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Guidance for managers:

Recognising and supporting employees, workers or volunteers experiencing domestic violence and/or abuse.
This guidance supports Barnardo’s Domestic Violence and Abuse Policy and Procedure. Managers can obtain further advice from their Local People Team or Volunteering & Community Engagement (V&CE) Team, as appropriate. 

What is domestic violence and abuse? 

Domestic abuse is any type of controlling, bullying, threatening or violent behaviour between people in a relationship. However, domestic abuse isn’t limited to just physical violence it can take a variety of different forms, including sexual, financial or psychological abuse. Some examples include: 
· emotional e.g. verbal abuse such as yelling, name-calling, blaming and shaming. Isolation, intimidation, threats of violence and controlling behaviour;

· financial e.g. controlling finances, withholding money or credit cards, making someone unreasonably account for money spent/petrol used, exploiting assets, withholding basic necessities, preventing someone from working, deliberately running up debts, forcing someone to work against their will and sabotaging someone's job;

· physical e.g. punching, slapping, hitting, biting, pinching, kicking, pulling hair out, pushing, shoving, burning and strangling;

· psychological e.g. includes verbal and non-verbal, a chipping away at an individual’s confidence and independence with the intention of making them compliant and limiting their ability to leave;

· sexual e.g. any situation in which an individual is forced to participate in unwanted, unsafe or degrading sexual activity is sexual abuse.

Controlling behaviour

Controlling behaviour is a range of acts designed to make a person subordinate and/or dependent by isolating them from sources of support, exploiting their resources and capacities for personal gain, depriving them of the means needed for independence, resistance and escape and regulating their everyday behaviour.

Coercive behaviour

Coercive behaviour is an act or a pattern of acts of assault, threats, humiliation and intimidation or other abuse that is used to harm, punish, or frighten their victim.

Safety at Work
Barnardo’s has a duty of care to ensure that all workers have the right to work in a safe environment where risks to health and well-being are considered and dealt with efficiently. 
Recognising the problem
The Charted Institute for Personnel and Development provide the following practical tips in recognising signs of possible domestic violence and/or abuse:

· Look for sudden changes in behaviour and/or changes in the quality of work/performance for unexplained reasons despite a previously strong record.

· Look for changes in the way an employee dresses, for example wearing excessive clothing on hot days, changes in the amount of make-up worn. 
· High absenteeism without any explanation.

Managers should also look out for:

· Signs of physical injury/visible bruising, single or repeated injury with unlikely explanations.
· Spending an increased amount of hours at work for no reason. 

· Changes in behaviour: for example, becoming very quiet, anxious, frightened, tearful, aggressive, distracted, depressed etc. 

· Conduct out of character with previous employment history. 
· Isolating themselves from colleagues.
· Obsession with timekeeping.
· Secretive regarding home life.
N.B. Domestic violence and/or abuse may not be the reason for any of the above, so it is important to act sensitively. 

Suspected domestic abuse
If domestic abuse is suspected, the manager should try to initiate a conversation with the employee, worker or volunteer in order to discuss this and outline what support and help is available. Often individuals will not feel confident in speaking up, so a manager making the first move to begin a conversation can be key (CIPD, 2013). 
 Below are some examples of questions that could be used to support the discussion:

· How are you doing at the moment? Are there any issues you would like to discuss with me?
· I have noticed recently that you are not yourself. Is anything the matter?
· Is everything all right at home?
· Are there any problems or reasons that may be contributing to your frequent sickness absence/under-performance at work/arriving late for work?
· What support do you think might help? What would you like to happen? How?
Responding to a disclosure of domestic violence and/or abuse
· Believe an employee, worker or volunteer if they disclose experiencing domestic violence and/or abuse – do not ask for proof.
· Reassure the employee, worker or volunteer that the organisation has an understanding of how domestic violence and/or abuse may affect their work performance and outline the support that can be offered and/or accessed. 
· Assess any risk to the individual and/or colleagues, identifying and implementing appropriate measures in place to reduce the risk. 
Providing Support/Workplace Adjustments to help ensure a safe and supported workplace
· Where possible, divert phone calls and email messages and look to change a phone extension if an employee, worker or volunteer is receiving harassing calls.

· Agree with the employee, worker or volunteer what to tell colleagues and how they should respond if the alleged perpetrator telephones or visits the workplace.

· Where possible, make arrangements to ensure that the employee, worker or volunteer does not work alone or in an isolated area and check that they have arrangements for getting safely to and from home.

· Consider whether a change to working patterns (if requested) or special leave may help to facilitate any practical arrangements. 
· If an employee, worker or volunteer is looking to live and settle in a new location, consider whether a move of job location/volunteering opportunity could be facilitated, subject to business need.  
· Note any incidents of abuse in the workplace, including persistent telephone calls, emails or visits to the workplace. 
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