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Issue Date Issued Brief Summary of Change Approved by 

1 Jan 2019 New policy developed – 
consultation with internal 
stakeholders  
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Committee 
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the status of this 
document, please contact: 

 

Policy Author Jane Mitchell 
Department/Directorate  Quality 
Date of issue September 2019 

Review due September 2022 

Ratified by Safeguarding Committee 

Audience All staff 

 

 
 
 
 
 
 
 

 

Executive summary  

This document provides support and guidance for all staff and managers 
when supporting a colleague following identification of them being a victim 
(direct or indirect) of domestic abuse. 
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1. Introduction 
 
1.1. Ashford & St. Peter’s Hospitals NHS Foundation Trust (the Trust) is committed to 

supporting employees who are experiencing domestic abuse and providing 
guidance for employees and management to address the occurrence of domestic 
abuse and its effects on the workplace. The Trust can support staff through a 
number of mechanisms, including emotional support and making reasonable 
adjustments to working patterns, working environments and offering practical 
support to support safety within the workplace.  

1.2. The Government define domestic abuse as: 

1.2.1. 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. 

1.3. Domestic Abuse can be carried out by a partner or ex-partner (married, co-
habiting or single sex relationship), by a family member, or by another person 
living in the same household. This includes issues such as stalking and other 
persistent harassment, honour based violence and forced marriage and may 
include instances where the victim may have a caring responsibility for the 
abuser (i.e. abuse targeted at their carer). 

2. Scope 

2.1. This policy is applicable to all staff (including employees, bank workers, 
contractors and volunteers) and outlines the Trust’s commitment to supporting 
staff who identify themselves as having been exposed to domestic abuse either 
directly or indirectly. 

2.2. This policy applies to all staff irrespective of their sexual orientation, gender 
identity or gender expression, race or ethnic background, religion, belief, marital 
status, disability, age or other legally protected characteristics and irrelevant 
factors. 

 Procedure 
2.3. Victims of domestic abuse are often reluctant to discuss their situation with their 

employer or work colleagues. However, there are some signs which might 
indicate that they are experiencing such problems. It is important to remember 
that not all victims behave in the same way, and the following will not be 
applicable in all cases. 

2.4. Workplace performance 

 Absenteeism without proper explanation (particularly frequent, short-term 
sickness absences). 

 Frequent arriving at work late or needing to leave early. 

 Uncharacteristic displays of anxiety, depression, distraction or problems with 
concentration. 



Volume 13 
Safeguarding 

Current Version 
is held on the 

Intranet 

First ratified: 
September 2019 

Review date: 
September 2022 

Issue 
1 

Page 5 of 17 

 

 Change in the quality of work with no apparent explanation. 

 Receiving upsetting telephone calls, text messages, emails etc. or being the 
victim of vandalism or threats. 

 Obsession with time. 

 Significant changes in an employee’s dress sense. 

 Increase in hours worked for no apparent reason. 

 Receiving upsetting telephone calls, frequent text messages. 

2.5. Physical  

 Repeated burns, bruises or other injuries (often with attempts to hide these). 

 Injuries in areas of the body consistent with falls, walking into doors or other 
explanations given. 

 Injuries to the chest, breast and abdomen (women are more likely to be 
injured in these areas and are common injuries in pregnancy). 

 Injuries to the face, head or neck. 

 Evidence of sexual abuse, or frequent gynaecological problems in women. 

 Frequent unexplained visits to the Doctor or explained with vague symptoms. 

 Frequent use of pain medication. 

 Significant weight loss or gain. 

 Significant changes in an employee’s dress/appearance. 

2.6. Emotional  

 Panic attacks, anxiety and / or depression. 

 Exhibiting severe stress reactions. 

 Emotional exhaustion, lack of emotional control. 

 Impaired thinking. 

 Decreased concentration / attention span. 

 Eruptions of aggressiveness, anger out of control. 

 Alcohol or drug misuse. 

 Frequent use of minor tranquilisers. 

 Preoccupied with or distracted by the welfare of their children.  

2.7. Behavioural  

 Displays of fright. 

 Elevated startled response. 

 Withdrawal or personal isolation. 
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 Low self-esteem.  

2.8. Other  

 Secretive about home life. 

 Partner may attempt to limit their work or social contacts. 

 Partner may ridicule them in public. 

 Partner exerts unusual amount of control over their life (those whose right to 
remain in the UK is dependent on their marital status can be particularly 
vulnerable and reluctant to disclose abuse). 

 Control using social media, mobile phone or other technology 

2.9. Employees who experience abuse should be supported regardless of gender 
and the type of abuse. The workplace can be a lifeline for victims of domestic 
abuse as it offers an opportunity to seek help. Work may also provide physical 
and mental health benefits. Providing opportunities for employees who are 
affected by abuse to remain in work can therefore support their wellbeing over 
the long term. 

2.10. It will be difficult for employees to make a disclosure of domestic abuse, and 
organisational support is important:  

 DO be sensitive/non-judgemental/ practical/supportive/discrete.  

 DO prioritise safety over work efficiency.  

 DO allocate some private time and space to listen.  

 DO consider whether there are children living within the household, contact 
the children’s safeguarding team for support if necessary. 

 DO NOT seek proof of abuse.  

 DO NOT contact the abuser.  

 DO NOT compel a victim to accept support.  

 DO NOT adopt the role of being a support worker yourself.  

 If the employee or any colleagues are in immediate danger, call 999. 

2.11. Employers have an increased responsibility to any employee who discloses that 
they may be at risk of harm. Workplace adjustments may be put in place to 
reflect this and this should be done as part of a risk assessment bespoke to the 
circumstances. These adjustments and actions can be recorded and reviewed 
periodically to reflect any change and the risk assessment updated accordingly. 
Examples of workplace adjustments include:  

 Making emergency and safe contact arrangements (this could be via a trusted 
friend or colleague, use of a ‘safe’ word etc.).  

 Improving the safety of the employee whilst they are at work (this could 
involve moving the employee from a public facing area, changing their working 
pattern, changing their ward placement etc.).  
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 Adjusting their responsibilities and workload.  

 Reviewing communications and IT safety.  

2.12. It may be necessary to inform others within the organisation: for example, to 
ensure staff can respond safely, to implement any agreed work place 
adjustments, or when line managers change. This should usually be done with 
the full knowledge and consent of the member of staff, and only on a need-to-
know basis.  

2.13. Risk in domestic abuse situations is dynamic and can change very quickly. In a 
small number of cases, victims may be at high risk of serious harm or murder 
from domestic abuse. Risk increases if the victim decides to leave the home and 
a review of arrangements/adjustments should be made if this occurs. Named 
disclosure without consent may be made in exceptional circumstances:  

 If it is believed the employee and /or colleagues are at risk of serious injury or 
death.  

 If it is believed that there is a substantial risk of harm to any children involved 
in, or witnessing, the violence / abuse.                                                           

2.14. Managers should consider the following guidance when dealing with staff 
members who have experienced domestic abuse. Where necessary managers 
should contact local specialist domestic abuse outreach services for advice and 
guidance.  

 Ensure that discussions take place in privacy, and as far as possible are 
confidential. Discussions should be documented and these held securely by 
the Manager, these should include agreed actions (including who will 
undertake them and by when), escalation information (who will be informed of 
the concerns) and any adjustments being implemented etc. 

 Take the employee’s concerns very seriously, taking time to listen to them, 
understanding what they tell you, and ensuring a non-judgemental approach. 

 Understanding that an employee may wish to involve a 3rd party, such as a 
colleague, trade union representative, or friend, rather than or in addition to 
speaking to their line manager. 

 Be aware that there may be additional issues facing the employee because of 
their age, gender, sexuality, ethnic background, religion, race, disability or any 
other protected characteristic. 

 The occupational health department have experience in supporting those 
affecting by DA; urgent appointments can be available for staff to self-refer. In 
some cases an employee may prefer to be supported through a GP referral 
route and OH can also undertake safeguarding notifications. 

2.15. Staff experiencing abuse from someone for whom they have a caring 
responsibility should be signposted to the safeguarding team to support them in 
possibly pursuing social care or other health partner support to assist in delivery 
of care. 
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2.16. Managers should also be aware that other complicating factors may be present, 
for example if both the complainant and the alleged abuser are both members of 
the trust and work in close proximity to each other, this must be factored into 
any risk assessment and review as outlined above. 

2.17. The Trust recognises that perpetrators of domestic abuse may wish to seek help 
and support voluntarily. They will be supported to access help and support 
through appropriate mechanisms (see appendix A). Cases involving staff as 
perpetrators of abuse may need to be managed in line with the Trust’s 
Management of Safeguarding Allegations Made Against Staff And Volunteers 
Working in The Trust and this document must be consulted to exclude/include 
this process. 

3. Explanation of Terms Used 

 
3.1. 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. 

 
3.2. Victim: a person harmed, injured, or killed as a result of a crime, accident, or 

other event or action. 

 
3.3. Perpetrator: a person who carries out a harmful, illegal, or immoral act. 

 
3.4. Staff: any person in the paid employment of the Trust, contractor working directly 

within the Trust or volunteer carrying out activity on behalf of the Trust will be 
considered a member of staff for the support purposes of this policy. This does 
not give contractors or volunteers any other employment rights within the 
organisation. 

4. Duties and responsibilities 

   
4.1. Chief Executive: Has overall responsibility to ensure that Trust staff are aware of 

their responsibility to identify and support anyone identified as a victim of, at risk 
of suffering from domestic abuse, either directly or indirectly. To build on the 
work being undertaken to tackle domestic violence through their commitment and 
contribution to the Sutton, Merton and Surrey Local Safeguarding Partnerships 
Domestic Violence and Abuse Strategy. 

4.2. The HR team are responsible for supporting managers in implementing 
adjustments and support for staff who are suffering DA.   The Workforce and OD 
team, together with the Safeguarding Team, are responsible for advising staff 
and management on this policy. 

4.3. First line managers have a responsibility to read and understand this policy to 
ensure appropriate support is facilitated for any member of staff identifying 
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themselves as suffering as a result of domestic abuse, either directly or 
indirectly. 

4.4. All employees are responsible for understanding and adhering to this policy. 

5. Review and Revision Arrangements 
 
5.1. This policy will be reviewed annually to ensure continued relevance and 

names/titles/language changes are not required.  
 
5.2. A full review will be completed every 3 years or earlier if national policy or 

guidance changes are required to be considered.   
 
5.2.1. If the changes needed (either following the annual or three yearly review) are of 

a minor nature the policy will not need to be subject to a review and re-
ratification.  

 
5.2.2. If the change is a major change the policy will need to be subject to review and 

re-ratification.   
 
5.3. This policy will be archived in accordance with this document. The Associate 

Director of Regulatory Assurance’s team is responsible for ensuring that archive 
copies of superseded working documents are retained in accordance with the 
Records Management NHS Code of Practice, 2009. 

6. Stakeholder Engagement and Communication 
 
The following stakeholders were consulted during the production of this policy:- 
 ASPH Safeguarding Committee 
 ASPH Safeguarding Adults and Children’s Teams 
 Occupational Health & HR 
 
7. Approval and Ratification 
 
7.1. The policy has been disseminated to the members of the adults and children 

Safeguarding Group meeting for comment and approval. 
 
7.2. The policy will be ratified at the Safeguarding Committee. 
 
 
8. Dissemination and Implementation 
 
8.1. The policy will be included in the Domestic Abuse Policy Quick Link on Trustnet. 
 
8.2. Dissemination of the policy is the responsibility of Safeguarding Adults and 

Children’s Team. They must ensure the policy is uploaded on the intranet. The 
Safeguarding Adults and Children’s Team are responsible for informing the 
Communications team to issue a trust-wide notification of the existence of the 
policy. 
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8.3. Divisional Directors and supporting management teams, ward managers and 

heads of departments are responsible for ensuring that all relevant staff under 
their management (including bank, agency, contracted, locum and volunteers) 
are made aware of the policy. Changes in the policy will be highlighted to staff at 
training. 

 
9. Review and Revision Arrangements 
 
9.1. This policy will be reviewed annually to ensure continued relevance and 

names/titles/language changes are not required.  
9.2. A full review will be completed every 3 years or earlier if national policy or 

guidance changes are required to be considered.   
 

9.2.1. If the changes needed (either following the annual or three yearly review) 
are of a minor nature the policy will not need to be subject to a review 
and re-ratification.  

 
9.2.2. If the change is a major change the policy will need to be subject to 

review and re-ratification.   
 

9.3. This policy will be archived in accordance with this document. The Associate 
Director of Regulatory Assurance’s team is responsible for ensuring that archive 
copies of superseded working documents are retained in accordance with the 
Records Management NHS Code of Practice, 2009. 

 
10. Document Control and Archiving 
 
10.1. This policy will be uploaded to Trustnet by the Safeguarding team when the 

policy has been ratified via the Quality Team and previous policies will be 
archived appropriately Detail the process for uploading new, approved versions 
of the policy onto the intranet, and archiving arrangements. 

 
11. Monitoring compliance with this Policy 

 
Measurable 
Policy 
Objective  
 
 

Monitoring/ 
Audit method 

Frequency 
of 
monitoring 

Responsibility 
for performing 
the monitoring 

Monitoring 
reported to 
which groups/ 
committees, 
inc 
responsibility 
for reviewing 
action plans 

Monitoring 
will be 
achieved by a 
2 monthly 
review of any 
referrals/ 
reports from 

Bi monthly  
Report to 
Safeguarding 
Committee 
Meeting 

Bi monthly Deputy Chief 
Nurse 

Bi monthly 
Reporting at 
Safeguarding 
Committee by 
divisions. 

SSAB 
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the divisions 
relating to DA 

dashboard 

CCG 
dashboard 

 

12. Supporting References / Evidence Base 
 
12.1. Department of Health - Responding to colleagues experiencing domestic abuse: 

Practical guidance for line managers, Human Resources and Employee 
Assistance Programmes 
https://www.ntw.nhs.uk/content/uploads/2017/02/NTWC54-App09-DV-
Employees-GuidEmploy-V03-Jan17.pdf  

 
13. Contact numbers/resources 

National and Local Helplines and Resources 
 
There are numerous local and national resources available to those with concerns 
about Domestic Abuse. The details of the organisations below are correct at the time of 
policy ratification. 
 

Trust resources 
A free, independent and confidential counselling service is available to staff via our 
Employee Assistance Programme (EAP) provided by Care First. Access is via free-phone 
0800 174319 or online service via www.carefirst-lifestyle.co.uk, using username: asp001 
and password: employee 
 
Staff in a union may wish to contact their Trade Union Representative for support. 
 
The Trust’s Freedom to Speak Up Guardian (FTSUG) is a further independent and 
impartial source of advice and support to staff who want to raise a concern. The FTSUG 
can be contacted by 07766 726270 or ftsuguardian@nhs.net 
 
Surrey Against Domestic Abuse Partnership 
Offering information, support and advice for anyone interested in or subject to domestic 
abuse: www.surreyagainstda.info  

 Surrey helpline 9am to 9pm, 7 days a week: 01483 776822 
 
Local Specialist outreach Services: 
Outreach services offer an independent, confidential, listening service to anyone 
affected by domestic abuse. They are free and impartial services, which can assist by 
giving practical help and emotional support as well as providing information on a wide 
range of issues including housing, benefits, safety planning and the needs of children 
affected by domestic abuse. 
 

 East Surrey Domestic Abuse Services: 01737 771350 
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Serving Reigate and Banstead, Mole Valley and Tandridge including Salfords, Dorking, 
Leatherhead and Oxted 
 

 Your Sanctuary: 01483 776822 
Serving Woking, Runnymede and Surrey Heath including Chertsey, Addlestone, Egham 
and Byfleet 
 
 

 North Surrey Outreach: 01932 260690 
Serving Epsom and Ewell, Elmbridge and Spelthorne including Cobham, Oxshott, 
Staines and Ashford 
  

 South West Surrey Outreach: 01483 898884 
Serving Guildford and Waverley including Godalming, Farnham and Merrow 
 
For female victims: 
 
National Domestic Violence helpline 
A national service for women experiencing domestic abuse; family, friends, colleagues 
and others can call on their behalf. 

 Phone 0808 2000 247 (free phone 24 hours) 
 Translation facilities are available for callers whose first language is not English 

and there is also a service for callers who are deaf or hard of hearing 
 www.nationaldomesticviolencehelpline.org.uk   

 
Refuge 
A network of safe houses provided emergency accommodation for women and children 
when they are most in need. 

 Phone 0808 2000 247 (freephone 24 hours) who will provide local advice for 
contact 

 www.refuge.org.uk   
 

Rights of Women (ROW) 
Rights of Women is an organisation committed to informing, educating and empowering 
women on the law and their legal rights. 

 Family law advice line 0207 251 6577 (Tuesday – Thursday 7pm – 9pm Friday 
12 – 2pm) 

 www.rightsofwomen.org.uk  
 
For male victims: 
 
Men’s Advice Line 
Managed by Respect, the men’s advice line provides and support for men experiencing 
domestic abuse. 

 Phone 0808 801 0327 
 Email - info@mensadviceline.org.uk  
 www.mensadviceline.org.uk   
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ManKind Initiative 
Their confidential helpline is available for all men across the UK suffering from domestic 
violence or domestic abuse by their current or former wife or partner (including same-
sex partner); providing both emotional support and practical information. 

 Phone 01823 334244 (weekdays 10am to 4pm) 
 https://www.mankind.org.uk/about-us/  

 
For LGBT+ victims: 
 
GALOP 
Emotional and practical support for LGBT+ people experiencing domestic abuse. 

 Phone 0800 999 5428 
 E mail help@galop.org.uk 
 http://www.galop.org.uk/  

 
Stonewall 
A charity providing advice and guidance on all issues to lesbian, gay and bisexuals 

 Phone 08000 502020 (Monday – Friday 9.30am – 5.30pm) 
 www.stonewall.org.uk    

 
For perpetrators: 
 
Respect 
Respect is the UK association for domestic abuse perpetrator programmes and 
associated support services.  

 Phone 0808 802 4040 
 www.respect.uk.net  

 
General helplines: 
 
Samaritans 
Provide confidential and non-judgemental, emotional support for people experiencing 
feelings of distress or despair. 

 Phone 116 123 (24 hours) 
 Email jo@samaritans.org  
 https://www.samaritans.org/ 

 
Childline 
 
Childline offers a free, private and confidential service where children can talk about 
anything; whatever the worry, whenever help is required. 

 Phone 0800 1111 
 https://www.childline.org.uk/ 

 
Domestic abuse: a toolkit for employers 
 
https://wellbeing.bitc.org.uk/sites/default/files/kcfinder/files/bitc_phe_domestic_abuse_to
olkit.pdf  
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14. Flowchart 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Member of staff identified at risk of  
Domestic Abuse (disclosure) 

Manager to offer support 

 DO be sensitive/non-
judgemental/ 
practical/supportive/discr
ete.  

 DO prioritise safety over 
work efficiency.  

 DO allocate some private 
time and space to listen.  

 DO NOT seek proof of 
abuse.  

 DO NOT contact the 
abuser.  

 DO NOT compel a victim 
to accept support.  

 DO NOT adopt the role of 
being a support worker 
yourself.  

If the employee or 
any colleagues are 

in immediate 
danger, call 999 

and notify security 
on 2222 if within 

the hospital 
(including grounds) 

Making emergency and 
safe contact                    
arrangements.  
Agree who/how contact will 
be made 
Consider ‘safe’ code words 
Discuss escalation and  
practical safety measures 

Improving the safety of 
the employee whilst they 
are at work.  
Can they work with a ‘buddy’ 
Consider car-
parking/escorting to car 
Can they work in another 
location 

Adjusting their                
responsibilities and   
workload.  
Assess the content/stress 
levels of current role 
Change work pattern/known 
routines if possible 

Reviewing                    
communications and IT 
safety.  

Consider cyber-security 
measures (change 
email/phone number) 

Contact details on public 
website etc. 

Maintain confidentiality 
wherever possible. 

Where it is not         
possible, ensure that 
the member of staff is 
kept informed of who 

the information is being 
shared with and why 

  
Adjustments in the 

workplace will need to 
have manager         
approval. The 

employee should be 
signposted to 

Occupational Health to 
make a self-referral, 

and the manager 
should make a 

management referral 
requesting an urgent 

appointment. 
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Appendix 1: Equality Impact Assessment 

Equality Impact Assessment Summary 
 
Name and title: Jane Mitchell 
Policy:  Workforce Domestic Abuse Policy 
 
Background 

 Who was involved in the Equality Impact Assessment 
 
 
The author completed the Equality Impact Assessment. 
 
Methodology 

 A brief account of how the likely effects of the policy was assessed (to include 
race and ethnic origin, disability, gender, culture, religion or belief, sexual 
orientation, age) 

 The data sources and any other information used 
 The consultation that was carried out (who, why and how?) 

  
 
The effects to different race and ethnic origin, disability, gender, culture, religion or 
belief, sexual orientation and age have been considered 
 
Key Findings 

 Describe the results of the assessment 
 Identify if there is adverse or a potentially adverse impacts for any equalities 

groups 
 
 
This policy does not have a negative impact on any equalities group. 
 
Conclusion 

 Provide a summary of the overall conclusions 
 
 
This policy does not have a negative impact on any equalities group. 
 
Recommendations 

 State recommended changes to the proposed policy as a result of the impact 
assessment 

 Where it has not been possible to amend the policy, provide the detail of any 
actions that have been identified 

 Describe the plans for reviewing the assessment 
 
 
No changes recommended. 
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Appendix 2: Checklist for the Review and Approval of Documents 

 
To be completed (electronically) and attached to any document which guides practice 
when submitted to the appropriate committee for approval or ratification. 
Title of the document: Workforce Domestic Abuse Policy 
Policy (document) Author:  Jane Mitchell  
Executive Director: Sue Tranka 
 

  
Yes/No/ 
Unsure/
NA 

Comments 

1. Title   
 Is the title clear and unambiguous? Y  

 
Is it clear whether the document is a 
guideline, policy, protocol or standard? 

Y   

2. Scope/Purpose   

 
Is the target population clear and 
unambiguous? 

Y   

 Is the purpose of the document clear? Y   
 Are the intended outcomes described? Y   

 
Are the statements clear and 
unambiguous? 

Y   

3. Development Process   

 
Is there evidence of engagement with 
stakeholders and users? 

Y   

 
Who was engaged in a review of the 
document (list committees/ 
individuals)? 

Y  Listed above 

 
Has the policy template been followed 
(i.e. is the format correct)? 

Y   

4. Evidence Base   

 
Is the type of evidence to support the 
document identified explicitly? 

Y   

 
Are local/organisational supporting 
documents referenced? 

Y   

5. Approval   

 
Does the document identify which 
committee/group will approve/ratify it? 
 

Y   

 
If appropriate, have the joint human 
resources/staff side committee (or 
equivalent) approved the document? 

Y   

6. Dissemination and Implementation   

 
Is there an outline/plan to identify how 
this will be done? 

Y   

 
Does the plan include the necessary 
training/support to ensure compliance? 

Y   

7. Process for Monitoring Compliance    
 Are there measurable standards or NA  
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Yes/No/ 
Unsure/
NA 

Comments 

KPIs to support monitoring compliance 
of the document? 

8. Review Date   

 
Is the review date identified and is this 
acceptable? 

Y  

9. 
Overall Responsibility for the 
Document 

  

 

Is it clear who will be responsible for 
coordinating the dissemination, 
implementation and review of the 
documentation? 

Y  

10. Equality Impact Assessment (EIA)   
 Has a suitable EIA been completed? Y  

 
Committee Approval (insert name of Committee) 
If the committee is happy to approve this document, please complete the section below, date it 
and return it to the Policy (document) Owner 
Name of 
Chair 

Sue Tranka Date September 2019 

 
Ratification by Management Executive (if appropriate) 
If the Management Executive is happy to ratify this document, please complete the date of 
ratification below and advise the Policy (document) Owner 
Date: n/a 
 

 
 
 


