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DRAFT


Policy on Domestic Abuse

For all staff employed by Trafford Council

(other than Teaching and Support Staff employed through the Governing Body of a School)

1.  Introduction

The Council recognises the seriousness and impact of domestic abuse on employees and this policy has been developed to help the Council provide support and care for its staff, in line with the organisation's core values, in situations of domestic abuse.   

The aim of the policy is to provide guidance to managers and employees on the options available to address the effects of domestic abuse as they relate to the workplace and to promote staff health, safety and welfare at work. 
2.  Scope of the Policy

This policy provides guidance for all staff employed by Trafford Council and is designed to support the aims of the Council’s Domestic Abuse Strategy.  These aims include:

· Promoting awareness of the issue.
· Coordinating Services.
· Promoting understanding about the support available.
· Raising awareness of domestic abuse issues including the recognition that domestic violence may be experienced regardless of age, gender, sexual orientation, financial position, culture, religion or belief. 
· Helping to reduce the number of repeat victims of domestic abuse. 

3. General Principles 

The Council will apply the policy fairly, ensuring that no employee receives unfair treatment because of their race, ethnic or national origin, care responsibilities, economic disadvantage, religion, disability, age, sex, marital status or sexual orientation.  All employees should be able to access the appropriate support and advice that is required for them to use this policy.

A disabled employee’s support and communication needs must be considered throughout the process and the Access Standards Key (ASK) guidelines used when arranging meetings.  More information on the ASK guidelines is available on the intranet.

In addition, all those involved in any stage of the domestic abuse policy should be sensitive to the diverse nature of the workforce and the potential needs of employees relating to such areas as language and culture, in line with the Council’s equality and inclusion agenda. 

4.  Definition of Domestic Abuse

Domestic abuse includes physical assault, sexual abuse, psychological abuse and financial exploitation.  

The abuse may be from someone an individual is currently in a relationship with or have previously had a relationship with.  This includes abuse from relatives, as well as opposite or same sex partners. 

5.  Becoming aware of the problem
Managers may become aware an individual is subject to domestic abuse in a variety of different ways.  For example, they may become aware of the problem because other workplace issues come to light such as attendance concerns, difficulties with timekeeping, performance related issues and/or emotional or behavioural problems, with the resultant discussions highlighting domestic abuse.

In general, domestic abuse is under-reported and victims of abuse may not report the problem until a number of incidents have occurred.  Managers should be aware that it is unlikely that employees will report domestic abuse directly to them, initially.  In such circumstances individuals react differently and may seek help from external organisations, or in-house services such as the Occupational Health service, the Counselling Service or their own Service HR team, before discussing the issue with their manager.  Alternatively, they may choose to talk to a trusted colleague or friend.
Employees who become aware that a colleague is subject to domestic abuse should, where possible, encourage their colleague to discuss the issue with their manager or the Occupational Health service.

When the problem is identified, the role of the manager is to provide initial support to the employee and take steps to address implications for the workplace and the team.  The manager should also signpost the employee to organisations specialising in domestic abuse issues or who can offer counselling and advice (see Appendix I for information on the support available).   
5.1 Discussing the issues

Managers should take a supportive, sensitive, non-judgemental approach to dealing with issues of domestic abuse and take the time to listen to the employees’ difficulties and to understand the problem.  They should bear in mind that there may be additional issues faced by the employee because of their age, gender, sexuality, ethnicity, disability or religion or belief.  
Managers should also be aware that employees may find it difficult or uncomfortable to discuss domestic abuse issues with their immediate line manager and should offer them the alternative of talking to another contact within the organisation, such as another manager, a member of their Service HR team, a Dignity at Work Contact, where appropriate, or a Trade Union representative. 
5.2 Where domestic abuse is discussed in a meeting
It is important that a meeting during which issues of domestic abuse are disclosed or discussed is handled sensitively.  Managers should primarily offer concern and support to the employee but also give consideration to the following:
· Ensuring that any immediate safety issues are addressed (see section 7).
· Assuring the employee that information will be treated as confidential, as far as possible, unless there are child or adult protection issues (see section 6).
· Exploring practical management and workplace support (see section 8).

· Ensuring the individual concerned is aware that there are specialist organisations that can offer further advice and provide the employee with information as appropriate (see Appendix I).

· Explaining that the normal process of recording and management of any sickness absence will continue as normal under the Attendance Management policy.
· Explaining that acts of abuse which affect the workplace will be recorded, for example, details of the perpetrator attending the workplace or making other unwanted contact through phone calls to the workplace. 
6.  Confidentiality

It is essential that managers/colleagues keep any information given to them by an employee concerning domestic abuse confidential, as far as possible.  However it should also be recognised that complete confidentiality may not always be possible, for example, there may be child protection issues or another vulnerable person may be at risk.  If this is the case, the manager should seek further advice from the appropriate service and inform the employee that they are taking this step.

In certain circumstances it may be advisable to release a certain amount of information to the employee’s colleagues but this should always be following discussions with the employee and with their agreement.   For example, where the individual responsible for the domestic abuse tries to contact the employee at work, it may be helpful for team members to be aware of the situation and briefed on how to respond.  It is vital that the employee agrees which details can be shared amongst the team and that the team observes confidentiality within the workplace. 

7.  Safety

The Council aims to provide a safe working environment for its employees and has introduced guidance on dealing with violence and aggression at work.  
Further details can be found in the ‘Managing Workplace Violence and Aggression towards Staff Policy and Guidance’. 
However, employees subject to domestic abuse may require additional support and the following areas should be reviewed in consultation with the employee affected: 

· Employee security in the workplace - this may involve reviewing access arrangements or considering a temporary or permanent change in an employee’s work location.  This may be at a limited level, for example, moving an employee away from a visible public area or a ground floor window.

· Travel arrangements – managers may need to consider how levels of risk can be reduced during journeys, for example by arranging for the employee to be accompanied or changing routes/means of transport where possible.

· Journey times – managers may also consider enabling the employee to vary start and finish times and work flexibly to reduce risks during journeys to and from work.

· Work-related visits – managers may consider re-organising duties or enabling an employee to be accompanied on visits to reduce the level of risk.  A manager may also agree ‘reporting in’ arrangements with an employee so that their whereabouts can be checked regularly and the team is made aware when the employee starts and finishes work.

· Absence – managers may agree a consistent reporting arrangement with an employee so that any problems with attendance become apparent at an early stage.

· Information security – employees should not divulge information such as personal addresses or telephone numbers to callers.  In addition, care should be taken when giving information about working hours, location or shift patterns.  It may be helpful to brief colleagues about their response if approached or called by the individual responsible for the domestic abuse. 

8.  Provision of support 

Employees may also require the organisations support in other areas and while the following list is not intended to be exhaustive it gives an indication of further types of support which may be considered.
Time off for appointments - managers should consider sympathetically any requests for reasonable time-off for employees who have disclosed that they are experiencing domestic abuse.  Generally employees would be expected to take annual leave or use the flexitime system, time off in lieu or unpaid leave to cover such appointments.  However, each case will be treated on its own merits and where necessary additional advice can be sought from Service HR teams.
· Time off to attend court – reasonable paid time off work will be granted for employees who request time off to attend court to seek an injunction or order, in cases of violence or harassment.
· Time off for dependants - Trafford Council offers reasonable paid leave to cover emergency situations, for example, where child care needs to be rearranged.  Refer to the Special Leave – Dependants, Emergencies and Bereavement Policy for further details.   Otherwise managers should view sympathetically, reasonable requests from employees needing to take annual leave or flexi-time, in order to care for dependants, in cases of domestic abuse.  
· Working Hours – managers should consider requests for a temporary or permanent reduction in working hours/change in working pattern sympathetically where these are requested to support an employee subject to domestic abuse.   Further guidance on requests for flexible working can be found in the Flexible Working Requests Procedure. 

· Financial Issues – employees experiencing financial difficulty as a result of domestic abuse should contact their line manager or Service HR team/Payroll to discuss any support which may be available, for example, a change in the method of salary payment. 
· Occupational Health - Trafford Council’s Occupational Health service is available to offer advice on medical issues.  Employees may self refer to Occupational Health or the referral may be made by their line manager. 
· Counselling Service - Trafford Council offers a free counselling service to all its employees.  Employees may contact the SDMA Counselling Care line directly on 0800 919 765.  Alternatively details of how to access the service are available from Occupational Health or Service HR. 

9.  Where a Trafford Council employee is alleged to be a perpetrator of domestic abuse.
Employees should be aware that domestic abuse is a serious matter which may lead to criminal convictions.  Conduct outside of work (whether or not it leads to a criminal conviction) can lead to disciplinary action against an employee because of its employment implications and because it undermines the confidence and trust the Council (as employer) has in the employee.  
Where there is a possibility that a Trafford Council employee has been the perpetrator of domestic abuse an investigation into the facts of the situation should take place and a view taken regarding the instigation of the disciplinary procedure.  
Factors to consider when deciding on the appropriate steps to take are:

· The nature of the alleged conduct

· The employee’s work location

· The employee’s level of contact with vulnerable groups

Where the alleged perpetrator works with vulnerable groups, a change of duties or a transfer to an alternative post may be necessary pending the outcome of an investigation into the situation.  
Such situations should be approached sensitively and advice from Service HR sections should be obtained before any action is taken, in all cases.   Action taken should be seen as a neutral act, pending the outcome of an investigation, and does not imply a pre-judgment of the situation. 
Perpetrators/alleged perpetrators of domestic abuse may contact the Counselling Service or the specialist phone line for people who are concerned about their abusive and/or violent behaviour towards their partners for further support (see details at Appendix I).
Implementing the Policy

Advice for managers and employees on applying this policy is available from Service HR teams.
Review 

This procedure will be periodically reviewed in line with procedures, in order that it remains appropriate to the Council’s operation, is best practice and meets legal requirements. 
Appendix I – List of useful contacts

Trafford Council - MARAT 

A Multi Agency Referral and Assessment Team for children and young people aged 0 – 17 years who may be in need of support or protection.  The team also provides advice and guidance and information on available services. 

0161 912 5125

Trafford Council - Out-of-Hours Emergency Duty Team

A team of Social Workers who are available to provide support out of office hours

0161 912 2020

Trafford Council - Women’s Aid Information, Advice and Support Service

0845 4500 789

Trafford Council - Victim Support and Witness Service

0161 912 3238

Trafford Housing Trust – Housing Options

0161 968 0343

Women’s Domestic Violence Helpline
0161 636 7525 

DAWES – Domestic Abuse: Women’s Employment Support 

A service for women who have problems at work as a consequence of domestic abuse

contact@dawesproject.org.uk
0161 839 3236

National Domestic Violence Helpline – 24 hour freephone
0808 2000 247

Forced Marriage Helpline

0800 5999 247

Police Public Protection Investigation Unit

Trafford – 0161 856 7574 

Stockport – 0161 856 7974

Salford – 0161 856 5171 

Manchester – 0161 856 8064

Broken Rainbow

Support for lesbian, gay, bisexual and transgender people experiencing domestic abuse

08452 60 44 60

MALE – Men’s advice line

0808 801 0327

Respect

A phone line for people who are concerned about their abusive and/or violent behaviour towards their partners

0845 122 8609 
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