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Domestic abuse is a crime, and regardless of where it occurs it is against the law. 
Domestic abuse is defined as any incident 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 their gender or sexuality. Domestic 
abuse’ covers a range of types of abuse, including, but not limited to, psychological, 
physical, sexual, financial, emotional, verbal and economic abuse. It also includes so 
called ‘Honour Based Violence’, Female Genital Mutilation, Coercive Control and 
Forced Marriage. Serious Crime Act 2015 controlling and coercive behaviour became 
criminal offence. Controlling behaviour is behaviour that makes people subordinate or 
dependent by isolating them from sources of support, taking control of their resources 
and depriving them of their independence. Coercive behaviour includes acts of assault, 
threat, humiliation or intimidation that are used to harm, punish or frighten another 
person. Pleas see the domestic abuse statutory guidance 2022 for further definitions 
and details on Domestic Abuse.  
 

1. Purpose of policy 

It is rare that an employee will simply divulge that they are the victim of domestic abuse 
and the signs can show themselves in many different ways. Although physical violence 
is a visible sign of domestic abuse, the abuse may not be physical.  
It is therefore vital that all of us be aware of possible signs that may point to a problem 
of this nature. All managers and colleagues need to be alert to those around them and 
feel confident about raising issues in a sensitive manner if they become concerned for a 
colleague. The more supportive an atmosphere that exists within the team / service the 
more likely it is that an individual will feel comfortable disclosing an issue of domestic 
abuse. Each individual suffering abuse will require support in a way that suits their 
particular needs. A ‘one size fits all’ approach is not appropriate in these circumstances. 
Therefore, managers are not expected to be experts but are required to know how to 
respond and how to signpost an employee to the support available. It is important that if 
a manager suspects there may be something wrong that they feel able to open up a 
conversation and not to wait until the employee raises the issue. The employee may 
never raise the issue or may do so only when things have escalated to a dangerous 
level. 
 

2. Points to be considered 

The impact of domestic abuse in the workplace It should be noted that there may be 
incidents which occur in the workplace or specifically affect the work of an employee. 
Possible signs of domestic abuse include: 

 • Changes in behaviour including uncharacteristic depression, low mood, anxiety, 
distraction or problems with concentration;  



 
 
 
 

              - 2 - 

Chief Executive Stephen Moir 

 

 www.cambridgeshire.gov.uk 

 

• Changes in the quality of work for no apparent reason: 

 • Arriving late or leaving early:  

• Poor attendance or high presenteeism without an explanation:  

• Needing regular time off for appointments: 

• Inappropriate or excessive clothing: 

• Change in use of phones and emails: 

• Changes in behaviour and character: 

• Being isolated from colleagues: 

• Sleep disorders: 

• Substance misuse. 
 

 
  

Domestic abuse also affects people close to the victim and this can include work 
colleagues. Some effects may include:  

• Being followed to or from work:  

• Being subject to questioning about the victim’s contact details or locations:  

• Covering for colleagues when they are absent from work: 

• Trying to deal with the abuse and fearing their own safety:  

• Being unaware of the abuse or not knowing how to help: 

 • An overall impact on team dynamics, working relationships and behaviours in the 
workplace.  

 
The impact of domestic abuse on the employer. Some effects may include: 

 • Negative impact on productivity, performance and morale. 

• Employee turnover, as employees may have to leave work or move away to escape 
abuse.  
The setting expects all employees to report their concerns if they suspect a colleague is 
experiencing or perpetrating domestic abuse. In the first instance, they should speak to 
their manager about their concerns in confidence.  
 
Whilst we recognise that employees may not feel able to disclose their personal living 
situation, we understand that the support we can offer will be in place regardless of a 
disclosure but with the hope that the employee will be working collectively with the 
setting and/or a specific staff members for ongoing support and to enable the setting to 
be proactive in helping the employee to gain the upmost from their position. 
This may be in the form of adapting working arrangements- a change in working hours, 
work location (where possible when we have more than one setting) or other temporary 
measures may be possible. Full consideration will be given to security arrangements for 
you, such as screening telephone calls and not giving information about your work 
arrangements to callers. In some cases, it may be possible to consider redeployment 
from your existing job on a temporary basis if this is practical.  
 
We recognise that domestic abuse may have a negative impact on your performance at 
work. You will not be discriminated against because of domestic abuse however it is 
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important that you discuss any problems immediately with your line manager or HR in 
order that support and guidance may be offered.  
 
3. Time off-  
You may need time off from work to attend counselling session or court hearing or to 
make alternative living arrangements. The setting will discuss how this can be 
accommodated to support you in these tasks and ensure the setting remains working to 
the highest child: adult ratios.  
 
4. Crisis planning- 
There may be a time when you have to leave your home in a hurry. It is helpful to have 
already thought about how you would do it and have a plan ready to help you feel more 
in control. The following advice may be useful to you;  

• Find somewhere you can quickly use the phone 

• Carry with you a set of emergency telephone numbers 

•  Try to have some money aside for the bus or taxi 

• Obtain an extra set of keys for your home 

• Try to keep an emergency bag packed.  

• Have a checklist of important numbers such as passport, driving licence, credit 

cards etc. 

5. Disclosure of your personal details-  
We recognise that by listing you as a member of staff within the setting may increase 
your anxiety or level of danger to outside influences. Upon request we will not divulge 
your name and role upon our website, or at a request. An alternative name can be used 
within the workplace at your request and we will ensure confidentiality with those privy 
to your legal name. 
 
6. Consideration to work arrangements-  
We recognise that you may need to change your working arrangements such as days 
and times, shifts, routines, including your journey to and from work which may affect 
your arrival time for example. We will support you to find a suitable alternative in these 
cases and collectively come to an arrangement on what would be the safest and 
supportive to both yourself and the settings    
 
7. Key professionals and contact-  
We maintain confidentiality at all times and it may be worth considering sharing with a 
trusted adult within your organisation a number of key contacts, such as IDVA you have 
been working with, a family friend or trusted relative that can be contacted should your 
employee be unable to verify your wellbeing or be concerned about your ongoing 
wellbeing.  
 
8.Training opportunities- we recognise that training within and outside of work may be 
difficult to facilitate if you are held accountable for your time and location for safety, we 
recommend that you discuss this with us to ensure we can accommodate this as best 
as possible and ensure that your statutory training remains up to date and effective.  
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9. Support for managers-  
As stated previously while, as a manger, you are there to support the employee and 
offer them signposting, it is not your role to ‘solve’ the problem. Issues such as these 
are complex and will only be successfully addressed by appropriate professional 
intervention. As a manager you must not feel that it is your responsibility to take the 
weight of the employee’s difficulties on your shoulders. It can be extremely distressing 
listening to revelations from an employee and feeling unable to make the situation right. 
This can cause you stress and impact on your own mental health. In addition, the desire 
to help could cloud your judgement and make you take decisions that place your 
personal safety at risk. We do not want to see either of those things happen and as a 
manager you need to ensure that you find avenues of support (while maintaining 
confidentiality) to help you, while you in turn, provide support to your employee. Please 
make use of the support available as it is crucially important that you look after your own 
wellbeing as you will not be of benefit to your team member if the situation takes a toll 
on your own mental health. 
 
 
10. Key support and signposting- 
The Domestic Abuse Statutory Guidance has a wealth of information from page 147 to 
p151 including telephone numbers and websites. A copy of the Statutory guidance can 
be found …………………………………………………………………. 
 
Safe spaces within the community are located closest to the setting at 
…………………………………………………………………………………………………….. 
 
And the IDVA service can be contacted with a professional referral from the setting.  
 
 
 

 
 


