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Amey Recruitment Privacy Notice 
Your privacy, our promise
At Amey, we handle personal information fairly, transparently and responsibly. This notice explains how we collect, use and protect personal data about people who apply for roles with Amey or are considered for opportunities with us. It is designed to help you understand how we use your personal information. If you are applying for a role at one of our group companies outside of the UK, please read this notice together with any country specific recruitment information that applies to you (see the additional sections at the end).	Comment by Charlotte Staples: Hyperlink 
Who we are
We are Amey. We act as the data controller for the personal information we collect and use about you during the recruitment stage. If you apply through an agency, they act as a separate controller for the information you give them directly and we encourage you to also read their privacy notice. 	Comment by Robert Curley: Do we need to be more transparent about which legal entity is controller? Article 26. Will we have a Amey Group Services Ireland Ltd. Employing entity and then the operating company entities like Amey Infrastructure Ireland?	Comment by Charlotte Staples: It’s my understanding that all recruitment decisions will be made by Amey UK employees at this stage. When Amey Group Services Ireland has employees who are making decisions about data, that’s when it will become a data controller. However, I agree we will need to explain a bit more around this so I have included some more information here and some detail in the country-specific information below. The controller relationships will change as the Irish activity increases but for now, I think this is the most-accurate way of reflecting what’s actually happening. 
If you are applying for a role outside of the UK at one of our international Group companies, please read the relevant country-specific additional information below. This explains which Group company is involved in the recruitment process for that location. 
Who this notice applies to
This notice applies to anyone who:
· applies for a role with Amey;
· is identified or approached by Amey or by a third-party acting on our behalf as a potential candidate;	Comment by Emily Nye-Dowling: Add by whom for clarity - directly by Amey or by a third party acting on its behalf	Comment by Charlotte Staples: It can be either of these scenarios. I’ve expanded the wording to reflect this. 
· is put forward by a recruitment agency;
· takes part in interviews, assessments or selection activities;
· is included in a talent pool or future opportunity database; or	Comment by Emily Nye-Dowling: Could we add these two terms to the glossary?	Comment by Charlotte Staples: Absolutely, I’ve added these in. 
· responds to our social media recruitment campaigns.
It applies whether you apply directly, via an agency, through our careers site, or through other recruitment platforms.	Comment by Grace Bullen: Recruitment to confirm this captures all routes for applicants.	Comment by Alexandra Pennells: recruitment happy with this statement
Our site is not intended for children, and we do not knowingly collect data relating to anyone under the age of 16. 	Comment by Steve Collins: Will we be considering apprentices 16+ and would this exclude them or need tailoring?	Comment by Alexandra Pennells: As a general rule our hires are 18+ including apprentices
What we collect – only what is needed
· Identification and contact information
Name, contact details, address, date of birth, right-to-work/eligibility information.	Comment by Emily Nye-Dowling: For transparency, consider adding to the glossary, giving examples such as visas, work permits or residency documentation	Comment by Charlotte Staples: I’ve added ‘Right to work and eligibility information’ to the Glossary.
· Recruitment and career information
CVs, application forms, employment history, education, qualifications, skills, experience, interview notes.
· Assessment information
Results of interviews, tests or selection activities undertaken during the recruitment process.
Why we collect your data (what we use it for)
[bookmark: _Toc138757572]We only ask for what we need. We use your information to:	Comment by Emily Nye-Dowling: I’ve made some tweaks here to make it specific to the candidate, in order to provide reassurance that their data is generally being handled in connection with their own experience rather than broadly.	Comment by Charlotte Staples: Thank you
· assess your suitability for the specific role you applied for or similar roles with Amey;
· manage recruitment and selection for the role you’ve applied for (applications, interviews, assessments, scheduling);	Comment by Nicola Hill: Do we retain information relating to reasonable adjustments as part of the recruitment process e.g. someone declares they are dyslexic and need to use certain software? 	Comment by Charlotte Staples: I have added an additional point to cover this as it will be captured if necessary. 
· provide you with reasonable adjustments to the recruitment process, where necessary
· communicate with you about your application;
· carry out background checks at the conditional offer stage (see “Background checks and screening” below);
· meet legal and regulatory obligations (e.g., right-to-work, safeguarding, health & safety);
· keep appropriate records of recruitment decisions related to your application and the specific role considered;
· improve, monitor and secure our recruitment processes, including those you participate in;
· run psychometric testing when assessing candidates in larger scale recruitment drives, including if your role is part of such a process (e.g., early careers);
· use AI to support our processes, for example using assisted notetaking during interviews to capture what was discussed (all final decisions are made by human reviewers); and
· in aggregate form (not at an identifiable to you) to help us understand where best to promote our vacancies, including on social media.	Comment by Emily Nye-Dowling: Do we mean using aggregated data here, i.e. to better target and attract future candidates?	Comment by Charlotte Staples: Yes, I have updated the wording to make this clearer. 
Our legal reasons for using your data
We use your personal information where it is necessary to:
· take steps before entering into a contract with you and, where relevant performance of a contract (for example, to assess your application and arrange interviews);
· comply with legal obligations, for example: 
· immigration/right-to-work checks 
· safeguarding/criminal record checks if a role requires them (e.g., if the role you’re applying for requires you to work with vulnerable groups or within regulated/sensitive environments)
· health and safety obligations (e.g., drugs & alcohol testing for safety critical roles)
· other regulatory or client mandated checks needed for specific projects, sites or contracts (e.g. background checks required by a client before working on a secure government project site); and
· pursue our legitimate interests in running fair, safe and effective recruitment (e.g., using an approved agency list, psychometric tools, AI-assisted notes, and shortlisting support).	Comment by Grace Bullen: Should this be a separate lead bullet point rather than sitting under legal obligations?	Comment by Charlotte Staples: Yes, good spot! 	Comment by Emily Nye-Dowling: Add to glossary, use of recruitment tools to help organise or analyse applications. Any AI?	Comment by Charlotte Staples: I have added ‘Shortlisting support’  to the Glossary. AI isn’t on there yet either, I have added that too. 
We rely on consent only where participation is genuinely optional (e.g., responding to diversity monitoring questions). 	Comment by Emily Nye-Dowling: Add to glossary: diversity monitoring questions are voluntary questions relating to characteristics such as gender, ethnic background, disability status, sexual orientation, religion or belief or other protected characteristics. Providing this information will not affect your application, and is used for equal opportunities monitoring and statistical reporting purposes only.	Comment by Charlotte Staples: Added, thank you
If you would like more detail regarding the reasons why we use your personal data, please email privacy@amey.co.uk.  

How we collect your information
· Directly from you (applications, CVs, interviews, assessments).
· Approved recruitment agencies and search firms where you have applied for a role through them or asked them to share your details with us.
· Referees you have provided in connection with your application (where applicable).
· Public/professional sources relevant to the role you have applied for (e.g., LinkedIn).
· Recruitment platforms/systems we use to manage your application.
· Job alerts/talent pools you sign up for.
· Social media recruitment campaigns (if you respond or submit details).
Using our careers website and recruitment systems
When you use our careers site or recruitment systems, we also collect limited technical data (e.g. IP address, browser type, usage data) to keep services secure and improve the experience. Please view our Cookie Notice for details.
Our main online platform provider is SAP (UK) Limited (SAP SuccessFactors). We also work with selected testing and assessment providers, such as Neurosight, Korn Ferry Assessment and Thomas International, and with a credit reference agency for finance/credit screening where relevant. These providers act under our instructions and meet our security and confidentiality requirements.
Background checks and when they happen
We carry out screening after a conditional offer is made (unless local law requires earlier checks).  Checks may include:
1. Employment references;
2. Right-to-work & ID verification;
3. Criminal record checks where legally required (e.g., DBS/ Disclosure in Scotland in the UK, Garda Vetting or equivalent in Ireland) with your authorisation;	Comment by Emily Nye-Dowling: We say elsewhere that we do these only if required. Check whether we would ever carry out such checks if “permitted” and make the references consistent.	Comment by Charlotte Staples: I’ve removed ‘permitted’ as it is only where required. 
4. Drugs & alcohol testing for safety critical or high-risk roles (and will continue during employment in line with policy and law); 
5. Finance/credit or anti‑fraud checks where relevant to the role (e.g., roles with significant financial responsibility); and
6. Pre-employment health checks and occupational health assessments where relevant 
7. Eligibility to drive (if applicable to the role you’re applying for)
8. other screening required by law, or where necessary or proportionate due to client requirements or the nature of the position.	Comment by Nicola Hill: We haven't mentioned the Occupational Health assessment and completion of the pre-employment health questionnaire or is the omission deliberate because we don't get to see the information? 	Comment by Charlotte Staples: I was thinking this would fall within ‘other screening required by law’. More detail about Occupational Health is also specifically provided in the Staff Privacy Notice which candidates should be provided at the offer stage. However, your comment has prompted me to think that it should have it’s own bullet point here so I have added another line. 
We decide which roles require screening based on:
· legal obligations (e.g., safeguarding laws, right-to-work, security/regulatory site access, health & safety rules for safety critical work);
· client or contractual obligations; and
· Role specific risks (e.g., access to funds or sensitive information).
If you do not authorise the required check, the required check cannot be completed, or you do not meet the necessary standard, your conditional offer may be withdrawn.	Comment by Emily Nye-Dowling: Do we mean for practical reasons or something else? Consider replacing with (or just adding)  “you do not authorise the required check”	Comment by Charlotte Staples: I was thinking more of a situation whereby the information provided by the candidate is not sufficient to complete the check i.e. if it doesn’t match credit-reference agencies records. However, I think it is a good idea to explicitly include ; if you do not authorise the required check’. 
Equality, diversity and inclusion (optional)
We may invite you to share diversity information (e.g., gender, ethnicity, disability, sexual orientation) at the application stage and again later to confirm accuracy. Providing this information is completely optional and will not affect your application. We use it to:	Comment by Emily Nye-Dowling: Add to glossary as referred to above	Comment by Charlotte Staples: Added. Thank you. 
· monitor and improve inclusion;
· produce diversity statistics (usually anonymised/aggregated) and meet any legal reporting duties.
This information is kept separate from your application and is only accessed by staff responsible for monitoring equality and inclusion.
How we protect your information
We use strong security measures - physical, digital, and procedural - to keep your data safe from loss, misuse, or unauthorised access. Staff who handle personal information receive training and only those who need your data to do their job can see it.  
How we use AI-assisted tools
We may use artificial intelligence (‘AI’) technology to support the recruitment process. Typically, this can include:

· AI-assisted notetaking during interviews to help capture key points.
· Summarising interview notes and highlighting how your answers relate to key assessment areas.
· AI -assisted tools that analyse elements of your performance during an assessment and provide suggestions to our recruitment team about which candidates may be suitable to progress.
AI tools do not make final decisions about your application. All recruitment decisions are made by people, who review insights from AI technologies alongside other information. We do not make decisions solely by automated means. 
Who we share your information with
We only share your information where we are legally permitted to do so. We ensure that the data that we share is proportionate and necessary. This includes:	Comment by Emily Nye-Dowling: Similar comments to elsewhere, this should be tied to the candidate to avoid sounding  like the sharing is too broad.	Comment by Charlotte Staples: I’ve tweaked the wording here to be clearer that the sharing is proportionate, necessary and only carried out where relevant to the specific candidate’s recruitment journey. 
· our approved recruitment agencies (if the specific role you applied for was managed by a recruitment agency);

· other companies in the Amey group (for example, the UK Recruitment Team where they help support recruitment for our international businesses);

· service providers who support recruitment systems and any assessments that form part of your application, where these are delivered by a trusted third-party;
· background screening providers (at conditional offer stage) and where relevant to the role you have applied for;
· clients where a role or site requires client approval or additional checks;
· professional advisers if necessary; and
· regulators or authorities where required by law.
When we work with third-party providers; for example, recruitment systems, assessment providers or background screening companies that carry out activities on our behalf, we carry out appropriate security and due diligence checks to make sure your information is protected and used only in line with our instructions.  
Regardless of the need for sharing your information, we share only the minimum information needed for the purpose.
International transfers
Amey operates internationally, and we may share your information with other Amey group companies or with trusted suppliers based outside the UK.
In some cases, this will involve an international transfer of your personal data, for example where we use global recruitment systems or specialist providers based outside the UK.
Where this happens, we make sure the appropriate safeguards are in place to protect your information and to ensure it continues to be handled in line with applicable data protection laws.
For more specific information about how international transfers apply to your location, please see the country specific recruitment privacy information below.
How long we keep your information
We keep recruitment data for only as long as needed for recruitment and legal purposes. Typically:
· Unsuccessful candidates: we typically retain your personal information for 18 months from the date you were notified of the outcome or from 18 months after you last logged in or engaged with your candidate account. After this period, your personal information is deleted or anonymised in line with applicable laws.	Comment by Robert Curley: RE Ireland - should you explain why 12 months is used? Statutory limitation period for  employment equality claims in Ireland is 6-12 months and actually you may want to retain for slightly longer to make sure the time runs out in practice.	Comment by Charlotte Staples: GDPR Art 13(2)(a) only requires us to explain the reasoning behind the retention period if we don’t state the specific retention period. As we’ve said [x] months, we won’t need to give the reason behind it. I agree we should have a longer retention period. I have changed to 18 months to give sufficient time. @Alexandra Hardwicke  do you agree that 18 months is sufficient? I can share this with recruitment. 
· Successful candidates: relevant information is transferred into your staff record (you will be invited to view our Staff Privacy Notice after you have accepted our offer of employment).
· Talent pools: if you opt in, we retain your details longer to let you know about future opportunities. You can opt-out at any time, at which point your information will be retained for up to 18 months after you have opted out. 	Comment by Emily Nye-Dowling: Confirm if this needs to be limited by time, etc	Comment by Charlotte Staples: I’ve updated to reflect that they will receive this info until they opt-out (as it is effectively a marketing list)
Your rights – you are in control
Depending on where you are based, you may have the right to:
· ask what information we hold about you;
· correct anything that’s wrong;
· ask us to delete data we no longer need;
· withdraw consent (where we rely on it);	Comment by Robert Curley: Should we say how (DSAR inbox in Shared Services) and also how you won’t be adversely effected.	Comment by Charlotte Staples: I’ve added a sentence below and included the Privacy email address as the request could relate to any of the rights. It can then be allocated to the appropriate team/s to respond. 
· not be subject to automated decisions or profiling without human review;
· object to how we use your data;
· ask us to restrict or transfer your data; and
· complain to us and, if necessary, your local data protection authority.
You may contact us at any time to exercise your rights by emailing Privacy@amey.co.uk. Doing so will not affect your application. 
We aim to respond within one month, or as required by local regulations, and will keep you informed of our progress.	Comment by Steve Collins: For consideration
Change of purpose
We will only use your personal information for the reason we collected it. If we ever need to use it for a different reason, we will always consider whether another purpose is compatible before using your information in a different way. We will never use your personal information for an incompatible purpose e.g. adding your email address to our client marketing database.  	Comment by Emily Nye-Dowling: Could we include an example of purposes that are not compatible with each other?	Comment by Charlotte Staples: I’ve included the example of adding them to the prospective client marketable database as something we wouldn’t do. Let me know if this wasn’t the sort of thing you were thinking of. 
If we need to use your information for a purpose that is not compatible, we will tell you and explain the legal reason for doing so. In some situations, the law may allow or require us to use your information without notifying you.
Informing us of changes to your data
It is important that the personal data we hold about you is accurate and current. Please keep us informed if your personal data changes during your recruitment process by contacting us using the details in the Contact us section below. 
Change of purpose
If you have questions or want to exercise your rights, contact our Privacy Team:
Email: privacy@amey.co.uk
Post: Privacy Team, Amey, The Matchworks, Speke Road, Liverpool L19 2PH	Comment by Robert Curley: Do we need to state why we don’t have a DPO? 	Comment by Alexandra Hardwicke: I’m not sure we necessarily want to get into the detail of that unless we have no choice.	Comment by Charlotte Staples: No, it’s not a requirement to expressly state why we don’t have a DPO. DPO details need to be published but in practice this is often the privacy email address rather than a specific individual to protect the privacy rights of the DPO. 
Updates to this notice
We review this notice regularly to keep it accurate and relevant. It was last updated on March 2026. 
Glossary 
See here.










Annex A - Country Specific Recruitment Privacy Information  	Comment by Alexandra Hardwicke: I think there are relatively active recruitment processes ongoing or anticipated in the US and Australia as well, so whilst I wouldn’t want to hold the process up to include them, we do need to have a plan for how to add those sections (do we need external local advice?) and a timeline.	Comment by Charlotte Staples: Agreed. I can draft the US and Australia ones but we may also want local advice to confirm that they meet domestic privacy law requirements. The US one is planned in the next few weeks in anticipation of recruitment starting in the US on 1 April. Australia one will follow soon after. 	Comment by Alexandra Hardwicke: Thanks Charlotte - it would be useful to understand if BDO can provide this local advice or whether we should source it through a law firm/firms.	Comment by Charlotte Staples: As discussed off-line BDO will be helping with this. 
The following additions form part of the Amey Global Recruitment Privacy Notice and apply in addition to the main notice above. If there is a conflict between the main notice and the information below, the country specific information applies to candidates applying for a role within that country.

1. United Kingdom – Recruitment Privacy Information
If you’re applying for a role with Amey in the UK, this section provides extra information that applies alongside the main notice.
Background checks and medical assessments
We generally carry out background checks at the conditional offer stage, but in some cases we may need to complete them earlier where required by law, client or site rules, or to meet security vetting timelines.
For UK based roles, where applicable, we carry out criminal record checks through:
· the Disclosure and Barring Service (DBS)	Comment by Nicola Hill: We carry out different checks for defence - BPSS etc. 
· Disclosure Scotland (including PVG Scheme checks where required)
· Access NI (where relevant)
We only ask for the level of disclosure needed for the role, and we follow the Rehabilitation of Offenders Act 1974 when considering the relevance of any information disclosed.
For certain UK roles, typically those involving safety critical work, driving, rail, defence or other high-risk environments, we carry out drugs and alcohol testing at the conditional offer stage. Ongoing testing may also apply after you join, where required by law or policy, to ensure we operate safely.
Due to the nature of work carried out for our clients, some UK roles may also require additional checks such as:
· enhanced government security vetting (e.g., Baseline Personnel Security Standard, Counter Terrorist Check, Security Check, Developed Vetting)
· financial or anti‑fraud checks for roles with financial responsibility
These checks are only carried out where relevant to the role, and you will be informed before applying if these checks are a required condition of employment.
Right to work checks
UK law requires us to confirm that you have the legal right to work in the UK before employment begins. This involves verifying your passport, immigration status or other approved documents in line with Home Office guidelines. We are legally required to keep a record of these checks.
Supervisory authority
The supervisory authority for data protection in the UK is the Information Commissioner’s Office (ICO).
Website: www.ico.org.uk 

2. The United States – Recruitment Privacy Information
Amey Consulting USA Inc (incorporated in Delaware) operates in the USA and manages Amey activity in the United States (US). If you’re applying for a role with Amey in the US, this section provides extra information relevant to your recruitment experience. It should be read together with the main Group Recruitment Privacy Notice. 
Recruitment activities for roles with Amey Consulting USA Inc are supported and managed by Amey UK. When using your personal data to process your application, we adhere to relevant federal and state data protection and security laws. 
Background checks 
To verify your right to work in the United States, we will ask you to provide the information needed to complete Form I‑9 (Employment Eligibility Verification), after an offer of employment is made. You will receive a clear disclosure and be asked to provide written authorisation before any consumer report is requested. If a background check is required, it will be carried out only after you have accepted a conditional offer, unless applicable law allows or requires them at an earlier stage of the recruitment process. Background checks will be conducted by a third-party provider in accordance with the Fair Credit Reporting Act (FCRA).  If information from a background check may negatively affect your application or employment, you will receive the required pre‑adverse action notice, a copy of the report, and a summary of your rights, including your ability to dispute its accuracy.
Who we share your data with
In addition to the information provided in the main recruitment privacy notice, if you are applying for a role in the US, we may also be required to share your personal data with US state, federal and local governmental agencies, regulators, screening providers, or other third parties where this is necessary to comply with legal requirements, verify work eligibility, carry out lawful background screening, or support the recruitment and onboarding process.
International Transfers 
Your data may be processed in: 
· The United States, including the state where the role, hiring team, or service providers are based.
· The United Kingdom, where Amey UK supports recruitment and onboarding.
· Other countries, where relevant Amey Group teams or service providers operate.
When data is shared between locations, we ensure it is handled safely and in line with applicable data‑protection laws, using agreed data‑sharing practices and safeguards across the Amey Group.
Equal employment opportunity (EEO) data (optional)
In addition to the diversity monitoring questions asked to all candidates, in the US, we may also ask for information such as veteran status, or other diversity-related information where this is relevant to equal employment opportunity monitoring, reporting or compliance. Providing this information will not affect your application.
We process this information in accordance with applicable United States employment and anti-discrimination laws. Where US state privacy laws require consent for certain uses of sensitive personal information, we will request it.
Your rights 
The rights described in the main Recruitment Privacy Notice reflect Amey’s global approach to managing personal data. Because the U.S. does not have one nationwide data protection law, and state rules can differ, the rights available to applicants may vary depending on the situation and the laws that apply. 
How we respond to your rights will depend on the privacy requirements of the relevant state, which may be the state where you live or the state in which we are operating. When specific legal rights apply, we will follow those requirements. We aim to handle all requests fairly and transparently, and we will explain the outcome if we are unable to fulfil a request.
We do not sell candidate personal information or share candidate personal information for cross‑context behavioural advertising. When we run online recruitment campaigns (for example, with Meta), we may use aggregate, non‑identifiable information to help us understand the effectiveness of our advertising. This does not allow Meta or any other company to target you as an individual.
Contact Us
If you have any questions about this Privacy Notice, how we handle your personal information, or if you wish to exercise your data protection rights, you can contact us at:
Privacy@amey.co.uk 
All enquiries are handled by the Amey Privacy team based in the UK. 
You may also raise concerns with the relevant US regulator. Depending on your location your privacy-related concerns may be raised with relevant United States authorities, such as the Federal Trade Commission (FTC) or your State Attorney General, depending on where you live.


3. Ireland – Recruitment Privacy Information
Amey Ireland operates in the Republic of Ireland and manages Amey activity in Ireland. If you’re applying for a role with Amey in the Republic of Ireland, this section provides extra information that applies alongside the main global recruitment privacy notice.	Comment by Steve Collins: The document is classified as confidential, does it need to be public?	Comment by Steve Collins: Does this specifically need to be the Republic of Ireland	Comment by Charlotte Staples: Yes, good spot.  Thanks!  I’ve updated it to Republic of Ireland
International transfers – Ireland
Recruitment for our Irish entities is centrally supported by the Amey UK Recruitment Team, which means your information may be accessed in the UK. The UK currently has an EU adequacy decision, which means your data is protected to EU standards.	Comment by Alexandra Hardwicke: We have multiple entities in Ireland - two for Consulting (one rail, one non-rail) plus one for TI
If we transfer your information to countries outside the European Economic Area (EEA), we apply the safeguards required under the EU GDPR, such as Standard Contractual Clauses or other approved mechanisms.
How we use AI tools  
We take steps to ensure that our use of AI tools, whether inside or outside of Ireland, complies with the EU AI Act. This includes not using AI for prohibited practices such as emotion recognition in the workplace or biometric categorisation that infers protected traits. We are committed to ensuring we meet our obligations under the EU AI Act at each stage that they take effect. 
Background checks and medical assessments
We generally carry out these checks at the conditional offer stage, unless required earlier by law, client/site rules, or to meet vetting timelines.
For roles based in Ireland, background checks may include:
· Garda Vetting through the National Vetting Bureau (where required by law or the role)	Comment by Robert Curley: Processing criminal data - do we need to specify Art 10 safeguards?	Comment by Charlotte Staples: Yes, this is included within a separate ‘lawful basis’ table. We took the view that this could be provided in a layered approach, held by the privacy team and available by-request. I will send you a copy of the table. We could add this to the website to make it even more easily available if we feel it’s necessary. I have also updated some wording in the main notice above: ‘Our legal reasons for using your data’  
· Employment references
· Right to work and identity verification
· Qualifications and professional membership checks
We only request Garda Vetting where it is legally required, for example for roles involving work with vulnerable people or in regulated environments. Garda Vetting is carried out in line with the National Vetting Bureau (Children and Vulnerable Persons) Acts 2012–2016.
For certain roles, typically those involving safety critical duties, driving or work in high-risk environments, we may also carry out drugs and alcohol testing at the conditional offer stage. Testing may also continue after you join, where required by law or client site rules. 	Comment by Robert Curley: For special category data do we need to clearly specify the legal basis being relied upon - Article 9 condition relied upon?	Comment by Charlotte Staples: Same as above, this is within a lawful basis table that is available from the Privacy Team. I am also drafting an Appropriate Policy Document which is a requirement of Schedule 1 of the DPA (not applicable to Ireland but relevant for processing of special category data & criminal offence data in the UK) also available on request. The APD will cover staff special category/ criminal offence data processing too. 
Due to the nature of the work Amey provides to clients in Ireland, additional checks may also apply, such as:
· security or site access checks
· financial or anti‑fraud checks for roles with financial responsibility.
These checks are only carried out where relevant to the role, and you will be informed before you apply if they are a condition of a job offer.
Right to work checks
Irish law requires us to confirm that you have the legal right to work in Ireland before employment begins. This involves checking your passport or national identity document, verifying any immigration permissions where relevant, and confirming any required employment permits. We are legally required to keep a record of these checks.
Supervisory authority
If you are based in Ireland, your supervisory authority for data protection is the Data Protection Commission (DPC).
Website: www.dataprotection.ie 
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