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	Policy Purpose: The purpose of this policy is as follows;

· Improve the safety and welfare of those who are affected.
· provide effective health and wellbeing support to staff to enable them to remain in work
· Assess and manage risk and communicate this effectively with other professionals.
· Provide a consistent and achievable policy framework within which Croydon

Council can work when supporting those experiencing or affected by domestic abuse.
· Provide a response and service that respects the diversity of our workforce.
· Promote respectful relationships.
· Raise awareness.
· Promote the principle that everyone has the right to be treated with dignity and respect.
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Introduction 
This guided policy covers all those staff directly employed by Croydon Council domestic abuse is a serious social and criminal problem that accounts for almost a quarter of all violent crime and has significant human and financial consequences for individuals, families, communities and society as a whole.
Incidents of domestic abuse are common and have a serious impact on those who experience them. Studies have consistently demonstrated the prevalence of domestic abuse, with an estimated 1 in 4 women and 1 in 6 men experiencing domestic abuse each year.

Policy Statement

Tackling domestic abuse and sexual violence in Croydon is one of council’s top three priorities.  This has the full endorsement of the Local Strategic Partnership which have signed up to a declaration to put an end to domestic abuse and sexual violence by acting together.  The council is aiming to becoming a beacon authority in tackling this pervasive problem and in addressing the underlying attitudes and causes.

It is Croydon Council’s policy that every employee who is experiencing or has experienced domestic abuse has the right to raise the issue with their employer in the knowledge that we will treat the matter effectively, supportively, sympathetically and confidentially. This policy also covers the approach we will take where there are concerns that an employee may have used abusive behaviour and violence towards an intimate partner.

We are committed to developing a workplace culture which recognised that some employees will be experiencing domestic abuse and that the workplace should be a place of safety and one which recognises that perpetrators of domestic violence are responsible for their behaviour and for addressing this.

Through this effective policy, along with working to reduce the risks related to domestic abuse, we aim to create a safer workplace and send out a strong message that domestic abuse is unacceptable. Croydon Council recognises that domestic abuse is an equalities issue and undertakes to not discriminate against anyone who has been subjected to domestic abuse and abuse both in terms of current employment or future development.

This policy is part of Croydon Council’s commitment to family friendly working, and seeks to benefit the welfare of individual members of staff; retain valued employees; improve morale and performance; and enhance the reputation of Croydon Council as an employer of choice.

Under the Health and Safety at Work Act (1974) and the Management of Health and

Safety at Work Regulations (1992), Croydon Council recognises its legal responsibilities in promoting the welfare and safety of all staff. Therefore this policy applies to staff across all sites as well as agency and contract staff.
When an individual experiences domestic abuse and/or sexual violence and the council is providing support, any personal data collected will be processed in accordance with the workforce data protection policy. Data collected from the point at which the council becomes aware of the issue is held securely and accessed by, and disclosed to, individuals only for the purposes of providing the necessary support.
Domestic abuse and sexual violence is unacceptable behaviour that is contrary to the Council’s values.  Employees who perpetrate domestic abuse will be subject to the Council’s disciplinary procedure particularly where such behaviour impacts on their work, the work of colleagues, risks damaging the reputation of the Council and/or results in criminal conviction.  

Definition

Domestic abuse is not confined to incidents of physical abuse and violence. The Central Government definition states that domestic abuse constitutes.

Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality. This can encompass but is not limited to the following types of abuse: psychological, physical, sexual, financial and emotional.

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 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. This definition, which is not a legal definition, also includes so called 'honour’ based violence, female genital mutilation (FGM) and forced marriage, and is clear that victims are not confined to one gender or ethnic group.”
The impact of domestic abuse on the work place

We acknowledge that within the Croydon Council workforce, there are those who have experienced violence in their personal or professional lives and those who may be perpetrators of violence. Domestic abuse has a negative impact on our workforce it impacts upon the individuals affected, on morale, productivity and performance by adopting this policy, Croydon Council aims to address this .
The Impact of domestic abuse on employees can include

· Direct impact on an employee’s productivity at work due to physical or psychological abuse.
· Absenteeism due to injuries such as chronic pain, vision or hearing loss and the psychological impacts of domestic violence such as anxiety, depression, post -traumatic stress disorder and or use of alcohol or drugs as a coping mechanism.
· Taking time off as a result of having to seek help from solicitors, doctors or support agencies.
· Lateness as a result of the abuser trying to prevent an employee from going to work.
· Harassment in the workplace: perpetrators of domestic violence may target a victim at work. This can include numerous telephone calls, emails, and the abuser turning up at workplace or leaving unwelcome notes on the victim’s car.
The Impact of domestic abuse on work colleagues

Domestic abuse also affects people close to the victim and this can include work colleagues. Other staff members may:

· Have to fill in for absent or non-productive workers

· Try to ” protect” the victim from unwanted phone calls or visits

· Feel helpless and unsure about how to intervene

· Feel distracted from their own work

· Experience a negative impact on their own mental health, especially if they are being abused themselves or have previous experience of domestic abuse.
Risk assessment

If domestic abuse is disclosed, you should consider undertaking a work place risk assessment to ensure that the potential risk to the employee and work colleagues is minimised. If you have reason to consider that the employee’s (ex)-partner presents a risk to other employees then you can also consider taking legal action to protect the workplace.
We have developed a specific DASV toolkit to help assess risk, there is a step by step guide within the toolkit, you can access this via the link below
https://www.practitionerspacecroydon.co.uk/domestic-abuse-and-sexual-violence-2/domestic-abuse-and-sexual-violence
Confidentiality

Once an employee has confided in their manager that they are experiencing domestic abuse, the manager should reassure them that they will keep this information confidential as far as possible, Staff members should be reassured that action that is available through local direct domestic abuse services can be offered outside of the usual practice to protect the staff member from being unnecessarily exposed to colleagues. One of the exceptions to this is where child protection issues could arise; for instance, if an employee gives information which suggests that their child or another child is at risk of abuse (whether physical, emotional, sexual or through neglect). Consideration also needs to be given if a vulnerable adult could be at risk of abuse (whether physical, emotional, sexual or through neglect).
Raising Awareness

Croydon Council is committed to ending violence against women, children and men. It is essential therefore that the working environment promotes the prevention, early identification, help seeking and effective pathways to safety for those at risk from domestic abuse and for perpetrators. To support this process, it is the Council’s view that such violence is unacceptable and that will not be condoned, nor should it be made the subject of jokes or graphics. The Council will aim to raise awareness through the following measures:

· Preparation and distribution of information publicising the issue and the Council’s policy.
· Training / Briefings for departmental management teams and other appropriate managers and supervisors.
· Briefings for other appropriate staff, in particular front line staff and customer services centre staff.

· Briefings for Elected Members.
· Inclusion of issues relating to domestic violence in relevant in-house training sessions and as part of corporate induction.
· Ensuring that information on sources of help for these experiencing domestic abuse and those who are perpetrators is easy to access through the Council staff and premises.
· Management guidelines on dealing with domestic abuse & sexual violence
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