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VETTING POLICY 
 

 
1. Rationale: 

 
In the context of the school’s Mission Statement and of it’s commitment to the care and 
protection of it’s students and of all who work in the school, the Board of Management has 
adopted the policy set out hereunder to govern its application of garda vetting as part of its 
recruitment practice. 
• DES circular letter 0094/2006 
• The Child Protection Guidelines for Post Primary Schools (DES 2004) 
• The Data Protection Acts 1988 and 2003 

Employment Equality Acts 1998 and 2004 
Equal Status Act 2000 
Industrial Relations Act 1990 
The Garda Central Vetting Unit’s Code of Practice 
 

2. Goals: 
 
To ensure that the school is a safe and secure environment. 
To ensure that vetting of school personnel is carried out: 
to the highest standards of good practice; 
in compliance with all legal and ethical obligations; 
in an open, transparent and just manner; 
with an assurance to applicants for vetting that the highest of confidentiality are 

observed. 
 

3. The Policy 
 
In phase one, all new staff being recruited from 1st September 2006 or later who have 
not been employed in a recognised primary, or post-primary school, in a Youthreach, 
VTOS, Junior Education or Traveller Training Centre in this state at any time since 1st 
September 2003, must be vetted now (circular 0094/2006).  All new staff means all 
personnel working in a full-time, part-time, voluntary or student capacity who will have 
unsupervised access to children and vulnerable adults (para 2.3 of 0094/2006). 
 
The extension of vetting to other school personnel will be notified to school 
management in due course. 
 
At the completion of the selection process, when the preferred candidate has been 
selected, the candidate must complete a Garda Vetting Application Form. 
 
All Offers of employment will be in writing and will be “subject to satisfactory vetting”. 



Failure to complete the Garda Vetting Application Form will disqualify the candidate and 
no offer of employment will be made to him or her. 
 
The provision of inaccurate information on the Garda Vetting Application Form, such as 
an inaccurate date of birth or address, may disqualify. 
 
Failure to disclose a conviction will disqualify. 
(Note that in this jurisdiction there is no such thing as a “spent” conviction). 
 
The attached schedule sets out those offences or categories of offences, which will 
disqualify candidates.  It also sets out other offences or categories of offences which 
may disqualify.  In deciding whether a particular conviction renders a candidate 
unsuitable for appointment, the school will have regard to: 
 

• The nature of the offence and its possible relevance to the post; 
• The age of the offence (offences many years in the past may be less relevant 

than more recent offences). 
• The frequency of the offence (a series of offences will give more cause for 

concern than an isolated minor conviction). 
• Offences which are not sexual or violent in nature or drug related offences of a 

minor nature committed before the age of 18 will be judged in the light of the 
age of the applicant at the time of the offence. 

• Where the vetting process discloses pending prosecutions or unsuccessful 
prosecutions, such prosecutions will be assessed in the light of the nature, age 
and frequency of the alleged offence(s) and of the age of the candidate at the 
time of the alleged offence(s). 

 
 

4. Roles and Responsibilities: 
 
The Principal will be designated as the Line Manager and will be responsible for the 
implementation of this policy. 
 
The Principal/Line Manager will conduct the process on behalf of the school in 
conjunction with the Joint Managerial Body (JMB) and, through the JMB, with the Garda 
Central Vetting Unit (GCVU). 
 
The Principal should meet the applicant in person and in privacy.  The applicant will be 
informed of the nature of the disclosure and will be given an opportunity to respond to 
it.  The Principal may wish to be accompanied to this meeting by the Chairperson of the 
Board or the Manager.  In such an instance the applicant should informed that the 
Chairperson or Manager will be present and the applicant should be also afforded the 
option of being accompanied to the meeting. 
 
The Principal/Line Manager should be authorised to determine if the outcome of the 
vetting of a candidate has been satisfactory or not, the determination being made in 
accordance with the school’s policy on vetting.  Should the Principal/Line Manager deem 



it necessary, he/she may consult the Chairperson of the Board of Management/ Manager 
before reaching a decision. 
 
The only circumstance in which a disclosure of convictions or prosecutions would be   
made known to the Board of Management would be where the applicant consents that 
they be consulted. 
 
Where the applicant applies to the school for a copy of the Garda vetting disclosure 
document, a copy will be given to him/her. 
 
The Eight Rules of Data Protection will be strictly observed by the school. 
 

5. Implementation: 
 
This policy will be effective from the date of adoption by the Board of Management.  
The school’s Vetting Policy will be made available to candidates for employment, paid or 
unpaid.  It will be included on the school’s Job Application Form(s), such that the 
candidate’s signature on that form confirms that he/she is aware of the school’s policy 
on vetting and accepts the school’s policy that satisfactory vetting is an essentials 
requirement for appointment to a post in the school.  The form should authorise the 
Principal/Line Manager to receive disclosure of the outcome of Garda vetting and to 
have regard to it in determining if the candidate may be appointed to the post. 
 
 

6. Policy Review: 
 
 
This policy will be reviewed as necessary and particularly to comply with any relevant 

legislative changes. 
 
Policy adopted by the Board of Management 
 
 
Signed: ______________________________ 
Chairperson, Board of Management 
 
 
Date: _________________________ 
 
 
 
 
 
 
 


