
 
 

DOMESTIC ABUSE POLICY  

 ‘Sharon’s Policy’ 
 
 
 
 

1. Introduction 
 

1.1 This policy covers the internal and external support available to employees experiencing, or involved 
in, domestic abuse. Everyone has the right to live free from abuse in any form and the responsibility 
for abuse lies with the perpetrator. It is recognised that there is an increased awareness of the 
prevalence of domestic abuse in society and the Trust understands that there may be colleagues who 
are experiencing domestic abuse, or who want to support friends, colleagues or family members who 
are going through it. 

 
 

2. Definitions 
 

2.1 What is domestic abuse? 
Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or 
abuse between those aged 16 or over who are or have been intimate partners or family members, 
regardless of gender or sexuality. This can encompass, but is not limited to, the following types of 
abuse: 

• Psychological  
• Physical  
• Sexual  
• Financial  
• Emotional 
 

2.1.2 Controlling behaviour 
A range of acts designed to make a person subordinate and/or dependent by isolating them 
from sources of support, exploiting their resources and capacities for personal gain, depriving 
them of the means needed for independence, resistance and escape and regulating their 
everyday behaviour.  

 
2.1.3 Coercive behaviour  

An act or a pattern of acts of assault, threats, humiliation and intimidation or other abuse that 
is used to harm, punish, or frighten their victim.' 

 

  

3. Aims of the policy 
 

• Support all employees experiencing domestic abuse and promote their health, safety and well-
being at work; 



 
• Enable employees experiencing domestic abuse to remain productive, efficient and at work; 
 
• Aid Line Managers seeking to help staff who are experiencing domestic abuse; and 
 
• Assist colleagues of staff who are experiencing domestic abuse. 
 
• Support perpetrators who voluntarily wish to seek advice and support to address their behaviour. 

 
It is the Trust's intention to deal constructively, compassionately and sympathetically with cases of 
domestic abuse. 

 
3.1 Employees can speak in confidence to their Line Managers, Trust HR Manager, or First Aiders 

who can provide initial support, signpost them to resources. 
 
 

3.1.1 The role of the Line Manager is to: 
 

• Identify employees who may be experiencing difficulties as a result of domestic abuse, for 
example, employees coming to work with unexplained injuries or who appear distressed or 
have unexplained periods of time off work or show an uncharacteristic deterioration in work 
performance. 
 
• Provide initial help and support, including advice on the options available for the employee 
and referrals to appropriate sources of professional help and support. 
 
• Protect confidentiality as far as possible  
 
• Discuss measures to prioritise safety at work and ensure that the health and safety of all 
employees is protected. 
 
• Enable the employee to remain productive, efficient and at work. 
 
3.1.2 The role of the Trust HR Manager is to formulate a response including: 

 

• Discussing and agreeing ways to help them stay safe in the workplace; 

• Directing them to the appropriate domestic abuse resources; and 

• Facilitating referrals. 
 
 

4. Confidentiality 
 

4.1 Where an employee has discussions with their Line Manager, Trust HR Manager or First Aider that 
they are experiencing domestic abuse, confidentiality will usually be maintained as far as possible. 
There are, however, some circumstances in which confidentiality cannot be assured. These 
circumstances occur when there are concerns about children or vulnerable adults, where high risk to 
safety has been identified, or where Trust needs to act to protect the safety of members of the public, 
including other colleagues. 

 
4.2 Where a perpetrator may be placing their partner or family member (s) in genuine danger this may 

be reported to the police. This will be subject to prior discussion with the employee wherever it is 



reasonably practicable to do so. Personal data will be stored in accordance with the Trust’s data 
protection policy. 

 
 

5. Safety at work 
 

5.1 The Trust acknowledges the duty to protect the health, safety and well-being of all employees at 
work, including those employees affected by domestic abuse. This includes situations where the 
perpetrator of the abuse is harassing the employee at work, for example, turning up at the workplace 
unannounced, constantly telephoning/e-mailing/texting the employee during the working day or 
harassing the employee’s work colleagues. 

 
5.2 Employees need to disclose to the Trust that they are at risk from domestic abuse in order to 

receive this protection and the Trust therefore actively encourages employees to disclose such 
facts. Employees should also disclose to the Trust if they are being harassed by a work 
colleague, current or former partner or family member. 

 
 

6. Perpetrators of domestic abuse 
 

6.1 The Trust will not tolerate or condone domestic abuse, regardless of the identity or seniority of 
the perpetrator. However, the Trust recognises the need to offer appropriate support to 
employees who disclose that they themselves are perpetrators of domestic abuse but who genuinely 
want to change their behaviour. If the Trust becomes aware that an employee is or may be 
perpetrating domestic abuse, it will take appropriate action.  

 
6.2 Any domestic abuse that endangers another employee or uses Trust’s equipment to inflict that   

abuse, such as mobile phones or laptops, may result in disciplinary action under the organisation’s 
disciplinary policy up to and including dismissal for gross misconduct.  

 
6.3 In some cases it may be appropriate for the Trust to provide support to an employee who is seeking 

to address their behaviour, for example by providing access to specialist support services and this 
will be decided on a case by case basis. 

 
 

7. Reasonable adjustments 
 

We are committed to support our employees through difficult times. Where employees need time off in 
respect to accessing support, managing any legal issues or family requirements, a reasonable amount of 
time off will be granted at Headteachers’ discretion.  Employees who need time off should discuss this 
with their Line Manager/Headteacher and Trust HR Manager to agree how much leave is required, how 
and when it will be taken and whether leave will be paid or unpaid.  

 

 

 

 

 

 


