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[bookmark: _Toc240025799]Our Equality, Diversity & Inclusion Vision  

Head Teacher and Governing Body  

“Our School and Worcestershire County Council is committed to eliminating all forms of discrimination, creating an inclusive organisational culture and meeting the diverse needs of all our communities in our County. 
 
We aim for all employees to feel they can be themselves, thrive at work and feel respected for who they are. We are focused on building inclusive behaviours that are built on a foundation of respect and appreciation for diversity and inclusion for everyone and in all its forms. 
 
We recognise and value diversity of talent and aim to recruit, develop and retain talented people, value experiences, perspectives and skills. We recognise that being a diverse and inclusive employer helps us to develop a workforce which understands the needs of all our colleagues, and residents, whilst making a difference. 
 
We are committed to ensuring that our school services are needs based and that we support our School Community by fostering good relations between groups who share protected characteristics and those that don’t. We will promote a culture of respect and dignity, and actively remove discrimination wherever we find it. We will identify and remove barriers for our job applicants and current employees and will endeavour to meet our school needs through communication and engagement.”

[bookmark: _Toc144805560][bookmark: _Toc144807968][bookmark: _Toc240025800]Introduction 
 
Our School and Worcestershire County Council and Worcestershire Children First (the Council) takes great pride in the diversity of the community it serves and recognises the opportunities and benefits this offers the County. We want to build cohesive communities and recruit, retain and develop a diverse workforce where everyone feels valued, respected, included and welcome. 
 
We recognise that people may experience barriers, which makes it difficult to participate in the life of our community, and we aim to advance opportunity and promote the values of inclusion and belonging to everyone in Worcestershire. 
 
[bookmark: _Toc144805561][bookmark: _Toc144807969][bookmark: _Toc240025801]Statement of intent 
 
Our school is committed to equality of opportunity for everyone and understands that the diversity of our community and staff is a strength to the social and economic prosperity, and innovation in the county. Our School commits to working within the Equality Act 2010 and our Public Sector Equality Duty to ensure that no visitor to the school, job applicant, employee or other person associated with our school is treated inequitably or in an unlawful or unjustifiably discriminatory way. 

Our School recognises that people may experience discrimination and less favourable treatment on the grounds of their protected characteristics – as described within the Equality Act 2010: 
 
Age, Disability, Race, 
Sex, 
Gender reassignment, Marriage/civil partnership, Pregnancy and maternity, Religion/belief, 
Sexual orientation 
 
We also recognise that people may experience discrimination in a range of ways and receive less favourable treatment for other reasons (e.g., on the grounds of their financial or economic status, unrelated criminal convictions, gender identity, education level or location of study, homelessness or lack of a fixed address, political view, or trade union activity). 
 
Our School as part of Worcestershire County Council will also take proactive steps to pay ‘due regard’ to the need to enhance equality, tackle discrimination and help foster good community relations when exercising its functions.  

Public Sector Equality Duty assurance will be maintained by ensuring that equality considerations are built into relevant school decision-making, policy development, employment practice and service delivery. The Governing Body and school leadership will consider the need to eliminate discrimination, harassment and victimisation, advance equality of opportunity, and foster good relations between those who share a protected characteristic and those who do not. This assurance will be proportionate, evidence-informed and reviewed regularly through school governance arrangements.

The leadership and day-to-day operation of this policy rests with all colleagues, specifically including the Governing Body and Leadership of the School and they must ensure that all employees within their area of responsibility, partners, and contractors, are aware of the policy and understand their role in its implementation.

Our school is committed to equality of opportunity for everyone and understands that the diversity of our community and staff is a strength to the social and economic prosperity, and innovation in the county. Our School commits to working within the Equality Act 2010 and our Public Sector Equality Duty to ensure that no, visitor to the school, job applicant, employee or other person associated with our school is treated inequitably or in an unlawful or unjustifiably discriminatory way. 
 

[bookmark: _Toc144805562][bookmark: _Toc144807970][bookmark: _Toc240025802]Employment 
 
Our School is part of Worcestershire County Council and recognition of its role as a community leader, and its’ firm commitment to equality of opportunity and as such aims to be an inclusive employer, and to remove any barriers to employment. Our School will continuously review policies, practices, and procedures to identify and remove potential barriers to equality of opportunity. 

Our School will ensure that no job applicant, employee, or leaver receives less favourable treatment which cannot be shown to be justifiable in line with the Equality Act 2010. 
 
  
[bookmark: _Toc144805563][bookmark: _Toc144807971][bookmark: _Toc240025803]Employment commitments 
 
Recruitment and selection criteria, and procedures will ensure that individuals are selected for employment (or volunteering), promoted, and treated fairly based on their relevant merits and abilities. It is also acknowledged that certain roles are exempt from such practices legally where specific requirements are in place and offers for employment may be subject to a successful DBS check. 

Our School is committed to having a workforce that is representative of the community it serves and will support and enable people to obtain employment on merit. 

Our school will strive to ensure that its employment policy, practices, and arrangements are flexible and adapted to support, as far as is lawful, reasonable, and practicable, specific needs and requirements of individuals and groups. 

Our school is committed to providing a safe and secure environment for all staff, taking action against all forms of discrimination and harassment. Our school will not tolerate any harassment, whether physical or verbal or otherwise, of employees by members of the public or colleagues. Our school will act on any employee grievance relating to discrimination, victimisation, or harassment. Colleagues will also be supported to report any hate crimes, through the appropriate channels and liaise with Victim Support where necessary. 

The school will comply with the preventative duty under the Worker Protection (Amendment of Equality Act 2010) Act 2023 by taking reasonable steps to prevent sexual harassment of employees in the course of their employment. This includes anticipating where sexual harassment could occur, assessing relevant risks, taking preventative action, and responding promptly where concerns are raised. Preventative steps will include clear standards of expected behaviour, accessible reporting routes, manager guidance, appropriate training, monitoring of workplace culture and action to reduce risks arising from contact with pupils, parents, visitors, contractors, volunteers or other third parties.

 
 
[bookmark: _Toc144805564][bookmark: _Toc144807972][bookmark: _Toc240025804] Partners and third parties 
 
It is recognised that there are stakeholders, partnerships and other third parties who collaborate and / or deliver services or have a relationship with our school as part the Council. It is expected that all parties adhere to the Equality Policy, our values, ethics and practices and copies of this policy will be shared to those we work with, or made available 
 
 
[bookmark: _Toc144805565][bookmark: _Toc144807973][bookmark: _Toc240025805]Procurement 
 
Our school alongside the Council will ensure that contracts comply with this Equality Policy, strategy, and all relevant / related legislation.  

Our school alongside the Council will encourage the local community to take up opportunities to contract and will seek, wherever appropriate, to offer contracts within the local community’s ability to deliver, ensuring that they comply with Best Value and legislation on procurement and geographic location. 

Contracts will be awarded in a fair and open evaluation process considering a range of factors including price, best value, and ability to deliver the contract. Reasonable opportunity for feedback to unsuccessful bidders will be offered where appropriate. 
 
 
[bookmark: _Toc144805566][bookmark: _Toc144807974][bookmark: _Toc240025806] Responsibility for policy implementation 
 
Governors, Headteachers, SLT and all employees with supervisory remit are responsible, within our school and their area of work, for implementing and promoting this policy. 

All School employees are responsible for implementing the policy. They must adhere to it as part of their conditions of service and will be supported and encouraged by their managers. Any failure to do so will be considered in accordance with the School’s Disciplinary Procedures and Code of Conduct. 
 
Employees and those serving the community for, or on behalf of our School must not: 

Ignore incidents of discrimination, 
Unlawfully discriminate against anyone, 
Persuade, incite, or encourage another person to discriminate, 
Harass, victimise, or abuse other employees or members of the public for any reason 
 
Employees are not expected to tolerate discrimination from other members of the school community, other employees, providers or any third party or partner. 

[bookmark: _Toc144805567][bookmark: _Toc144807975][bookmark: _Toc240025807] Examples of harassment / unacceptable behaviour 
 
[bookmark: _Toc240025808]Harassment 
 
Within the Equality Act 2010 harassment is defined as unwanted behaviour, based on someone’s protected characteristic (or a perception that they have a particular characteristic) that the recipient or a witness finds offensive. Harassment could relate to someone’s race, sex (including pregnancy/maternity), disability, sexual orientation, age, religion/belief, or gender reassignment. 

Unwanted behaviour could include: 
 
spoken or written abuse, using offensive words about a particular racial group, or using phrases or derogatory language 
offensive emails 
comments or posts on websites and social media 
circulating or displaying offensive material or insignia 
images and graffiti 
physical gestures and facial expressions that mock others 
‘banter’ or jokes that are offensive to the recipient or others 
negative stereotyping 
telling people to “go back home” or implying certain groups or people are not welcome (implying they do not belong in the UK) 
‘outing’ someone’s sexual orientation, trans status or gender identity to another person without express permission from the individual or group in question 
refusing to use the correct pronoun for someone who may or may not have transitioned or has undergone gender reassignment 
 
Anything that is unwelcome to the recipient is unwanted. The unwanted behaviour must have the purpose or effect of violating someone’s dignity, or creating a degrading, humiliating, hostile, intimidating or offensive environment. 
 
[bookmark: _Toc240025809]Sexual Harassment 

Sexual harassment prevention is a proactive compliance requirement. The school will maintain and review a sexual harassment risk assessment [see Appendix 1], identifying foreseeable risks within the school working environment and considering factors such as lone working, supervision arrangements, work-related events, online communication, power imbalance, third-party contact and any known previous concerns. Actions arising from the risk assessment will be recorded, monitored and reviewed at appropriate intervals and following any relevant incident.

Sexual harassment is defined in the Equality Act 2010 as: ‘unwanted conduct [related to a person’s sex] and in the amended Duty 2024 amendment of the act is defined as conduct of a sexual nature which has the purpose or effect of violating an individual’s dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment’.  Reasonable steps will be taken to protect our employees and any third party from sexual harassment, if sexual harassment has occurred action will be taken to ensure to stop it from happening again.
 
Examples of sexual harassment include: 
 
sexual comments or jokes 
physical behaviour, including unwelcome sexual advances, touching and various forms of sexual assault 
displaying or sharing any image, pictures, photos, or drawings of a sexual nature 
sending emails with a sexual content 
Employees, workers, volunteers and third parties should report concerns about discrimination, harassment, victimisation or sexual harassment through the school’s agreed reporting routes, which may include their line manager, Headteacher, Chair of Governors, HR support, the Fairness and Dignity at Work procedure, grievance procedure, whistleblowing procedure, safeguarding route, or other appropriate route depending on the nature of the concern. Reports will be handled sensitively, promptly and without victimisation. Where concerns relate to safeguarding, the school’s safeguarding procedures must be followed immediately.

The school will ensure relevant staff, governors and managers receive appropriate equality, diversity, inclusion, dignity at work and sexual harassment prevention training. Training will include expected standards of conduct, recognising unacceptable behaviour, bystander responsibilities, reporting routes, manager responsibilities and the requirement to take reasonable steps to prevent sexual harassment. Training completion and refresher requirements will be monitored as part of the school’s assurance arrangements.


[bookmark: _Toc240025810]Further Advice

For further advice, please contact the Schools HR Consultancy Team on 01905 844560 or via SchoolsHRconsultancy@worcestershire.gov.uk
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SEXUAL HARASSMENT
RISK ASSESSMENT
Template for Schools and Academies

	
School / academy
	
	Assessment reference
	

	Assessment date
	
	Next review date
	

	Assessor(s)
	
	Job title
	

	Approved by
	
	Approval date
	

	Consulted groups
	
	Version
	1.0



	Purpose
This template helps a school or academy identify where sexual harassment of workers may occur and record proportionate preventive measures. It should be adapted to the school’s circumstances, informed by staff engagement, and used alongside relevant employment, safeguarding, conduct, equality, grievance, whistleblowing, visitor, online safety and educational visits arrangements.


Template note: This is a working risk-management document and not legal advice. Review whenever circumstances or relevant guidance change.



1. How to use this assessment

Identify foreseeable situations in which unwanted conduct of a sexual nature could occur, including conduct by workers and third parties.
Engage staff and recognised trade unions or employee representatives where applicable. Consider concerns, survey themes, complaints, exit information and lessons from incidents without identifying individuals unnecessarily.
Rate the risk before any further action, record existing controls, then identify additional reasonable steps with a named owner and target date.
After actions are implemented, rate the residual risk. Escalate high or very high risks promptly and record interim controls.
Review at least annually and sooner after a complaint or incident, significant staffing or organisational change, a new activity or venue, or changes to law or guidance.
Following a complaint or incident, record welfare and support arrangements, any investigation requirements, interim measures and organisational learning, and update this assessment where necessary.
2. Risk rating method

	Score
	Likelihood
	Score
	Impact

	1
	Rare
	1
	Minor

	2
	Unlikely
	2
	Moderate

	3
	Possible
	3
	Significant

	4
	Likely
	4
	Serious

	5
	Very likely
	5
	Severe


Risk score = Likelihood x Impact
	1-5 Low
	6-10 Medium
	11-15 High
	16-25 Very high

	Monitor
	Plan improvement
	Prompt action
	Immediate escalation



3. People and contexts to consider

Employees, casual and agency workers, apprentices, trainees, ECTs, volunteers and governors where they are workers.
Conduct by colleagues, managers, senior leaders, governors, contractors, visitors, parents or carers, members of the public and other third parties encountered through work.
In-person and online conduct, school premises, off-site venues, travel, training, conferences, social events, trips and residential visits.



4. Sexual harassment risk register
Complete each row for the school or academy. Add, remove or amend hazards to reflect local circumstances.
	Ref
	Hazard / foreseeable situation
	Who may be affected
	Existing control measures
	Initial risk
L x I = R
	Further reasonable steps / actions
	Owner / target date
	Residual risk
L x I = R

	1
	Sexual comments, jokes, “banter”, gestures, intrusive questions, remarks about appearance, or circulation/display of inappropriate material.
	All workers, particularly new or junior staff.
	Fairness and dignity / anti-harassment policy; employee code of conduct; induction; reporting routes; disciplinary procedure.
	L: ___
I: ___
R: ___
	Provide scenario-based refresher learning; reinforce expected standards; periodic staff engagement; monitor themes and repeat concerns.
	__________
Date: ______
	L: ___
I: ___
R: ___

	2
	Unwanted attention, propositions, physical contact, stalking or repeated contact after a boundary has been made clear.
	All workers.
	Behaviour standards; accessible reporting routes; manager guidance; investigation and support arrangements.
	L: ___
I: ___
R: ___
	Publicise confidential routes; identify trained contacts; plan immediate safety measures and separation where appropriate.
	__________
Date: ______
	L: ___
I: ___
R: ___

	3
	Power imbalance involving a headteacher, senior leader, manager, mentor, governor or influential colleague.
	Junior staff, ECTs, trainees, apprentices, temporary staff and staff on probation.
	Recruitment standards; supervision; appraisal; grievance and whistleblowing routes; governor oversight.
	L: ___
I: ___
R: ___
	Role-specific leadership training; alternative reporting route outside line management; check-ins during induction/probation.
	__________
Date: ______
	L: ___
I: ___
R: ___

	4
	Lone working or isolated areas, including opening/closing, site work, cleaning, caretaking, late meetings or one-to-one work.
	Site, cleaning, support, pastoral and leadership staff.
	Lone-working procedure; sign-in/out; access control; communication arrangements; CCTV where lawful and appropriate.
	L: ___
I: ___
R: ___
	Map isolated locations/times; buddy or call-in system; improve lighting/access control; avoid unnecessary one-to-one working.
	__________
Date: ______
	L: ___
I: ___
R: ___


Risk register continued on next page.



4. Sexual harassment risk register
Complete each row for the school or academy. Add, remove or amend hazards to reflect local circumstances.
	Ref
	Hazard / foreseeable situation
	Who may be affected
	Existing control measures
	Initial risk
L x I = R
	Further reasonable steps / actions
	Owner / target date
	Residual risk
L x I = R

	5
	Inappropriate emails, messages, images or contact through Teams, personal devices, unofficial WhatsApp groups, social media messaging, online meetings or out-of-hours communications.
	All workers.
	Acceptable-use and social-media policies; professional boundaries; use of work accounts and approved communication channels; expectations for personal devices, unofficial groups and out-of-hours contact; reporting and preservation of evidence.
	L: ___
I: ___
R: ___
	Provide specific digital-conduct guidance covering personal devices, unofficial WhatsApp groups, social media messaging and out-of-hours communications; reinforce approved channels and professional boundaries; issue periodic reminders; act promptly on online concerns.
	__________
Date: ______
	L: ___
I: ___
R: ___

	6
	Work-related social events, celebrations, conferences or hospitality, especially where alcohol is available.
	Attendees and event organisers.
	Code of conduct applies at work-related events; event planning; named organiser.
	L: ___
I: ___
R: ___
	Pre-event conduct reminder; safeguards around alcohol and travel; named contact; follow-up route after the event.
	__________
Date: ______
	L: ___
I: ___
R: ___

	7
	Harassment by parents, carers, visitors, members of the public or community users.
	Reception, teaching, pastoral, SEND, family support, premises and leadership staff.
	Visitor code; reception/security arrangements; complaints and unacceptable-behaviour procedures; incident reporting.
	L: ___
I: ___
R: ___
	Publish behaviour expectations; empower staff to end contact; warning/restriction arrangements; safe meeting rooms and two-person meetings where risk indicates.
	__________
Date: ______
	L: ___
I: ___
R: ___

	8
	Harassment by contractors, supply staff, agency workers, volunteers, coaches or partner organisations.
	Employees and other workers.
	Safer recruitment where applicable; contracts/SLAs; sign-in; supervision; conduct standards; pre-engagement assurance that contractors, agencies, volunteers and partner organisations have appropriate anti-harassment standards and reporting arrangements.
	L: ___
I: ___
R: ___
	Include anti-harassment expectations and reporting routes in procurement, induction and partnership information; obtain and record assurance on relevant standards, training and reporting arrangements; identify a named contract or partnership contract; require prompt notification, cooperation and remedial action where concerns arise.
	__________
Date: ______
	L: ___
I: ___
R: ___


Risk register continued on next page.



4. Sexual harassment risk register
Complete each row for the school or academy. Add, remove or amend hazards to reflect local circumstances.
	Ref
	Hazard / foreseeable situation
	Who may be affected
	Existing control measures
	Initial risk
L x I = R
	Further reasonable steps / actions
	Owner / target date
	Residual risk
L x I = R

	9
	Inappropriate conduct connected with pupils or students, taking account of age, SEND and safeguarding context.
	Teaching, support, pastoral, transport and premises staff.
	Behaviour policy; safeguarding procedures; staff code; recording and escalation arrangements.
	L: ___
I: ___
R: ___
	Clarify employment and safeguarding routes; risk-specific support; supervision or working arrangements; communicate support available to affected staff.
	__________
Date: ______
	L: ___
I: ___
R: ___

	10
	Educational visits, residentials, travel, overnight stays, conferences or training away from the normal workplace.
	Staff attending or leading activities.
	Educational visits policy; trip planning; staffing and accommodation arrangements; emergency contacts.
	L: ___
I: ___
R: ___
	Include staff sexual-harassment risks in visit planning; rooming and travel boundaries; reporting contact away from site; post-visit review.
	__________
Date: ______
	L: ___
I: ___
R: ___

	11
	Recruitment, induction, probation, appraisal, promotion or informal career opportunities being used to make sexualised comments or propositions.
	Applicants, new employees, temporary staff and staff seeking progression.
	Panel recruitment; objective criteria; records; appeal/grievance routes; probation procedure.
	L: ___
I: ___
R: ___
	Avoid unnecessary one-to-one informal processes; train panel chairs/managers; give candidates and new starters alternative contact routes.
	__________
Date: ______
	L: ___
I: ___
R: ___

	12
	Staff reluctance to report due to fear of retaliation, confidentiality concerns, status differences or belief that nothing will happen.
	All workers, particularly precarious or junior workers.
	Multiple reporting routes; non-victimisation statement; grievance, whistleblowing and safeguarding procedures.
	L: ___
I: ___
R: ___
	Confidential or anonymous mechanism where practicable; trained contacts; communicate protection from victimisation; record outcomes and lessons.
	__________
Date: ______
	L: ___
I: ___
R: ___


Risk register continued on next page.



4. Sexual harassment risk register
Complete each row for the school or academy. Add, remove or amend hazards to reflect local circumstances.
	Ref
	Hazard / foreseeable situation
	Who may be affected
	Existing control measures
	Initial risk
L x I = R
	Further reasonable steps / actions
	Owner / target date
	Residual risk
L x I = R

	13
	Inconsistent or delayed management response, poor record keeping, or failure to act on emerging patterns.
	Complainants, witnesses and wider workforce.
	HR advice; investigation procedure; case records; governing board oversight.
	L: ___
I: ___
R: ___
	Manager response checklist; triage timescales; central trend monitoring; audit actions and training completion; anonymised assurance reporting.
	__________
Date: ______
	L: ___
I: ___
R: ___

	14
	Home visits, domiciliary visits and outreach activities, including staff entering private homes, working alone or being exposed to sexual comments, gestures, propositions, unwanted contact or other inappropriate behaviour from adults within the household.
	Peripatetic, outreach, advisory, pastoral, family support, SEND, safeguarding and other staff undertaking visits away from school premises.
	Home-visit and lone-working procedures; visit details recorded in calendars or a central system; pre-visit information and risk assessment; check-in/check-out and escalation arrangements; staff identification and charged work telephone; incident reporting and management support.
	L: ___
I: ___
R: ___
	Before each visit, assess household, location and known behavioural risks, including who is expected to be present. Avoid lone visits where concerns are known or foreseeable; use two-person visits, an alternative venue or remote contact where appropriate. Agree check-in, expected finish and overdue-action arrangements; enable staff to leave immediately if they feel unsafe; avoid entering rooms where an exit is restricted; maintain professional boundaries; report inappropriate behaviour promptly; review future contact, safety measures and support following any concern or incident.
	__________
Date: ______
	L: ___
I: ___
R: ___





5. Additional local risks

	Ref
	Local hazard / foreseeable situation
	Who may be affected
	Existing control measures
	Initial risk
	Further action / reasonable steps
	Owner / target
	Residual risk

	15
	


	

	


	L: __
I: __
R: __
	


	________
Date: ____
	L: __
I: __
R: __

	16
	


	

	


	L: __
I: __
R: __
	


	________
Date: ____
	L: __
I: __
R: __

	17
	


	

	


	L: __
I: __
R: __
	


	________
Date: ____
	L: __
I: __
R: __

	18
	


	

	


	L: __
I: __
R: __
	


	________
Date: ____
	L: __
I: __
R: __

	19
	


	

	


	L: __
I: __
R: __
	


	________
Date: ____
	L: __
I: __
R: __

	20
	


	

	


	L: __
I: __
R: __
	


	________
Date: ____
	L: __
I: __
R: __





6. Preventative measures checklist
	Measure
	In place?
	Evidence / location
	Action needed

	Up-to-date anti-harassment / fairness and dignity policy
	Yes / No / Partly
	
	

	Clear definition and examples of sexual harassment
	Yes / No / Partly
	
	

	Standards covering work-related events and online conduct
	Yes / No / Partly
	
	

	At least one reporting route outside the line-management chain
	Yes / No / Partly
	
	

	Confidential reporting and a considered anonymous option
	Yes / No / Partly
	
	

	Non-victimisation commitment and support arrangements
	Yes / No / Partly
	
	

	Staff induction and periodic refresher training
	Yes / No / Partly
	
	

	Enhanced training for managers, investigators and governors
	Yes / No / Partly
	
	

	Third-party behaviour standards, reporting routes and response plan
	Yes / No / Partly
	
	

	Recorded assurance that contractors, agencies, supply staff, volunteers and partner organisations have appropriate standards, training and reporting arrangements
	Yes / No / Partly
	
	

	Monitoring of complaints, informal concerns and themes
	Yes / No / Partly
	
	

	Staff engagement, surveys or listening exercises
	Yes / No / Partly
	
	

	Training completion records and effectiveness review
	Yes / No / Partly
	
	

	Prompt investigation and interim safety measures
	Yes / No / Partly
	
	

	Lessons learned and controls updated after incidents
	Yes / No / Partly
	
	

	Post-incident welfare support, including Occupational Health and Employee Assistance Programme referral routes
	Yes / No / Partly
	
	

	Post-incident investigation, outcome review and organisational learning arrangements
	Yes / No / Partly
	
	

	Home-visit and outreach risk assessment, lone-working, check-in/check-out and overdue-action arrangements
	Yes / No / Partly
	
	

	Annual and event-triggered review of this assessment
	Yes / No / Partly
	
	



	Priority
	Action
	Reason / risk addressed
	Responsible person
	Target date
	Progress / evidence
	Completion date

	High / Medium / Low
	

	

	
	
	
	

	High / Medium / Low
	

	

	
	
	
	

	High / Medium / Low
	

	

	
	
	
	

	High / Medium / Low
	

	

	
	
	
	

	High / Medium / Low
	

	

	
	
	
	

	High / Medium / Low
	

	

	
	
	
	

	High / Medium / Low
	

	

	
	
	
	

	High / Medium / Low
	

	

	
	
	
	


8. Action plan and approval

	Overall assessment
	Low / Medium / High / Very high
	Interim controls required?
	

	Assessor signature
	
	Date
	

	Headteacher / Principal
	
	Date
	

	Chair / committee approval
	
	Date
	



	Review date
	Reviewed by
	Reason for review
	Changes made
	Next review date

	

	

	

	

	


	

	

	

	

	


	

	

	

	

	


	

	

	

	

	



9. Review record
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