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1.
Introduction

1.1 The definition of domestic violence is: ‘Any incident of threatening behaviour, violence or abuse (psychological, physical, sexual, financial or emotional) between adults who are or have been intimate partners or family members, regardless of gender or sexuality.’

1.2 Research shows that one-in-four adult women (and some men) have or will suffer from domestic violence, and nearly a quarter of all violent crime is domestic violence.

1.2  The DV Steering Executive recognises the potential effect of domestic violence on the well-being of staff.

2.  Scope

2.1 This Policy covers employees, but the DV Steering Executive will offer support to agency and contract staff as far as possible.

3.  Purpose

3.1 The purpose of this policy is to support and help staff who are experiencing domestic violence

3.2 This policy is part of the Council’s Healthy Happy Here staff well-being programme, which, through a number of initiatives, seeks to retain valued employees; improve morale and performance.

3.3 The policy provides guidance for managing reports of domestic violence and promotes awareness by both managers and staff to help identify related behaviour in the workplace, with an emphasis on prevention.

4. Policy

4.1 The DV Steering Executive will inform staff of the issue and what support is available using notice boards, the intranet, staff briefings, inductions and other means. This includes internal support, Hillingdon’s DV Directory on the Council’s website and local specialist support agencies and national organisations

4.2
Managers are not expected to provide direct advice to victims, but be aware of and offer information, workplace support, and signpost to other specialist organisations.  

4.3
Staff who are experiencing domestic abuse can disclose it to a line manager, colleague, union representative or the Domestic Violence Strategic Co-ordinator

4.4
DV Multi-Agency Training is available to managers and staff on domestic abuse, policy changes and initiatives, current legislation and appropriate responses.

4.5 Managers and staff must not disclose personal details of other employees to any unauthorised person, such as addresses, telephone numbers or shift patterns and place of employment.

4.6 Staff records, including records of absences related to domestic violence, will be kept strictly confidential.

The disclosure of information should be with the permission of the individual, unless there are legal requirements to take into consideration.  For example, where children are at risk, vulnerable adults are identified or to prevent crime or harm under the Crime and Disorder Act 1998 (Section 115) Information Sharing Protocol and under the Data Protection Act 1984/98. The employer’s responsibility for public protection may lead to them having to make a notification to an appropriate person or organisation. In the event of this occurring, advice from an HR Adviser should be sought and the employee should be informed of the decision in writing.

5.
Procedure

5.1 Line managers, colleagues and union representatives should respond sympathetically, confidentially and effectively to any member of staff who discloses that they are experiencing domestic violence and seek to provide support at the earliest possible stage, before a crisis point is reached. 
5.2 Managers should be aware that unplanned absences and temporary poor timekeeping may be indicators of domestic violence and can offer employees a broad range of practical support.  Depending on the individual circumstances, this may include, but is not limited to:

· Enabling employees to take leave at short notice for relevant appointments, including support from specialist agencies, solicitors, to re-arrange housing or childcare, and for court appointments

· Use of other existing policies, such as flexible working, special leave, bullying and harassment policy

· Temporary or permanent changes to working times and patterns 

· Redeployment / transfer within Group

· Changes to specific duties, where it may be necessary to avoid potential contact with an abuser in a frontline role or if they are fellow employee

· Assistance to find external alternative employment

· Measures to ensure a safe working environment, for example not allowing access to work telephone number to avoid harassing phone calls

· Advise about assertiveness and personal safety training courses

· Access to the employee assistance programme, which provides emotional and legal support.

5.3
There is a range of sources of advice and support available to employees: 

· Employee Assistance Programme – Via a 24 hour Confidential Care telephone helpline which provides a free and confidential information, support and counselling service on free phone 0800 085 1376. 

As well as counselling this service provides a range of other advice services including legal, family care, debt and financial advice; all of which can be useful in these circumstances. 

It can be particularly helpful to speak to someone, for example, an independent Adviser or counsellor, who is able to step back from what may be a highly emotional experience to see it with a measure of detachment and objectivity. The Adviser/counsellor will work with the caller to establish the best way of handling the problem and provide emotional support. 

· Trade Union – Employees who are members of a trade union can seek support and advice from their trade union internally, or locally through their websites.

· Friends / Family / Colleague – although, quite often bullying and harassment goes on in private, an employee may well find that he or she is not the only one who has suffered. Speaking to others who may also be suffering from the effects of the same behaviour may be beneficial.

· HR Adviser – HR Advice and Support can provide employees with advice about Council policies and procedures. All the Council’s HR policies are available on Horizon.

· General practitioner – this is an option for employees who might be experiencing medical symptoms/conditions as a result of domestic violence.

· Occupational Health – Domestic violence may often have an effect on employee’s physical and or mental health and this in turn may affect them in the workplace. In these circumstances a management referral to occupational health may be appropriate. 

· The Council’s DV Strategic Co-ordinator
· The Council’s Website
· Citizens Advice Bureau
6.
Guidance

6.1
If a manager suspects an employee is experiencing domestic violence or abuse, they should contact HR for advice before any discussion takes place with the employee. Any discussion about the employee’s situation should take place in private and any questions should be asked with care and sensitivity. An employee should never be pressured into agreeing to action in connection with their personal circumstances with which they are uncomfortable. 
HR advice must be sought where domestic violence is, or is suspected of, being perpetrated by an employee and consideration must to be given to where this would bring the organisation into disrepute through risk to others and damage to reputation.

· Consideration must be given where the misuse of workplace resources, information and where the employee’s authority risked or enabled the abuse to continue. 

· The Council’s disciplinary procedure will be used as appropriate in these circumstances and depending on the seriousness of the case may be regarded as gross misconduct and may lead to dismissal. 

· If an employee is charged with, or convicted of, a criminal offence the line manager must take advice from HR.  The main consideration should be whether the offence, or alleged offence, is one that is relevant to their employment and whether the disciplinary procedure should be invoked.

· Ensure the perpetrator is unable to use their position to find out details about the whereabouts of their partner, through databases, personnel files or contact with other agencies.  Make clear that the Police will be called if there is evidence of violence or abuse during working hours.

· Information could be sought on local perpetrator programmes
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