
Domestic Abuse and Sexual Violence Policy
Guidelines for Managers including what support you can expect from Croydon Council as your employer

Domestic abuse is often perceived as a private matter, rather than a workplace issue and managers may be reluctant to raise the issue with employees for a range of reasons including not knowing how to respond. However support from the workplace can make a significant difference to the lives of survivors and victims and their families. Managers can get confidential support on how to approach and or support from Paula Doherty Strategic lead for DASV and the FJC.

The Council expects line manager’s to be supportive and understanding when considering the following:
· Treat domestic violence cases with the same degree of seriousness and sensitivity as any other form of harassment, violence or abuse; it is not to be tolerated.

· Ensure that effective support measures are communicated to survivors, victims and perpetrators of domestic abuse. (Refer to Appendix for guidance on this)

· Recognise the scope of domestic abuse.

· Adopt a sensitive and non-judgemental approach when dealing with employees who have experienced domestic abuse.

· Seek support from HR (and OH) where necessary.

· Work with other departments; Security, Facilities Management, CFL, DASHH, Parking etc

The 4 ‘R’s - recognise, respond, refer and record

The aim of any intervention around domestic abuse is to increase the safety of those at risk of harm.  
Please click on the link below which leads to the specific DASV toolkit for further guidance. 
https://www.practitionerspacecroydon.co.uk/domestic-abuse-and-sexual-violence-2/domestic-abuse-and-sexual-violence
Managers should follow the “4Rs” 
1. Recognise that there might be a problem 
2. Respond appropriately. look for signs and be curious
3. Refer on to appropriate help and specialist services
4. Record the details

Recognising

This will come to light via associated issues such as a change in a staff member’s demeanour, absences or performance and capability issues. Examples of signs to look for:

· Persistent lateness or needing to leave early

· High absence rates ( consider patterns, such as the return to work after a weekend break or annual leave)
· Frequently asking for unplanned, emergency leave
· Changes in work productivity and quality

· Too much time spent at work

· Becoming distressed at work due to a phone call or email or text etc

· Out of character behaviour

Responding

As a manager it is not your responsibility to stop the abuse or help an employee to escape from an abusive relationship. The most effective role is to signpost them to agencies with the expertise to assist and to provide support. However, if an incident occurs at work then employers under the Health and Safety at Work (1974) Act have a duty to ensure the health, safety and welfare of their employees at work as is reasonably practical.

If an employee discloses that they are experiencing domestic abuse it is important to take them seriously and not ask for proof. Avoid passing judgement on both the perpetrator and victim. Ensure that you have a private confidential discussion in an appropriate environment. If you have concerns that a child may be at risk then in these circumstances you should explain to the individual that you have a duty to notify the relevant Social Care or Safeguarding team.

Perpetrators also have the right to confidentiality especially where victim and perpetrator are both employees. Encourage them to contact a specialist body, refer them to the Appendix within this policy.  

Carry out a risk assessment to ensure that any risk is minimised. The assessment should consider risks associated with their journey to work including routes taken and times of the day that they travel and the mode of transport. Any work associated visits should be considered in order to minimise any risk for example; false appointments being made by a perpetrator in order to get their victim alone.
Remember that you are not responsible for preventing the risk of harm but you must work to minimise the risk. A personal evacuation plan is advisable where an employee’s journey to and from work could be compromised. It is advisable to contact the necessary security and facilities management teams to provide support from this e.g. having a security guard accompany a staff member to the train station, bus stop, car etc. This should be approached in a similar way to the personal evacuation plans that disabled staff have in the event of a fire.
Help and support for victims

Be aware that organisations can provide employees experiencing domestic violence with valuable support – See Appendix 1. The workplace may be the only place where an abuser is unable to closely monitor their partner (unless the abuser is works at the same workplace or has colleagues watching) making it a good place for the victim to access information and advice.

Managers have a number of supportive measures available to help employees including:

· This may be needed for any number of reasons and in some cases may need to be taken at short notice.  Victims of abuse and sexual violence may need to sort out practical and legal issues such as counselling, visits to police/solicitor/court/GP/support agency/housing/childcare, attending court as a witness.   The absence can be annual leave, unpaid leave and/or discretionary leave (see the Additional Leave options on the intranet).
· Offer victims flexible schedules and work hours e.g. agree that the employee can start work a bit later if they have to move/children have to go to new school.
· Consider flexibility over relocating the employee to different workplaces.  Be aware that working from home may be the least desirable option and consider alternatives.
· Adjust performance targets and/or allow the employee to change their workload.
· Consider whether secure workplace parking is appropriate and can be offered.
· Make sure that the employee is aware of the Council’s Employee Assistance Programme and the services it offers including access to confidential counselling.  

· Consider whether a referral to Occupational Health may be an appropriate supportive measure.

· Arrange for wages to be paid into a different bank account, in advance; make a loan/emergency funds available; signpost to credit union/other financial advice.

When you are considering what support you can provide to employees experiencing domestic violence, please contact HR consultancy for advice.
Colleagues

Advise on a need to know basis with the employees consent and agree a standard response in situations where the perpetrator contacts the workplace.

Time Off

Managers have the discretion to allow reasonable time off for staff to deal with issues such as counselling, visiting support agencies, solicitors, organising alternative childcare and housing. The staff member may find this helpful and useful during work time to avoid any confrontation by their perpetrator. This should be monitored to avoid and future difficulties with performance and absenteeism for example.
Record

It is important that concerns or disclosure of Domestic abuse and sexual violence are accurately and confidentially held.

Employees Who Perpetrate

Recognising

· The individual may directly disclose this information to you.

· Concerns may be raised about their abusive behaviour by a witness.

· An employee may be a victim and the perpetrator is an employee.

If an employee suspects a colleague then they should approach their line manager in confidence considering the safety of the victim. The Council’s Whistleblowing Policy aims to reassure employees that they can raise concerns without fear of victimisation or reprisal.
Respond

The main aim is to promote the seeking of help. Engagement should be positive and respectful to encourage the perpetrator to agree to engage with local support agencies which may then increase the safety of the vulnerable partner. If there is a suggestion that a child or vulnerable adult may be at risk then the manager must inform the Children’s Social Care provider or the Safeguarding Adults team.

Ps. Where the Perpetrator and Victim are Employees
· The priority is the safety of the victim and that action is taken to minimise risks. 
Disciplinary action can be considered where the employee perpetrating the abuse particularly where it affects their employment relationship.
The manager needs to be satisfied that appropriate steps are being taken to protect any dependent children and if they are not satisfied that they must make a referral to Children's Services and inform the employee of their concerns and action. Information and advice on child protection issues can be obtained from Children’s Services or the Council’s Safeguarding Children’s Board (contact details to be added to Appendix 1).
If there is concern for a vulnerable adult’s safety, the manager should inform the employee that they are seeking further advice from an appropriate agency such as Adult Services or the Safeguarding Adults Unit and that they may have to pass this information onto these bodies. Information and advice on safeguarding adult issues can be obtained from Adult Services or from Croydon Safeguarding Adults Team (contact details to be added to Appendix 1).

Managers have a duty to maintain a secure environment for all staff and this could be made easier if colleagues are aware of potential risks. However, it is essential that the manager agrees with the employee concerned what information to tell colleagues. Managers should remind staff that this information is confidential and any unauthorised breaches of this could be result in disciplinary action being taken.

The consequences of breaching confidentiality could also have very serious effects for the person experiencing domestic abuse and sexual violence. Statistics have shown that the risk of more serious assaults, permanent injury and murder taking place increases significantly when a woman decides to leave home or immediately after. It is important therefore, not to underestimate the danger or assume that the fear of violence is exaggerated.

Appendix One:  Support Helplines and Contact Information

Domestic Violence national Numbers:

· Contact the Metropolitan Police on 101 or 999 for emergencies

· Freephone 24-hour National Domestic Violence Helpline: 0808 2000 247 (run in partnership between Women’s Aid and Refuge)
· The Family Justice Centre – 020 8688 0100 The FJC is open every Monday, Tuesday, Wednesday, Friday 10am-4pm or e mail fjc@croydon.gov.uk also visit www.croydon.gov.uk/community/dabuse/fjcentre

General Support
· Victim Support Service 08081689111 or by emailwww.victimsupport.org 

National charity giving free and confidential help to victims of crime, witnesses, their family and friends

· Samaritans – 08457 90 90 90 www.samaritans.org.uk
· Rape Crisis – www.rapecrisis.org.uk&www.truthaboutrape.co.uk now called RASACS
· Shelter – 0808 800 4444 www.shelter .org.uk

· Crimestoppers – 0800 555 111 www.crimestoppers-uk.org
· Refugee Council – 020 7346 6777 www.refugeecouncil.org.uk
· Rights of Women – 020 7251 6577 www.rightsofwomen.org.uk
Legal advice 
· National Centre for Domestic Violence – www.lcdv.co.uk / 0844 8044 999 24 hours a day 365 days a year - A charity that specialises in providing assistance to obtain injunctions to prevent further abuse

Women’s Aid
· www.womensaid.org.uk 01179444411 (general enquiries) 0808 2000 247 24 hours a day 7 days a week

Support for Men
· Men’s Advice Line 0808 801 0327 mensadviceline.org.uk 

Confidential helpline for male victims of domestic violence and abuse

· DVIP - Domestic Violence Intervention Project – 0207 633 9181

· Respect - 

Lesbian, gay, bisexual, transsexual domestic violence

· Broken rainbow – www.broken-rainbow.org.uk 0300 999 5428 (Helpline Service)

Support for forced marriage and honour based violence

· Karma Nirvana – Honour Network Helpline 0800 5999 247

Support for women and children from multicultural backgrounds

· South Asian women: Karma Nirvana Refuge: 01332 60 40 98 or after 5pm 07952 856 869

· Southall Black Sisters – 020 8571 9595

· Muslim Community Helpline – 020 8904 8193

· Jewish Womens Aid Helpline – 0800 591 203

· Chinese information abd Advice Centre – 020 7692 3697 www.ciac.co.uk
· Black Association of Women step out – 029 2043 7390

Employee Assistance Programme

· Freephone number and can be called 24 hours a day: 0800 243 458.

To access the EAP area on the Workplace Options website go to: www.workplaceoptions.com, click on 'Member Log In' and enter the Username: Croydon  - Password: Employee.
Finally if you are a Council or Housing Association Tenant you can contact your tenancy or housing officer. 

Appendix 2 - Forced Marriage, ‘So Called Honour Based Violence’ and Female Genital Mutilation

Forced Marriage: The Foreign and Commonwealth Office states that: in a forced marriage, “one or both spouses do not consent to the marriage, or consent is extracted under duress. Duress includes both physical and emotional pressure”.

The UN Convention on the Rights of the Child, Article 19 states that: “State parties shall take all appropriate legislative, administrative, social and educational measures to protect the child from all forms of physical or mental violence, injury or abuse, neglect or negligent treatment, maltreatment or exploitation, including sexual abuse, while in the care of parent(s), legal guardian(s) or any other person who has the care of the child”. In a forced marriage at least one party does not consent to the marriage and some element of duress is involved. Forced marriage is primarily an issue of violence against women. 

Most cases involve young women and girls aged between 13 and 30 years, although, there is evidence to suggest that as many as 15 per cent of victims are male. A clear distinction must be made between a forced marriage and an arranged marriage. The tradition of arranged marriages has operated successfully within many communities and many countries for a very long time. In arranged marriages the families of both spouses take a leading role in arranging the marriage but the choice whether to accept the arrangement remains with the individuals.

Currently, some two hundred cases of forced marriage are reported to the Foreign & Commonwealth Office each year. Many others go unreported. With greater awareness this figure is likely to increase. The majority of cases of forced marriage encountered in the UK involve South Asian families. However, despite appearances, this is not solely an Asian issue. A reason for this disparity is that the UK has a large Asian population. There are also cases involving families from East Asia, the Middle East, Europe, Africa and within Roma communities. The issue of forced marriage should not be used to stigmatise any community. Some forced marriages take place in the UK with no overseas element while others involve a partner coming from overseas or a British citizen being sent abroad.

For guidance on dealing with forced marriage issues, please contact Karma Nirvana – Honour Network Helpline 0800 5999 247

‘So Called Honour Based Violence’: Forced marriage cases can develop to the extent where women and men need protection from their family and extended relatives. It is common for individuals being forced to marry to experience being forced to travel abroad, being kidnapped, being physically and mentally abused and in extreme cases being subjected to a so called “honour killing” for bringing shame onto the family by refusing to consent to the marriage.
Honour related violence occurs when perpetrators believe a relative has shamed the family and they believe that the only way to redeem the family’s honour is to punish or kill the relative. There are strong links between such abuse, domestic violence and forced marriage. For guidance on dealing with honour based violence, please contact the Karma Nirvana – Honour Network Helpline 0800 5999 247

Female Genital Mutilation: Female genital mutilation (FGM), often referred to as 'female circumcision', comprises all procedures involving partial or total removal of the external female genitalia or other injury to the female genital organs whether for cultural, religious or other non-therapeutic reasons. 

FGM has been a social custom in Northern Africa for millennia. Many people link FGM with the religion of Islam, but it is actually a social custom that is practiced by Animists, Christians, and Muslims in countries where FGM is common. Many of the communities that practice FGM are Muslim with religion often cited as a reason, despite the fact that neither the Qu’ran nor any other holy text advocates for FGM. There are many Muslim countries in which the mutilation is essentially unknown, including Algeria, Iran, Kuwait, Pakistan and Saudi Arabia.

FGM is occasionally performed in North America and Europe on girls of families who have emigrated from countries where FGM is practiced. It is estimated that as many as 6,500 girls are at risk of FGM within the UK every year. FGM is a fundamental violation of the rights of girls. It is discriminatory and violates the rights to equal opportunities, health, freedom from violence, injury, abuse, torture and cruel or inhuman and degrading treatment, protection from harmful traditional practices, and to make decisions concerning reproduction. These rights are protected in international law.

FGM is not an act of hate. It is carried out on children because their parents believe it is in their best interest. In the patriarchal communities where FGM takes place, marriage is necessary for a woman’s honour and survival. An uncircumcised woman will stand very little chance of marriage and will not be accepted by her community. In these communities FGM is carried out to safeguard the chastity of a woman before marriage. FGM is used as a means of controlling and de-sexualising women and repressing sexual desire, to reduce the chance of sexual promiscuity in marriage on the part of the woman. FGM is also carried out for reasons of aesthetics and hygiene and as a means of purification and ensuring that a woman is clean.
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