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1. Introduction  
 
The School is committed to ensuring the safety and well-being of all employees while they perform their 
duties, including protection from risks related to domestic abuse. This aligns with responsibilities under the 
Health & Safety at Work Act 1974 and the Domestic Abuse Act 2021. 
  
The Domestic Abuse Act 2021 aims to raise awareness, support victims, and strengthen the justice 
system’s response. The Home Office’s statutory guidance and ONS data highlight the prevalence and 
impact of domestic abuse, particularly against women. 
 
2. Scope of the Policy 
 
The policy covers all School employees, casual workers, agency workers, interims and consultants working 
in the school.   
 
2a.  Links with Safeguarding and Child Protection 
 
Domestic abuse may create a safeguarding concern where a child has seen, heard or experienced the 
effects of abuse, or where there is any risk of harm to a child. 
Where domestic abuse may involve or affect a child, this must be reported immediately to the Designated 
Safeguarding Lead or Deputy Designated Safeguarding Lead. Where there is immediate danger, staff must 
contact emergency services. 
This policy must be read alongside the school’s Safeguarding and Child Protection Policy. 
 
3. Guidance for Managers 
 
This policy provides guidance on how to: 

• Recognise signs of domestic abuse in employees. 
• Support employees seeking help, including those at risk in the workplace. 
• Manage and advise employees who may be perpetrators of domestic abuse. 

 
3a.       Roles and Responsibilities 
 
Line managers are responsible for listening sensitively, recording concerns accurately, and supporting 
employees day-to-day. 
School Leadership is responsible for overseeing workplace risk, agreeing on safety measures and seeking 
HR advice where needed. 
The Designated Safeguarding Lead is responsible for leading any safeguarding response where a child may 
be at risk. 
The HR provider should be consulted for employment, disciplinary, absence, suspension, or perpetrator 
management issues. 
The Chair of Governors should be involved where a concern relates to the Headteacher or where the 
Headteacher may have a conflict of interest. 
The Data Protection Officer should be consulted where there is uncertainty about the handling, sharing or 
retention of sensitive personal information. 
 
4. Employee Awareness and Observation 
 
Employees should also be aware of the potential signs or acts of domestic abuse they and others may 
experience. 
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5. How to Recognise Domestic Abuse  
 
Domestic abuse (Domestic Abuse Act 2021) is any incident or pattern of controlling, coercive, threatening, 
violent, or abusive behaviour between individuals aged 16 or over who are, or have been, intimate partners 
or family members regardless of gender or sexuality. 
 
Types of abuse include: 

• Physical. 
• Emotional. 
• Psychological. 
• Sexual. 
• Verbal. 
• Coercive and controlling behaviour. 
• Financial or economic.  
• Honour based. 
• Female genital mutilation (FGM). 
• Forced marriage. 

 
Victims can be of any gender, religion, ethnicity, or social background. 
 
Domestic abuse is often misunderstood. It involves a range of harmful behaviours, not just a single act, 
and can be life-threatening. 
 
6. Understanding Domestic Abuse 
 
Domestic abuse involves a pattern of behaviour used to gain and maintain power and control over another 
person. Victims often experience multiple, overlapping forms of abuse. Recognising the signs and 
complexities is key to offering and accessing support. 
 
For more information, the School Domestic Abuse Guidance Document is available from the school office 
and the staff wellbeing board. 
 
7. Confiding in a Manager or Colleague 
 
When an employee confides in a manager or colleague, it is important they feel believed and supported. 
While concerns about bias or false accusations may arise, the school has a duty of care to all staff. 
Safeguarding must be handled sensitively and thoughtfully to ensure the best outcomes for everyone 
involved. 
 
8. Domestic Abuse eLearning  
 
The School Leadership Team will decide on appropriate training to be made available to all staff to help 
everyone recognise the signs of domestic abuse. 
 
All staff should know how to recognise possible signs of domestic abuse, how to respond to a disclosure, 
how to report safeguarding concerns and where to signpost support. 
 
Managers should receive additional guidance on confidentiality, safety planning, domestic abuse risk as-
sessments, record keeping and perpetrator management. 
 
9. How to Support Workers who are Experiencing Domestic Abuse 
 
The School’s approach to domestic abuse is a commitment to: 
 

• Supporting employees affected by domestic abuse by fostering a safe, stigma-free environment.  
• Promoting a zero-tolerance approach to domestic abuse and expecting all staff to contribute to this 

culture. 
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• Respecting confidentiality where possible. For example, this may not be possible when there are 
potential safeguarding concerns. 

• Taking reasonable steps to ensure the safety of affected employees at work. 
• Managers being encouraged to respond with empathy and without judgement and supported with 

resources to guide affected staff.  
• Provide signposting or support to employees who are alleged perpetrators particularly where their 

behaviour may pose a risk to others or could negatively impact the school’s reputation. Conduct 
that harms other, undermines public trust, breaches professional standards, school policy or attracts 
adverse media attention. This could result in disciplinary action being taken against the employee. 

• Ensuring support is inclusive and accessible. Domestic abuse can affect people of any gender, age, 
ethnicity, religion, disability, sexual orientation, gender identity or social background. Staff should 
not make assumptions about who may be experiencing abuse or what support they may need. 

 
10. Management Responsibility and Awareness 
 
Managers should stay alert to signs of domestic abuse, such as frequent absences, unexplained injuries, 
sudden drops in performance or reports of controlling behaviour from a partner or family member. These 
indicators may signal that an employee is experiencing abuse. 
 
For more detailed signs and guidance, refer to the School Domestic Abuse Guidance & Information 
Document. 
 
11. Supportive Measures for Employees Experiencing Domestic Abuse 
 
Managers can work with employees to implement relevant support options by completing the appropriate 
Schools Domestic Abuse Risk Assessment. They may wish to seek guidance from School Leadership and/or 
HR provider if the victim and/or the perpetrator work for the School. 
 
Support should be agreed with the employee wherever possible, unless doing so would increase risk to the 
employee, a child or another person. Managers should consider both immediate safety and longer-term 
support. 
 
Examples to consider for employees who are victims include: 

• Workplace Adjustments: Tailoring work arrangements to support the employee’s needs. 
• Flexible Working: Allowing changes to work hours or patterns. 
• Onsite Safety Measures: Ensuring safe entry and exit from work premises. 
• Replacement of Equipment: Providing new work phones or other necessary safety tools. 
• Confidential Discussions: Ensuring sensitive information is handled discreetly. 
• Time Off: Allowing leave for appointments or safety planning.  
• Signposting: The School Domestic Abuse Guidance Document and other resources and information 

available on the School’s HR and Wellbeing resources available. 
 
12. School Leave Arrangements Policy 
 
Please refer to the Staff Attendance & Absence Policy for leave relating to personal circumstances.  
 
13. Domestic Abuse Risk Assessments 
 
The School provides a risk assessment template to help managers evaluate the safety of an employee’s 
work environment, including: 
 

• School buildings 
• Home settings 
• Other relevant work locations 
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If a full assessment is not possible, managers should guide employees on safe home working, including 
self-assessing their workspace. Managers should ensure agreed changes are made to support a safe and 
healthy environment. 
 
An action plan should document the situation and outline support measures, to be reviewed regularly. 
 
14. Record Keeping 
 
Managers are advised to maintain accurate and confidential records of all written and verbal 
interactions/communications about victims and possibly the abuser. This information may be relied upon in 
the future. 
 
If an investigation or information gathering exercise is necessary, the manager should contact the School’s 
HR provider and/or IT Provider to request relevant digital records for a specific case. This must be signed 
off by the Headteacher. 
 
Requests for relevant digital records must be authorised by the Headteacher, or by the Chair of Governors 
where the Headteacher is involved or conflicted and must comply with the Data Protection Policy. 
 
15. Reporting Domestic Abuse and Clare’s Law (DVDS) 
 
Employer Responsibility 
 
Disclosures of domestic abuse should be treated with care and confidentiality. If there is an immediate risk 
to the employee, children, staff or others, emergency services should be contacted. The manager must 
also inform School Leadership, the DSL and HR as appropriate, unless doing so would increase risk. 
 
Clare’s Law/Domestic Violence Disclosure Scheme (DVDS): 
 
Allows individuals (16+) to request information from the police about a current or former partner’s history 
of abuse. It also allows requests on behalf of someone else (e.g., a friend or family member) if there is 
concern for their safety. 
 
Employers cannot make DVDS requests themselves but should inform and support employees in accessing 
this option. 
 
How to Apply: 
 
DVDS applications can be made through the local police website.  
 
16. Managing Employees Who Are Perpetrators of Domestic Abuse 
 
Where an employee is alleged to be a perpetrator of domestic abuse, the school will consider any potential 
risk to children, staff, the victim, the alleged perpetrator and the wider school community. 
 
The school may use the perpetrator management risk assessment template to assess workplace risk and 
agree on proportionate actions. This may include changes to duties, working arrangements, access to 
school systems, contact arrangements or other safety measures. 
 
Where the allegation may meet safeguarding, conduct, or criminal thresholds, the school will seek advice 
from the DSL, HR provider, LADO, the police, or other relevant agencies, as appropriate. 
 
The School may separately undertake a workplace investigation depending on the circumstances for 
allegations of a breach of trust and confidence and/or bringing the school into disrepute. This could 
amount to gross misconduct. 
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Risk assessments should consider the potential for domestic abuse and how it might manifest in the 
workplace. 
 
Key considerations include workplace access and ensuring the safety of victims and colleagues. In such 
cases, the School’s Domestic Abuse Risk Assessment is provided to document risks, plans, and actions to 
be taken. Managers can also sign-post employees to support and well-being tools and external expert 
organisations to address behaviours identified as domestic abuse.  
 
17. False or Malicious Allegations 
 
There may be concerns around false accusations of domestic abuse. These situations are difficult to 
navigate and must be handled sensitively, fairly and without judgement. 
 
No action will be taken against a person for raising a concern in good faith. 
 
Where there are concerns that an allegation may be false or malicious, a suitable manager will need to 
consider the information available and, where appropriate, investigate the report under the Disciplinary 
Policy and Procedure or another appropriate school policy. 
 
Where there is clear evidence that an allegation was deliberately false or malicious, the school may 
consider action under the appropriate policy. 
 
Any investigation must take into account safeguarding, confidentiality, data protection, and the well-being 
of all individuals involved. 
 
18. Confidentiality 
 
The School is committed to keeping employee’s confidentiality.  Information will only be shared with the 
employee’s consent unless there is a risk to others, or legal/safeguarding obligations which require 
disclosure. In such cases, details will be shared with appropriate parties, and employees will be informed 
unless it compromises safety 
 
19. Monitoring and Review 
 
The policy will be reviewed periodically to allow the School to monitor, investigate or make changes to 
ensure it meets its objectives. Any material change or deviation from this policy will be subject to 
consultation with the relevant Trade Union representatives. 
 
Any data collected as part of employing and managing an employee is held securely. It is accessed by and 
disclosed to individuals only for the purposes of completing that specific procedure, process or activity.  
 
Records are retained and destroyed in accordance with the School’s Retention Schedule. 
 
Inappropriate access or disclosure of employee data constitutes a data breach and should be reported in 
accordance with the School’s Data Protection Policy immediately. It may also constitute a disciplinary 
offence, which may be dealt with under the School’s Disciplinary Policy and Procedure. 


