEPHETE U COLUanbHbIX
cerax: B pamkax nposepku OGnaroHapexHOCTU
Lkona ocraenseT 3a cobon npago: BbIMONHWTb
OrpaHuyeHHyo NpoBEpKyY obLeaocTynHowm
WHpopMauvm o KaHaupare (Hanpumep, uyepes
NMOMCK B WHTEPHETE WNW NPOCMOTP NyGnUYHbIX
npocdunein B couManbHbIX CETAX) Ha npeaMeT
BbISIBNEHNS BO3MOHbIX HaCTOpPaXKMBaKOLLMX
hakToB (Hanpumep, OTKPbITO AOCTYMHbIX CBEAEHWUNA
O NPOTMBOMPaBHOM MOBEAEHWK). Takue NpoBepKu
OCYyLLECTBMAIOTCA KOPPEKTHO, cobniogas npaso
KaHAM4aTa Ha YacTHY XW3Hb, W HanpasneEHbl
NPEVUMYLLECTBEHHO Ha BbISIBNIEHWE WHGOpMaLuK,
crnocoGHON NOBNWMATL Ha pPenyTauvio Kangupara
kKaKk negarora WNM  CBWAETENbCTBYIOWEW O
noBeAeHWUMN, HECOBMECTUMOM C paboToil ¢ AeTbMU.

9.9. BpeMeHHble paMKuU NpoBeAeHWUs NpoBepoK:
Hu oguvH COTPYAHWK HE MOXEeT ObiTb AONYWEH K

camoctosTenbHo pabote ¢ geTbMM Ao
3aBepLUeHs OCHOBHbIX NpoBepoK
BnaroHafexHoCTH " nony4eHus
YAOBMNETBOPUTENbBHBIX pe3ynbraTos. Lkona
CTPEMUTCA 3aBepLMTb BCe NPOBepkM A0 AaTbl
Hayana pabotel coTpyaHuka. Ecnm  un3-3a

OpraHM3auUMOHHbIX 3a4epXeK K MOMEHTY BbIXOAa Ha
paboTy kakoro-nnmbo u3 pesynstaToB NPOBEPOK eLle
He OyaeT, COTPYAHWMK MOXET ObiTb BPEMEHHO
aonyuleH k paboTe noa cmposumM KOHmMponem u ¢
y4ermoM oueHeHHo20 pucka, Npu yCroBWu1, YTo BCE
OCTanbHble  KNOYeBble  NpoBepkn  (0COBEHHO
pekomeHaauymm n xots Bbl 0AHA U3 CNpaBok O
HECYAUMOCTW) e Janu YAOBMNETBOPUTEMNbHbIE
pesynstatbl, a _cam COTPYAHWK rnoanucan
cooTBeTcTBylowee oba3arenscteo. B nofo6HbIx
cnyyasx nobas ocralwanca npoeepka AomKHa
ObITb 3aBeplUeHa B KpaTyaului BO3MOXHbIA CPOK,
a coTpyaHuK He ByaeT AonycKaTbCs K OAMH-HA-0AWH
B3aMMOAENCTBMIO C AEeTbMM A0 Tex nop, noka
OCTaBLUIAACA MNpOBEpPKa He MOATBEPAWUT  ero
6naroHaaeXxHoCTb.

9.10. KoHdpmaeHUMANLHOCTE U 3alUMTa OAHHLIX:

Peaynbtathl BCEX NPOBEPOK (Hanpumep,

cogepXaHue CnpaBkum O  HanM4Mu/oTCyTCTBUM

CYAUMOCTHM) paccmaTpuBaloTca cTporo

KOHbUAEHLMANBHO. Mudopmanusn o} HUX
PRAL o BT T

his/her responsibilities, including those related to
the safety and care of children.

9.7. Right to Work: The School verifies that the
candidate has the legal right to work in the country
of employment.

Candidates must comply with applicable
immigration requirements. The School may assist,
where necessary, with the process of obtaining
work visas; however, any offer of employment
remains conditional until the candidate has
obtained the necessary legal authorization to work.

9.8. Online Presence and Social Media Review:
As part of background screening, the School
reserves the right to conduct limited checks of
publicly available information about the candidate
(for example, intemet searches or reviews of
publicly accessible social media profiles) in order to
identify potential concerns.

Such checks are conducted respectfully and with
due regard for the candidate’s right to privacy, and
are primarily aimed at identifying publicly available
information that may affect the candidate’s
professional reputation as an educator or indicate
conduct incompatible with working with children.

9.9. Timing of Background Checks: No employee
may be permitted to work independently with
children until the essential background checks have
been completed and satisfactory results have been
obtained.

The School aims to complete all checks prior to the
employee’s start date. If, due to administrative
delays, certain results are still pending at the time
the employee begins work, the employee may be
temporarily permitted to work under strict
supervision and subject to risk assessment,
provided that all other key checks (particularly
references and at least one criminal record
certificate) have produced satisfactory results and
the employee has signed the necessary
declarations.

In such circumstances, any remaining checks must
be completed as soon as possible, and the
employee shall not be permitted to engage in
one-to-one interaction with children until the
outstanding check confirms his/her suitability.
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npegocTaenseTcs BHyTpu LUkonbl TOnbko TEM
nviuam, KoMy HeobxoaMMO €e 3HaTb ANA NPUHATUA
peleHuin o Haime n obecneyeHuns GesonacHocTy,
1 xpaHuTcs ¢ cobniogeHnem TpebosaHuii 0 3almTe
NepCcoHanbHbIX AaHHbIX. [ony4YeHHble AOKYMEHTbI
(cnpaBku, cepTuuUKaThl) XpPaHATCS B NWYHOM Jene
COTPYAHVKA B COOTBETCTBUM C YCTaHOBIIEHHLIMU
npaeunamu.

9.11. HeraTtuBHbIe pe3ynbkraTthbl npoBepok: Ecrn
no wrToram npoBepkn OGnaroHagexHocTn OyayT
nonyveHbl CBEAEHWA, BbI3bIBAOLME ONaceHus
(Hanpumep, wHcbopmauus o cyaumoctu), Llkona

OCyLLecTBnAeT OUEHKY Kaxzoro cnyyas
WHAWBMAYASBHO. ManosHauuTenobHoe
NpaBoOHapyLWeHNe, He WMEeloLee OTHOWEHUA K
paboTe C AeTbMW (CKaXeM, EANHUYHOE HapyLLueHne
nan), He obs3arenbHo npensTcTByeT
TPYAOYCTPOMCTBY, OAHako nwoboe cepbe3Hoe
npaBoHapyweHne wunu nwbas  uHhopmaums,

CBA3aHHAaA C NPUYUHEHWEM Bpeja APYruM FOASAM,
ocobeHHO pAeTaAM, npuBedeT K HemejleHHOMY
OTKNOHEHWUIO KaHAWAAaTypbl. B cnyyasx, Koraa
nHpopmauua TpebyeT YTOYHEHWUS UMK NOSICHEHWUN,
KaHAWAAT MOXET ObiTb AOMNOMHMTENbHO ONPOLUEH
ANs npejocTaBneHws KoHTekcTa. Llkona Takxe,
npyu HeoBXoAMMOCTU, KOHCYNBTUPYETCA C IOPUCTaMK
WN 3KcnepTaMu no 3awurte aeTter. [puoputeTom
Bceraa ocraetcA Oe3sonacHocTb JAeten. Ecnu
KaHguaaty yxe Obino cpenaHo npejnoxeHue o
npueme Ha paboty noa YCMNOBMEM  «YUCTLIX»
pe3ynsTaToB NpoBepoK, a hakTmyeckue
pesynsTaThl 0Ka3anucb HeyAOBNETBOPUTENbHLIMU,
npeanoxexnue GyaeT 0TO3BaHO.

9.12. [lokymeHTauus npoeepok: MHdopmayus o
TOM, 4TO HeoOXxoAWMble NPOBEPKU NPOWAEHbI (C
yKkasaHvem jat u, npu HeobXxoAMMOCTW, HOMEPOB
MONYYEHHbIX  CMAPaBoK WM  CepTUUKaTOoB),
dukcupyercs B LleHTpanbHom peectpe
GesonacHOCTM W B IUYHOM Jene COTPYAHMKA.
MonyyeHHbIE CnNpaBkKM W OTYETbl XPaHATCA (B
OyMaXHOM WK ANEKTPOHHOM BUAE) B
COOTBETCTBMM C 3aKOHOAaTENbCTBOM.

10. PELLEHME O NPUEME U YCNOBHOE
NPEMAJIOXEHWE
10.1. OkoHuaTenbHLIW BLIGop: o 3aBeplieHUn
BCEX aTanos (MHTepBLIO 7 aHanusa
npeasapuTenbHbIX NnpoBepoK, Takmx Kak
pekomengauun) Llkona npuHUMaeT pelweHue o
npeanoyTUTENBHOM KaHauaate. 3To pelueHue
OCHOBbIBAETCA Ha BCECTOPOHHEN OLEHKe
KBanudukauun, onbiTa, PesynbTaToB WUHTEPBbIO,
OT3bIBOB PEeKOMEHAATENeNn, a Takke COOTBETCTBUSA

= WTUFT LR

9.10. Confidentiality and Data Protection: The
results of all background checks (for example, the
contents of criminal record certificates) are treated
as strictly confidential.

Such information is disclosed within the School only
to individuals who require it for recruitment
decision-making and safeguarding purposes and is
stored in compliance with applicable personal data
protection legislation.

Documents obtained during the screening process
are retained in the employee’s personnel file in
accordance with established retention rules.

9.11. Adverse Screening Results: If background
checks reveal information that raises concerns (for
example, criminal convictions), the School
evaluates each case individually.

Minor offenses unrelated to working with children
(such as a single traffic violation) do not necessarily
preclude employment. However, any serious
offense or any information indicating harm to
others—particularly to children—will result in the
candidate’s immediate disqualification.

Where clarification is required, the candidate may
be invited to provide additional explanation. The
School may also consult legal advisors or
safeguarding experts where necessary.

The safety and well-being of children shall remain
the overriding priority. If a conditional offer of
employment has been made and the results of the
background checks are unsatisfactory, the School
reserves the right to withdraw the offer.

9.12. Documentation of Checks: Information
confirming that the required checks have been
completed (including dates and, where applicable,
reference numbers of certificates or documents) is
recorded in the Central Safeguarding Register and
in the employee’s personnel file.

Certificates and reports obtained during the
screening process are retained (in paper or
electronic form) in accordance with applicable
legislation.

10. SELECTION DECISION AND CONDITIONAL
OFFER

10.1. Final Selection: Upon completion of all

recruitment stages (including interviews and
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ueHHocTam LLkonbl (ocobeHHO B YacTy OTHOLLEHUS
K GesonacHocTn petein). Ob6ocHoeaHue Bbibopa
KaHaupara aokymeHtupyetcs. [Ans obecneveHus

NPO3pa4YHoOCTU: ecnu BbiOpaHHbIA KaHAMAAaT B
MOMEHT Hanma pabotaer B Apyron
MexayHapogHon  Ukone wnn  aHanorMdHom

obpasoBaTtencHoM opraHusauuy, AkaseMudeckui
avpektop LUkonbl MOXET yCTaHOBUTb MPAMOW
KOHTaKT C pykosoacTsom 3Ton LUkonel B nopaake
npodeccnoHanbHoro B3aVMOAENCTBUA,
noATBEPAVE (PaKT HAMEPEHWs HAHATb COTPYAHMKA
1 npoeeaeHue HeobxoaMMbIX NPOBEPOK.

10.2. YcnoBHoe npepanoxexue: BbiGpaHHOMY
KaHAWAaTy HanpaenaeTcsi yCroBHOe NpeanoxeHne
o pabore. B Takom npeanoOXeHWW YeTKo
NPONMUCaHO, YTO OHO BCTYNWUT B CUMY TOMbKO NpW
BbINOMHEHWW psAa  YCMOBUW, npexae BCero
CBA3aHHbIX C Bnaronony4HbiM 3aBepLUeHNeM BCex
OCTaBLUMXCA  MPOBEPOMHbIX  MEPONPUATUA  NO
GesonacHocTn (Hanpumep, NOATBEPXKAEHWE
MUYHOCTKW, NONy4YeHne BCeX YAOBNETBOPUTENbHbIX
PeKOMeHAaUnMA — ecrnvu OHWU €LUe HEe MNOMyYeHbl,
yucTble cnpaekm 06  OTCYTCTBMM  CyAUMOCTH,
nposepka AokymeHToB 06 obpasoBaHum u T.4.), a
Taioke nbbix APYrux CTaHAAPTHbIX YCNOBUIA (TaKMX
KaKk Hanuuume npasa Ha paboTy, MeAWUMHCKWUIA
AOMNYCK, YCnewHoe NPOXOX/AEeHNe WCNbITATeNbHOo
cpoka). Kangupaty B nucbMeHHOW cpopme
coobulaeTcss nepeyeHb NPOBEPOK, KOTopble Ha
MOMEHT HanpasneHusi NPeAnoXeHus ele He
3aBEpLUEHbI.

10.3. loroBop 1 obAsaTenbcTBa: OQHOBPEMEHHO
C YCNOBHbIM NPEANOXEeHWEM KaHAMAATy MOXEeT
6bITh HanpaeneH NPOeKT TPyAOBOro gorosopa. B
JOroBOp BKMKOYAKOTCA MONOXEHUN, Kacalumecs
3aWmnThl YYALMXCH — HanpuMep, NyHKT O TOM, YTO
npoAomnkeHne paboTbl 3aBUCUT OT COBNOAEHWUS
COTPYAHVMKOM HOPM noBedeHuAa W 4to noboe
npeaocTaeneHve JTOXHbBIX CBEeAEHUN 0
ksanudukayum  unn - Guorpadmm - ABNAETCA
OCHOBaHMEM  ANs  NpPeKkpaweHWsa  TPYAOBbIX
oTHOWweHnn. = KaHauaaT noanvcbiBaeT TPYAOBOM
ADOroBop, NOATBEPHAAS COrMacue C yKaszaHHbIMW
ycnoeuamu. [orosop BCTynaeT B CWUMY TOMbKO
nocne BbINOMHEHWA BCEX YCMOBWIA, YKA3aHHbIX B
npeanoxeHun o pabore.

10.4. YeBepomnenue Opyrux KaHaAWAATOB:
Kangwpartel, npowegwwune cobecefoBaHne, HO He
BbiOpaHHble Ha  AOMKHOCTb, CBOEBPEMEHHO
yBegomnaoTca o6 atom (Hanpumep, NocpescTBOM
3MNEKTPOHHOW MOYTbl) NOCNE TOro, Kak BbiBpaHHbIN
KaHAWaaT nNPUMET YCMOBHOE MpesNoKeHue O
pabote. Kak npaswuno, LLUkona He npegocrasnseT
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analysis of preliminary checks such as references),
the School makes a decision regarding the
preferred candidate. This decision is based on a
comprehensive assessment of the candidate’s
qualifications, professional experience, interview
performance, referee feedback, and alignment with
the School's values, particularly with respect to
attitudes toward child safeguarding.

The justification for the selection of the candidate
shall be documented. In order to ensure
transparency, if the selected candidate is currently
employed by another international school or a
comparable educational institution, the Principal
may establish direct professional contact with the
leadership of that institution to confirm the
candidate’s employment status and the completion
of the necessary checks.

10.2. Conditional Offer: The selected candidate
shall be provided with a conditional offer of
employment. The offer shall clearly state that it will
become effective only upon fulfillment of a number
of conditions, primarily related to the satisfactory
completion of all remaining safeguarding and
background checks.

Such conditions may include, but are not limited to:
verification of identity; receipt of satisfactory
references (if not already obtained); provision of
clean criminal record certificates; verification of
educational qualifications; confirmation of the
candidate’s legal right to work; medical clearance,
where applicable; successful completion of any
probationary period.

The candidate shall be informed in writing of any
checks that remain pending at the time the offer is
issued.

10.3. Employment Contract and Obligations:
Together with the conditional offer, the candidate
may be provided with a draft employment contract.
The employment contract shall include provisions
relating to the safeguarding of students, including
clauses stating that continued employment is
conditional upon adherence to professional conduct
standards and that the provision of false information
regarding qualifications or background constitutes
grounds for termination of employment.

The candidate signs the employment contract to
confirm acceptance of these conditions. The
contract shall enter into force only after all
conditions specified in the employment offer have
been fulfilled.

10.4. Other Candidates:
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noApobHbLIA aHanuW3 pesynsTatoB WHTEPBLIO U
OrpaHN4MBacTCA BblpaXeHnem GnarogapHocTy 3a
ydactme B npouecce otbopa. WHbopmauus,
nony4yeHHasa B XO4€E NPOBEPKN peKkoMeHZauun mnm
MHbIX NPOBEepoK OnaroHaaexHOCTW, He MNOANeXUT
PacKpbITUIO TPETBUM NULIAM.

10.5. HeBbInonNHeHWe ycnoBuMW NpeanoXeHUs:
Ecnun kaHAWAAT HE BbINOMHAET YCNOBUA YCNOBHOIO

NPEANOXEHNS (Hanpumep, nony4exa
OTPULATENbHAA PEKOMEHAALMS WNW  pesynbTaThl
npoBepKK BbISIBUMY 06CTOATENLCTRA,

HecoBMecTUMble ¢ paboton ¢ petbmu), Lkona
BnpaBe aHHynupoBaTb npeanoxeHuwe o pabore.
Kanawnaar yegomnsetcs 06 oT3biBe npesroxeHns.
Mpv BO3MOXHOCTM W B pamKkax [eMCTBYIOLLENO
3aKoHoaaTenbLCcTBa emy MOXeT ObITb
npeaocTaBneHo  kpatkoe OObACHEeHWe npuUunH
Takoro peweHwnsa. MNocne atoro LLkona nepexoauT K
pPacCcMOTPEHUIO APYruX KaHAWAATOB (NpY HaNU4nK)
nnbo BHOBb OTKPbIBAET BakaHCUIO W NMPOAOIKaeT
NoUCK.

11. BBEAEHME B AOMKHOCTbH U

WUCNBITATENBHLIN CPOK
11.1. BBoAgHbLIA WHCTPYKTaX nNo Bomnpocam
GesonacHocTU: Kaxgbli  HOBbIM  COTPYAHWUK,

HE3aBMCMMO OT 3aHUMAaeMOW A OIMKHOCTU, AOIMKEH
NPONTW WHCTPYKTEXK MO 3awuTe AeTeln cpasy nocne
BCTYNMEHUA B J[OMKHOCTb. Kak npaeuno, Takon
WHCTPYKTaX< NMPOBOAWTCA B NepBblil pabounii geHb
(nv6o ‘B nepeyto Hegenio paboTbl) COTPYAHWUKOM
DSL wnn Aapyrum  noOArOTOBMEHHBIM  JIALIOM.
lMporpamma BBOAHOIrO MHCTPYKTaXA BKIIOYAET:
11.1.1 [ertanbHoe o3HakoMneHue ¢ [lonutukon
GesonacHocT cTyaeHToB W obecnedyeHus wux
6Gnarononyuns  (Student  Safeguarding and
Wellbeing Policy) Lkonel, Bknioyas onpeseneHus
pasHbIX BUAOB XECTOKOro obpalueHusi, npusHaku
Hebnaronony4yns 1M 06A3aHHOCTU COTPYAHWUKOB MO
Cco06LEeHWI0 0 MOkIX NOA03PEHUSIX;

11.1.2 OsnHakomneHne c¢ Koaekcom noBeaeHUS
coTpyaHuka, ocoboe  BHUMaHWE  YAenseTcs
CTaHAapTaMm = B3aWMOOTHOLUEHUA C  YYEeHMKaMM,
npotheccuoHanbHbiMU  rpaHuLamMn 1 npasunamu
6esonacHoro obweHus;

11.1.3. CneuwanbHblil WHCTPYKTaXK O nOpsigke
coobweHns o nobbiXx MHUMAEHTAX, CBA3aHHbIX C
3awmTon peten (pasbsicHsetcs, kto B Llkone
asnaeTca DSL, kakoBbl BHYTPEHHWE npoLeaypbl
noAadn CUrHanoB, KOHTaKTHas nHdopMauusa U T.4.);
11.1.4. OGsop KnIO4eBbIX BHYTPEHHMX MpaBwvn,
Kacawowmxcs Gnarononyyms yyawmxes (Hanpumep,
nonvTuKa NPOTUB TPaenw, NpaeBuna ynpasBneHwus
NOBEAEHUEM, NonuTUKa AonycTumoro
ncnone3oeanua T u uHTepHeta) — B obbemax,
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Candidates who participated in interviews but were
not selected for the position shall be notified in a
timely manner (for example, by email) once the
selected candidate has accepted the conditional
offer.

As a rule, the School does not provide detailed
feedback regarding interview outcomes and limits
its communication to expressing appreciation for
the candidate’s participation in the recruitment
process.

Information obtained during reference checks or
other background screening procedures shall not
be disclosed to third parties.

10.5. Failure to Meet the Conditions of the
Offer: If the candidate fails to meet the conditions
of the conditional offer (for example, if an adverse
reference is received or background checks reveal
circumstances incompatible with working with
children), the School reserves the right to withdraw
the offer of employment.

The candidate shall be informed of the withdrawal
of the offer. Where possible and in accordance with
applicable legislation, a brief explanation of the
decision may be provided.

Following the withdrawal of the offer, the School
may proceed to consider other candidates (if
available) or reopen the vacancy and continue the
recruitment process.

11. INDUCTION AND PROBATION PERIOD

11.1. Safeguarding Induction Training: Every
new employee, -regardless of position, must
undergo safeguarding induction training
immediately after commencing employment. As a
rule, this training is conducted on the first working
day (or during the first week of employment) by the
Designated Safeguarding Lead (DSL) or another
appropriately trained staff member.

The induction program includes:

11.1.1 Detailed familiarization with the School’s
Student Safeguarding and Wellbeing Policy,
including definitions of different forms of abuse,
indicators of child welfare concerns, and
employees’ obligations to report any suspicions;

1.1.2. Familiarization with the Staff Code of
Conduct, with particular emphasis on standards
governing relationships with students, professional
boundaries, and safe communication practices;

11.1.3. Specific instruction on the procedures for

reporting  safeguarding concerns, including
identification of the DSL within the School, internal
26
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aKTyanbHbIX AN LOMKHOCTHbIX 06s3aHHOCTEN
LaHHOrO COTPYAHMKA,;

11.1.5. Hosbin cOTpPyAHWK AOMKEH nojnucaTh
LOKYMEHT (Mnn ¢opmy B COCTaBe WHCTPyKTaxa),
NOATBEPKAAIOLMA, UTO OH O3HAKOMMIICA N MOHAN

MonuTuky 6esonacHocTK CTYAEHTOB n
obecrneyeHns ux OGnarononyuma u  Koagekc
NoBEAEHNS  COTpyaHMka W obssyetes  uXx
cobnioaare.

11.2. HacraBHuuecTBO: [l0 BO3MOXHOCTW 3a
HOBbIM COTPYAHWKOM Ha Nepuoa = agantauvu
3aKkpennAeTrca HacTaBHMK W3 4YUCNa OnbITHbIX

COTPYAHVKOB.

HacTtaBHMK NOMOraeT COTPYAHWKY OCBOUTLCA B
LOMKHOCTU W PasbACHAET NPaKTUYECKMe acnekTbl
paboTbl, BKMO4Mas npoueaypbl, CBs3aHHbIE C
oBecneueHnem OGesonacHocT ydawmxca. 370
MOXET BKMNOYaTb, Hanpumep, npasuna nepeaadu
YyYalWmMXCH POAUTENSM, MOPAAOK WCNONb30BaHWUSA
NHDOPMALMOHHBIX TEXHONOrun B
obGpasoBaTenbHOM Npouecce U Apyrue npoueaypbl,
NPUMEHWMbIE K AO/MKHOCTHbIM  06A3aHHOCTAM
COTPYAHWKA.

11.3. MenbimratenbHbii cpok: [Npuem Ha paboty

MOXET npeaycMaTpuBaTh yCTaHOBMEHWE
MCNbITAaTeNbHOr0O CpPOka B COOTBETCTBMM C
TPYAOBbIM 3aKoHO4aTenNbLCTBOM Pecnybnuku
Y3abekucTaH.

Llenbio vcnbiratenbHOro cpoka ABMAeTCH OLeHKa
npoeccMoHanbHOW AEATENbHOCTN  COTPYAHUKA,
ero roBejeHMss W COOTBETCTBMA TpeboBaHusaM
pabotbl B 06pasoBaTensHou cpeae.
MpofomKUTENbHOCTD M YCINOBWUSA MUCMbITATENBHOM
CpOKa yKasblBalOTCA B TPYAOBOM J0roBope.

B Teuenune aToro nepuoaa:

11.3.1. HenocpeaCTBEHHbLIN PYKOBOAMTENL HOBOIO
CDprAHI/IKa BHWUMAaTenbHoO oTcnexuBaeTt ero
npoteccroHanbHbIe pe3ynstaTthl U NOBEAEHWE,;
1188.2. CoTpyaHuKy npwu HeobxoauMocTur
NPeAOCTaBMSATCA AOMNONHUTENbHbIE TPEHWHIM UNn
HacTaBHMYECKAs MNOMOLLb, BKNOMas yrnybneHuve
3HaHun no Bonpocam obecneveHus BesonacHocTy
heTen,

11.3.3. CoTpyaHWK perynsipHo BCTpeYaeTcs Co
CBOVM pYyKOBOAMWTENEM Ans nonydyeHus obGpaTHou
CBA3W; CTaHAAPTHOW TEMOW ANA 06CyxaeHMa Ha
Takux BCTpeYax ABnseTcH cobnioaeHune
COTPYAHWKOM NpaBun 3alnTbl JeTEen;

11.3.4. Ecnn B xoie WCNbITATENLHOrO CpoKa
BO3HWKAIOT COMHEHUS B npodeccMoHanbHown
NPUroAHOCTW COTPYAHWKA WNW B €ro NOBEAEHUW
(ocobeHHo B yacTu obecneuyeHnss 6e30MacHOCTH
yyawuxcs), Takue o6cTosTensCTBa

PE & B "

reporting procedures, and relevant contact
information;

11.1.4. An overview of key internal policies relating
to student wellbeing (for example, the anti-bullying
policy, behavior management procedures, and
acceptable use of information technology and
internet resources), to the extent relevant to the

employee’s role;

11.1.5. The new employee must sign a document
(or form included as part of the induction process)
confirming that he/she has read and understood the
Student Safeguarding and Wellbeing Policy and the
Staff Code of Conduct and undertakes to comply
with them.

11.2. Mentorship: Where possible, a mentor from
among experienced staff members shall be
assigned to the new employee during the
adaptation period.

The mentor assists the employee in adjusting to the
role and explains the practical aspects of work,
including procedures related to student safety. This
may include, for example, procedures for handing
students over to parents or guardians, rules
governing the use of information technologies in the
educational process, and other procedures relevant
to the employee’s responsibilities.

11.3. Probationary Period: Employment may
include a probationary period in accordance with
the labor legislation of the Republic of Uzbekistan.

The purpose of the probationary period is to
evaluate the employee’s professional performance,
conduct, and overall suitability for working within an
educational environment.

The duration and conditions of the probationary

period shall be specified in the employment
contract.

During this period:

11.3.1. The employee’s immediate supervisor

closely monitors the employee’s professional
performance and conduct;

11.3.2. Where necessary, the employee may
receive additional training or mentoring support,
including further instruction in safeguarding
practices;

11.3.3. The employee regularly meets with the
supervisor to receive feedback; adherence to
safeguarding standards forms a standard topic of
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He3ameanuTenbHo
pykoBogcTBOM LLkonbil.
B 3aBucMMOCTM OT pesynbTatoB NPOBEPKM MOryT
OblTb  NPUHATBI  Mepbl, BKMIOYas NpoBejeHue
AOMOMHWUTENBHOW — OLEHKM WNW  MpeKpalieHune
TPYAOBbIX OTHOLIEHWI B YCTAHOBNEHHOM 3aKOHOM
NopsAKe.

paccMaTpuBalTCs

11.4. lNopgreepxageHne Ha3HaveHusn: [locne
YCMNELHOro 3aBEPLUEHNA WCNbITATENbHOrO CpoKa
(To ecTb Korga COTPYAHWK — BbINOMHWM -~ BCe
NOCTaBneHHbIE  3ajauyun,  MPOAEMOHCTPUpOBan
npoteccuoHannsM WU CNejoBaHME  HopMam
noseAeHuns), ero Ha3HayeHune cyuTaeTtcs
NOATBEPKAEHHBIM Ha MOCTOSHHOW ocHoBe (nubo
HauMHaeTca  Chneaylowmi  3tan  AOrOBOPHbIX
OTHOLIEHWA, ecnn Obin  CPOYHBLIA  AOroBOP).
Pesynerathbl arrecrauum no mrToram
MCMbITAaTENbHOrO  CPOKa  AOKYMEHTUPYIOTCS U
XpaHHTCFI B INYHOM Aene.

11.5. HenpepbiBHOE obyuyeHue: LLkona
npueepxeHa NpUHLMNY NOCTOSAHHOrO
COBEpLUEHCTBOBAHWA KOMMETEHUMIA COTPYAHWKOB B
obnactn 3awurtbl AeTel. HoBble COTPYAHWKM
VHGOpPMUPYOTCA 006 00R3aTenbHOM  eXerofHoMm
obyyeHun 1 0BHOBNEHMM 3HAHWIA NO 3aLUTE AETEN,
KOTOPOE OHW AOMKHBI NPOXOAUTL. WX Takke moryT
HanpaensTb Ha COOTBETCTBYIOLUWE OHNAaWH-KYPChbI
WNW BHELLHWE CEMUHaphbl (Hanpumep, TpeHuHru CIS
wnu ITFCP no 3awwTte AeTei), B 3aBUCUMOCTA OT
3aHUMaEMON AOMKHOCTI.

11.6. Kynsrypa 6aurenbHocTu: CoTpyaHMKam C
nepebix AHeW paboTbl pPasbACHAETCH, 4TO
OTBETCTBEHHOCTb 3a ©GesonacHocTb yyalumxcs
NeXuT Ha Kaxaom uneHe nepcoHana. LWkona
noaAepxveaer KynsTypy OTKPbITOrO
MHOPMUPOBaHWNSA, NP KOTOPOW COTPYAHUKUA MOTyT
6e3 onaceHwin coobate 0 nOBGbIX NOAO3PEHMsX
unu npobnemax, CBsi3aHHbIX C 6Ge30MacHOCTbIO
AETen, BKMIOYas  UCNonb3oBaHWe  npoueayp
BHYTPeHHero uigopmuposaHus (whistieblowing).

11.7. Otmetkm B peectpe: WHdopmauus o
NPOXOXAEHWUA COTPYAHWKOM BBOAHOIO MHCTPYKTaxa
no BOMNpocam 3aluTbl AETER W O MOANUCAHWUN UM
Kogekca noBeaeHWs COTPyAHMKA (PUKCUPYETCA B
LlentpanbHom peectpe 6esonacHoctu (Central
Safeguarding Register) kak u4acTe npoueaypsbl
GesonacHoro Hanma v aganTauun nepcoHana.

12. LEHTPANBbHbLIA PEECTP MO

BE3ONACHOCTU
12.1. lkona Bener LieHTpanbHbliA. peectp no
obecnevennio  GesonacHoctu  (anwrn.  Central
- AT N e T

discussion during such meetings;

11.3.4. If concerns arise during the probationary
period regarding the employee’s professional
competence or conduct—particularly with respect to
student  safety—such concerns  shall be
immediately  reviewed by the  School’s
management.

Depending on the outcome of the review,
appropriate measures may be taken, including
additional evaluation or termination of employment
in accordance with applicable law.

11.4. Confirmation of Appointment: Upon
successful completion of the probationary period
(that is, when the employee has fulfilled assigned
responsibilities, demonstrated professional
competence, and complied with the required
standards of conduct), the employee’s appointment
shall be confirmed on a permanent basis, or the
next stage of the contractual relationship shall
commence if the employment contract is fixed-term.
The results of the probationary evaluation shall be
documented and retained in the employee's
personnel file.

11.5. Continuous Training: The School is
committed to the continuous development of staff
competencies in the area of child safeguarding.
New employees are informed of mandatory annual
safeguarding training and refresher courses that
they are required to complete. Depending on the
nature of their role, employees may also be
required to participate in relevant online courses or
external  training programs  (for example,
safeguarding training provided by CIS or ITFCP).

11.6. Culture of Vigilance: From the outset of
employment, staff members are informed that
responsibility for student safety is shared by every
member of the School community.

The School promotes a culture of open reporting, in
which employees are encouraged to report any
concerns or suspicions relating to child safety
without fear of retaliation, including through internal
whistleblowing procedures.

11.7. Register Entries: Information confirming the
employee’s completion of safeguarding induction
training and the signing of the Staff Code of
Conduct shall be recorded in the Central
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Safeguarding Register, TaKke W3BECTHLIA Kak
EAnHbIA XypHan npoBepoK nepcoHana) Ha BCex
COTPYAHWUKOB, a Takke, nNpu HeobxoaumocTu, Ha
BOMOHTEPOB n paboTHWKoB CTOPOHHMX
opraHu3auui, npuBnekaemblX K LeATenbHOCTU C
y4actueM aetel. 3TOT  peecTp  SBNSETCA
KNIOYEBbIM JOKYMEHTOM, No3gonsiowmm B nobon
momeHT ybeautbes, yto LUkona BeinonHuna Bce
HeoOxoAMMble npoBepkn B pamkax 6GesonacHoro
Halima. Peectp XpaHMTCA B  3aWULLEHHOM
3NEKTPOHHOM BUAE (C OrpaHUYEHHBIM AOCTYNOM) U
obHoBnseTcs cotpyaHukamu OTtaena ynpaeneHus
nepcoHanomMm (NMbo HasHa4YeHHbIM OTBETCTBEHHBIM
3a GesonacHOCTb AETEW COTPYAHWKOM) NPU KaXKaoM
HOBOM npueme Ha paboTy, a Takke no mepe
NPOBEJEHUS NEPUNOANHECKNX NOBTOPHbLIX NPOBEPOK.

12.2. B LleHTpanbHOM peecTtpe UKCUPYHOTCA Kak
MUHUMYM Cnegyloume CBEAEeHMA AN Kawaoro
COTPYAHMKA:

12.21. ©.MN.0. coTpyaHuka,
AormkHocTe/ponk B LLkone;
12.2.2. [lata Hayana paboTel B LUkone;

AaTta poXAEeHUA,

12.2.3. MoaTBepKaEHWE TNWYHOCTW — fgara
NpoBEpPKU LOKYMEHTa, YAOCTOBEPSIOLLETO
AWYHOCTB, W WMA COTPYAHWKA, NPOBOAWBLLErD
NPOBEPKY;

12.2.4. [lpoBepka pekoMeHaauuwn — Aatbl
nony4exHus pekoMeHaLnn, CBEAEHUSA )

pekoMeHaarensx W OTMeTKa O NOATBEPKAEHUU
NOAMWHHOCTU pekomeHaaumnmn (Bkmiovasn
TenetOoHHYI0 UNW MHYIO BeputunkaLmio);

12.2.5. MNpoBepkn Ha OTCYTCTBME CYAUMOCTU — MO
Kaxzaon TpebyemMoin iopucankuum — ykasaHue suaa
npoeepku (Hanpumep, cnpaska MBL, ICPC u t.4.),
AaTbl  BbiAa4n  COOTBETCTBYIOLLEN  CrpaBku,
PEeecTpoBOro UM CepurnHOro HoMepa AOKYMEeHTa
(ecnu npumeHUMO), a TaKKe OTMETKa, YTO
pesynsTaTt npoBepok OGnaronpusaTHbIA (Mnn «Bea
3ameyqaHui»). B cnyyae, ecnu kakas-nubo cnpaeka
ele Ha cTaguu MonyveHus, 3To oTMedaeTcs (npw
3TOM COTPYAHUK Aonyckaetcss k pabore TOnbKo C
OroBOpKaMu W OrpaHUYeHusMU A0 NONyYeHust
Crnpagku);

12.2.6. [Mpoeepka no 6azam nuL, NULWEHHbLIX NpaBa
paboTtatb C AeTbMW — MOATBEPXAEHWE TOrO, YTO
npoBepka COOTBETCTBYIOWMX  CMMCKOB  (ecnu
NPUMEHVMO B AAaHHOW CTpaHe) npoBeAeHa, ¢
yKasaHuem Aarbl;

12.2.7. Keanudukaumm — OTMeETKa O TOM, 4TO
AOKyMeHTbl 06  obGpazoBaHuw/kBanndukaymm
npoeepeHsb! (¢ gaton n PO npoeepuBLLErD);

12.2.8. MNpaso Ha paboty — noaTBepXaeHue

PR s B E S e

Safeguarding Register as part of the School’s safer
recruitment and staff induction procedures.

12. CENTRAL SAFEGUARDING REGISTER

12.1. The School maintains a Central Safeguarding
Register (also referred to as the Single Staff Vetting
Record) for all employees and, where appropriate,
for ~ volunteers and personnel of external
organizations engaged in activities involving contact
with children.

This register serves as a key document enabling
the School to confirm at any time that all required
safer recruitment checks have been properly
completed.

The register is maintained in a secure electronic
format with restricted access and is updated by the
Human Resources Department (or another
designated safeguarding employee) each time a
new employee is hired and whenever periodic
re-checks are conducted.

12.2. The Central Safeguarding Register shall
record at least the following information for each
employee:

12.2.1. Full name of the employee, date of birth,
and position/role within the School;

12.2.2. Date of commencement of employment at
the Schoal;

12.2.3. |dentity verification — date on which the
identity document was verified and the name of the
staff member who conducted the verification;

12.2.4. Reference checks — dates on which
references were received, details of the referees,
and confirmation that the authenticity of the
references has been verified (including telephone
or other verification);

12.2.5. Criminal background checks — for each
required jurisdiction, indicating the type of check
conducted (for example, Ministry of Internal Affairs
certificate, ICPC, etc.), the date of issuance of the
certificate, the document's reference or serial
number (where applicable), and confirmation that
the result was satisfactory (for example, “clear” or
‘no adverse findings”). If a cerificate is still
pending, this shall be noted, and the employee
may only be permitted to work subject to
appropriate restrictions until the certificate is
received,

12.2.6. Checks against registers of individuals
29
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Hanu4us  OEencTBylOWEn Bu3bl/paspelleHnss Ha
paboty (C 4aTon NPOBEPKW U, NPU HEOBXOLMMOCTH,
AaTON UCTEYEHWA CPOoKa AeNCTBUS);

12.2.9. O6yyenne no safeguarding jara
NPOXOXAEHUA COTPYAHMKOM 0BydYeHus no sawure
peten (c ykasaHuem, 6bino nu 310 BBOAHOE
obyyeHne wnu nnaHoBoe OGHOBNEHWE 3HAHWIA) U
jaTta Cchneaylowero nnaHvpyemoro O6HOBNEHWA
3HaHWA,

12.2.10. [MognucaHve Kopekca noeegeHns
COTpyAHMKA — Jata MNOANWUCAHUS COTPYAHUKOM
obsizarenbcTBa cobnogate Koaekc nosegeHus
COTPYAHUKA;

12.2.11. WHble npoBepku — npu HeoBxoaMMOCTH
MOryT (PUKCHPOBATLCA JONONHUTENbHLIE NPOBEPKNA,
CBSA3aHHbIe CO cneumndmKOn OMKHOCTI.

12.3. LleHTpanbHbin peecTp perynspHo
NPOBEPSAETCHA HAa NONHOTY W aKTyanbHOCTD.

OTBETCTBEHHbIN COTPYAHWK MO 3awuTte JeTen
(DSL) nubo mHoe HasHayeHHOe NWUO NpOoBEpSET
peecTp He pexe OAHOrO pasa B Kseapran.
Akagemudecknin gupektop Llkonbl Takke MoxeT
NPOBOAUTL BbIOOPOYHBIE NPOBEPKM peecTpa B
pamkax BHYyTPEHHEro KOHTPOnS.

Bce BbIABNEHHbIE HECOOTBETCTBUS unu
OTCYTCTBYlOLWME cBeAEHNs noanexar
HE3amMeAnuTENbHOMY BHECEHMIO unm
KOPPEKTUPOBKE.

12.4. Peectp Tawke oBHOBNSETCA B CReAymoLNX
cnyyasx: .
12.4.1. Koraa BONOHTEP UMK NPaKTUKAHT nony4aer

pornb, npeanonararLwyo perynsipHbIi
HECONPOBOXAAEMbIA  KOHTaKT €  y4alumucs
(BHOCATCA  ero/ee  AaHHble W pe3ynsrathl

HeobXoAUMBIX NPOBEPOK, NPOBOAMMbIX aHaNorMyHo
LITATHLIM COTPYAHMKAM);

124.2. Koraa y AEMCTBYIOWEro COTPYAHMWKA
NPOBOAUTCA NepUojuYecKan NOBTOPHasA NPOBEPKa,;
12.4.3. Korga cOTpyAHWK MOMy4YaeT MOBbILEHWE
MNK  nNepesBoj Ha  [AOMKHOCTb, Tpebylowyio
AONOMNHUTENbHBIX MPOBEPOK (HAaNpPUMeEp, NO3ULUA C
BorbwmmMn  06s3aHHOCTAMKM B cdepe  3aluTbl
AeTen MoxeT npeanonarate Gonee yrnyGneHHyio
npoeepky 6naroHageXHocT — COOTBETCTBYHOLME
CBEAEHUA TaKKe PUKCUPYIOTCS).

LleHTpanbHbin peectp 6€30MacHOCTV COAEPXKUTCSA
B rOTOBHOCTM [ANA O03HaKOMMEHWS CO CTOPOHbI
YMONHOMOYEHHbIX BHELLUHNX opraHu3auum
(Hanpumep,  aKkKkpPeAUTaUMOHHbIX  OpraHW3auui,
PerynupyioLMx opraHoe Unn MHCNEKTOPOB B cihepe
o0pasoBaHusa) Kak [0Kas3aTenbCTBO - Ha4eXHOCTU
kaaposon nonutukn Llkonbl. Begewne peectpa
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prohibited from working with children
confirmation that such checks have been
conducted (where applicable), including the date of
the check;

12.2.7. Qualifications confirmation  that
educational and  professional  qualification
documents have been verified (including the date
and the name of the person who conducted the
verification);

12.2.8. Right to work — confirmation of a valid visa
or work authorization (including the date of
verification and, where applicable, the expiration
date);

12.2.9. Safeguarding training — the date on which
the employee completed safeguarding training
(indicating whether it was induction training or a
periodic refresher) and the date of the next
scheduled update;

12.2.10. Signing of the Staff Code of Conduct —
the date on which the employee signed the
commitment to comply with the Staff Code of
Conduct;

12.2.11. Additional checks — where necessary,
other checks relevant to the specific position may
also be recorded.

12.3. The Central Safeguarding Register shall be
regularly reviewed to ensure completeness and
accuracy.

The Designated Safeguarding Lead (DSL) or
another designated individual shall review the -
register at least once per quarter. The Principal
may also conduct periodic spot checks as part of
the School’s internal oversight.

Any discrepancies or missing information identified
during such reviews must be promptly corrected or
supplemented.

12.4. The register shall also be updated in the
following circumstances:

12.4.1. When a volunteer or trainee assumes a role
involving regular unsupervised contact with
students (their details and the results of the
necessary checks are recorded in the register in
the same manner as for employees);

12.4.2. When a periodic re-check is conducted for
an existing employee;

12.4.3. When an employee receives a promotion or
transfer to a position requiring additional checks
(for example, a role involving greater safeguarding
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OCyLLEeCTBNAETCA B COOTBETCTBUU c
3aKoHoAaTenbCTBOM O 3auWKTe MNepcOHanbHbIX

AaHHbIX — [OCTYN K HEeMy WMEKT TONbKO
OrpaHuMEHHBIN  Kpyr  nuy  (Akagemuyeckuin
avpektop, DSL, oTBeTCTBEHHble  COTPYAHWUKU

Otaena ynpaeneHWss NepcoHanoMm W ayauTopsbl).
CeefeHVs W3 peecTpa WCNOMb3YIOTCA BHYTPU
LLkonel Ans MOHUTOpUHra cobnioaeHus npoueayp;
PEeecTp He HaxoAuWTCs B OTKPLITOM AOCTyne Ans
LUMPOKOW NyGnukn.

13. MEPECMOTP N KOHTPOJ1b COBJIIOOEHNA
13.1. Hacrtosiwan lMonutuka 6GesonacHoro Hamma
NOANEMMT NEPecMOTPY B Cny4yasix, Korjga 3Toro

TpebytoT M3MEHEHMS 3aKoHoAaTenbCTBa
Pecny6nuku YabekucraH, BHYTPEHHWX
HOPMaTuBHbLIX  AOKymeHToB  Llkonel  nmbo

obHoBNEHNEe MEXAYHAPOAHbLIX PEeKOMEeHAaUMA B
cthepe 3awmTbl JeTEN.

Mepecmotp MonutukK OCyLEecTBNSAETCA
OTBETCTBEHHbIM COTPYAHWUKOM MO 3aluTe AeTen
(DSL) coemectHo c pykoeogutenem OTtgena
ynpaeneHMs nepcoHanom W AkaaeMUYeckum
aupektopom LWkonsl. OB6HOBNeHHas pegakuus
MonuTukw yTBEPKAAETCH leHepaneHbIM
aupekropom QOO «Inventors World».

Mpn  nepecmotpe  lMonWTUKM . yYUTbIBAKOTCA
pPEKOMEeHAaUMN MEXAYHapOAHbIX OpraHu3auuin B
cthepe 3awuThl AeTen, Bknodas International Task
Force on Child Protection (ITFCP), pekxomeHaaummn
Intemational  Baccalaureate (IB), a Takke
npUuMeHuMble TpeboBaHus 3aK0Ho.aaTenbcha "
pPerynupyoLmx opraHos.

Bce coTpyaHukn, yuacteyiowme B nogbope
nepcoHana, o6s3aHbl CBOEBPEMEHHO 3HAKOMUTLCS
C W3MEHEHWAMM, BHOCUMbIMA B  HACTOALLYIO
MonuTuky.

13.2. KoHTponb cobniogeHws  HacTosLen
MonuTukn oCyLLeCTBNsAeTCS nocpesCcTeoM
BHYTPEHHUX MPOBEPOK KaApoBOW A0KYMEHTaLuW,
aHanusa  3anucen  LleHTpanbHoro  peectpa
BesonacHocTy, a Takke  MNepUOAUYECKOro
BHYTPEHHEro MOHUTOPWHra npoueayp nogbopa u
NpoBepKy NnepcoHana.

leHepanbHOMYy AaupekTopy M AKajeMU4ecKoMy
avpektopy  LWkonel  6yaer  npeaocTaBnsTbCA
nHdopmMauma o peanusauum mep no obecneveHvio
BesonacHocTu AeTel B YacTy NPOLEAyp Halma.

Mpyv npoBeaeHUM BHYTPEHHUX WNN  BHELUHWX
NpPoBepOK, BKMIOYaA  aKKpeAWTaLWOHHbIE 1
WHCNeKUMoHHble npoueaypsl, LUkona wucnonb3ayer
pesynsraThbl Takunx NPOBEPOK ans
COBEpPLUEHCTBOBAHUA NPaKTUKn BHe3onacHoro
Hauma.
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responsibilities may require enhanced background
verification, which shall also be recorded).

The Central Safeguarding Register shall be
maintained in readiness for inspection by
authorized external ~ bodies (for example,

accreditation organizations, regulatory authorities,
or educational inspectors) as evidence of the
reliability of the School's recruitment and
safeguarding procedures.

Maintenance of the register shall comply with
applicable personal data protection legislation.
Access to the register shall be restricted to a
limited number of authorized individuals (such as
the School Principal, the DSL, designated Human
Resources personnel, and auditors). Information
contained in the register is used internally to
monitor compliance with safeguarding procedures
and is not publicly accessible.

13. REVIEW AND COMPLIANCE MONITORING
13.1. This Safer Recruitment Policy shall be
reviewed in circumstances where such review is
required due to amendments to the legislation of
the Republic of Uzbekistan, changes to the
School’s internal regulatory documents, or updates
to international recommendations in the field of
child safeguarding.

The review of this Policy shall be carried out by the
Designated Safeguarding Lead (DSL) jointly with
the Head of the Human Resources Department and
the Principal. The updated version of the Policy
shall be approved by the General Director of
Inventors World LLC.

In the course of reviewing this Policy, due regard
shall be given to the recommendations of
international organizations in the field of child
safeguarding, including the International Task Force
on Child Protection (ITFCP), the recommendations
of the International Baccalaureate (IB), as well as
the applicable requirements of legislation and
regulatory authorities.

All employees involved in recruitment processes
shall be required to familiarize themselves in a
timely manner with any amendments introduced to
this Policy.

13.2.  Compliance with this Policy shall be
monitored through internal reviews of personnel
documentation, analysis of entries in the Central
Safeguarding Register, and periodic internal
monitoring of recruitment and staff screening
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Ecnn BBbISBNAIOTCA HAPYLIEHWS, YNYLWEHUA Wnu
oTCTynneHns  or  TpeboBaHMA  HaCTOsILLEN
MonuTtukk, LWkona npuHUMaeT HesameanuTenbHbIE
KoppekTupylowme  mepbl  un  obecneumBaer
[ OKYMEHTUPOBaHWE COOTBETCTBYIOLLMX JeNCTBUN.

Mpuaepxusasice Hacrosiwen [Nonutvkn, OO0
«Inventors World» noaTeepxaaeT CBOIO
NPUBEPXKEHHOCTE  CO34AHWIO U MOAAEPKAHUIO
BesonacHon obpasosarenbHom cpeas..
Bnarononyyne wn 6Ge3onacHOCTb AeTe ABMNAIOTCA
NPUOPUTETOM MPU MPUHSATAN KAAPOBBLIX PELUEHWUNA.
LLikona ncxoaut n3 Toro, 4Yto Be3onacHkbIn HaMmMm He
orpaHnyvBaeTcs 3aTtanom npuema Ha paboty, a
npeactaenser cobod HenpepbiBHBIA - Npouecc,

BKMIOYAOLLNA KOHTpOnb, obyueHue,
COMPOBOXAEHNE COTPYAHUKOB W  yKpenneHwe
KynbTYpbl 3aL1Thl AETEN.
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procedures.

Information on the implementation of child
safeguarding measures in the area of recruitment
procedures will be provided to the General Director
and the Academic Director of the School.

When conducting internal or external reviews,
including accreditation and inspection procedures,
the School shall use the results of such reviews to
improve its safer recruitment practices.

If any violations, omissions, or departures from the
requirements of this Policy are identified, the
School shall take immediate corrective measures
and shall ensure that the relevant actions are
properly documented.

By adhering to this Policy, Inventors World LLC
reaffrms its commitment to creating and
maintaining a safe educational environment. The
welfare and safety of children shall remain a priority
in all staffing decisions. The School proceeds on
the basis that safer recruitment is not limited to the
hiring stage but constitutes an ongoing process
encompassing monitoring, training, staff support,
and the strengthening of a culture of child
safeguarding.
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