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1.0 Policy Statement  

 
The GSS recruitment policy is written to ensure that the profession recruits the right people for jobs whilst 
complying with the Civil Service Commissioners Recruitment Principles for recruitment into the Civil 
Service, United Kingdom and European Union law. The supporting procedural guidance also refers to the 
minimum standards required for entry into the GSG through promotion and badging for existing civil 
servants.  
 
2.0 United Kingdom and European Union Law  

 
Recruitment will be conducted within UK and EU law as it applies, including:  
• Employment law/legal issues;  
• Anti-discrimination legislation; and  
• Data protection.  
 
3.0 Civil Service (CS) Commissions Recruitment Principles  

 
The CS Commissions Recruitment principles require selection for appointment on merit on the basis of 
fair and open competition. The Principles however, allow some appointments other than by selection on 
merit on the basis of fair and open competition including short term appointments e.g. temporary 
appointments  
 
4.0 GSG Principles  

 
In order to recruit the right people with the right skills into the Government Statistician Group (GSG) and 
develop skilled professionals, it is important that members are recruited in a consistent manner. The basic 
premise for this is covered by five key principles:  
 
1. Minimum entry requirements will apply, as agreed by Heads of Profession. See Annex A 
 
2. The GSG Competency Framework will be used as the basis for assessment of statistical 
competence.  
 
3. The Civil Service Success Profiles will be used as the basis for assessment of generic 
competence.  
 
4. Consistent selection methods will apply, which consider a candidate’s potential to develop and 
perform against both the GSG Competency Framework and Civil Service Success Profiles.  
 
5. An Independent Assessor (usually an external GSG member) will be present to ensure that GSG 
standards are met.  
 
5.0 Equality of Opportunity  

 
The UK Civil Service is an equal opportunities employer and there must be no discrimination, either direct 
or indirect, during recruitment. Recruitment must comply with the Equality Act 2010. All interview panel 
members must have completed the Civil Service Equality and Diversity training and the Civil Service 
Unconscious Bias training.  
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6.0 Levels of devolved authority 

 
The GSS Recruitment team are responsible for ensuring a consistent approach to recruitment policy, 
procedures and all related activity.  
The governance/reporting structure for recruitment will have responsibility for ensuring adherence to the 
recruitment policy and procedures as determined by the GSS Recruitment team. Heads of Professions/ 
Deputy HoPs and delegated Recruiting Managers within departments will have responsibility for adhering 
to recruitment policy and procedure in any recruitment activity they undertake.  
 
7.0 Openness, fairness and merit  

 
To ensure the best person is appointed/selected for the job, and to adhere to the Civil Service 
Commissions Recruitment Principles:  
 
• GSG posts must be advertised (except under the exceptions outlined in section 3.0 of the policy).  
• Departments are encouraged to advertise GSG posts across government.  
• prospective applicants must be given equal and reasonable access to adequate information about the          
job and its requirements, and about the selection process.  
• applicants must be considered equally on merit.  
• applicants may only apply once during a live vacancy selection process.  
• selection must be based on relevant criteria which is outlined in the advert/position profile and is applied 
consistently to all applicants.  
• short-listing and all selection decisions must be conducted by a minimum of two trained Assessors (one 
of which must be GSG trained) to guard against individual bias.  
• sift and interview panels should include a trained GSG independent assessor for entry into the GSG and 
promotion to G7.  
• sift and interview panels should be a gender balance (this is not always possible but every effort should 
be made).  
• selection techniques must be objective, reliable, and guard against bias.  
 
8.0 Security procedures  

 
Before a permanent/temporary appointment can be offered the individual departments must conduct all 
pre-appointment checks on external applicants to confirm eligibility e.g. identity, qualifications, right to 
work in the UK Civil Service, in line with the Civil Service Commissions Recruitment Principles.  
 
9.0 Appointment procedures  

 
The Employment Rights Act requires employers to provide staff with a written statement of employment 
particulars. Individual departments are responsible for issuing all staff recruited with an appointment letter 
and a contract of employment outlining terms and conditions.  
 
10.0 Auditing and monitoring requirements  

 
The GSS Recruitment will retain the documentation listed below for 2 years following a recruitment 
campaign:  
• Proof of qualifications  
• Proof of ID  
•  Application form, feedback and/or CV (on WCN) 
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Departments can request the information above for up to 2 years following a campaign for auditing 
purposes to ensure:  
 
• compliance with the Civil Service Commissions Recruitment Principles recruitment monitoring 
requirements.  
• the requirement to carry out audits in accordance with the procedures for auditing arrangements is met.  
• Civil Service Commissions Recruitment Principles requirements to keep an exceptions register detailing 
appointments other than through selection on merit on the basis of fair and open competition is met.  
• equality & diversity monitoring throughout the process is carried out by the GSS central recruitment 
team. 
• GSS Team are responsible for CS audit reporting on behalf of all government departments including 
cross government campaigns. 
 
11.0 Workforce Planning  

 
Head of Professions (HoPs) are responsible for forecasting projected staffing needs in order for the GSS 
recruitment team to plan and respond proactively to bids.  
 
12.0 Roles and Responsibilities  

 
The following are responsible for:  
 
• GSS Recruitment team – updating the recruitment and promotion guidance and providing advice and 
support to departments on policy and procedures to ensure they recruit against the GSG standards for 
entry into the profession.  
 
• Heads of Profession – maintaining the GSG staff lists within their departments and notifying GSS 
Recruitment of any changes. Also providing bids  
 
• Assessors – to participate in recruitment activity on behalf of the GSG at least once a quarter  
 
• GSS People Committee – to provide a steer on recruitment priorities  
 
13.0 Training  

 
Staff participating in GSG recruitment activity must be able to demonstrate that they have attended:  
 
• a recruitment and selection training course (at least one panel member or the independent assessor 
must have attended the GSG recruitment and selection training)  
• Civil service Equality and Diversity training  
• Civil service Unconscious Bias training  
 
Trained GSG assessors should ensure they update their CPD when they are involved in recruitment 
activity. GSS recruitment will maintain the GSG assessor list of contacts and from time to time they will 
contact individuals to ensure they are regularly involved in recruitment activity to keep the list current. To 
maintain their interview skills it is recommended that assessors participate in GSG or departmental 
recruitment activity at least once a quarter.  
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14.0 Modifications to the Policy and Procedures  

 
This Policy and related recruitment procedure will be modified from time to time at the discretion of GSS 
Recruitment team to incorporate statutory, and other ‘best practice’ and minor enhancements/changes.    
The Head of GSS Professional Support and/or GSS People Committee will either be notified or consulted 
on changes. 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



6 
 

Annex A 

For Statistical posts, the accepted qualifications are: 

• A first or second class honours degree in a numerate subject (2:1 minimum for Assistant 

Statistician; 2:2 minimum for Statistical Officer) containing at least 25% taught statistical content 

(e.g. Statistics, Mathematics, Economics, Sciences, Business Studies, Psychology, Geography 

or similar); or 

• A higher degree, e.g. an MSc or PhD, in a subject containing formal statistical training (e.g. 

Statistics, Mathematics, Economics, Sciences, Business Studies, Psychology, Geography or 

similar);  

• Have worked in a statistical/data science field and are able to demonstrate continuous 

professional development (via a CPD Log Book) in statistics/data science at the same level as a 

foundation degree/HND (Level 5) or  

• Have achieved or on track to achieve a level 4 apprenticeship including at least 2 years in a 

statistical/data analysis field in government and are able to demonstrate continuous professional 

development in statistics/data analysis (via a CPD log book signed off by a manager or mentor 

who are members of the statistical profession). 

 

For Statistical Data Scientist posts, the accepted qualifications are: 

 

• A first or second class honours degree in a numerate discipline, computer science or IT 
equivalent which demonstrates core statistical skills; or  

• A higher degree, e.g. an MSc or PhD, in Data Science, Mathematics, Statistics, Physics (this is 
not a definitive list).  

• Have worked in a statistical/data science field and are able to demonstrate continuous 

professional development (via a CPD Log Book) in statistics/data science at the same level as a 

foundation degree/HND (Level 5). 

 
Please note - Please note - candidates may apply in their final year of study whilst they are still awaiting 
their qualification result, however, formal contracts can only be offered upon confirmation of the 
achievement of the relevant qualification.  In the case of an apprenticeship, this includes completing 2 
years work experience in a statistical/data analysis field in government as part of attaining the 
qualification. 
 
  
 

 
  
  
  
  

  
  
  

 
 


