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1.0
Introduction

1.1 Merthyr Tydfil County Borough Council recognises that domestic abuse is a widespread problem that cannot be ignored; an estimated one in four women and one in six men experiencing it at some point in their lives.  Domestic abuse reduces an employee’s ability to work and has an economic and attendance impact far beyond any sickness absence resulting directly from injuries received during abuse. Costs to the employer arise from lower productivity due to poor concentration on the part of the abused employees and the possibility of business disruption if a violent partner presents at the workplace.
1.2 Under the Health and Safety at Work Act 1974 employers have a duty to protect the health and safety of their employees. Merthyr Tydfil County Borough Council is committed to supporting and assisting employees experiencing domestic abuse whilst treating the matter effectively, sympathetically and confidentially.

1.3 The policy is aligned with the Equalities Act and ensures that all “protected characteristics” are fully addressed. These include, age, gender, sexual orientation, gender re-assignment, marriage or civil partnership, pregnancy/maternity, disability, race and religion/beliefs.

1.4 The Policy covers all staff within the Council.
2.0 Definition

For the purpose of this policy, domestic abuse is defined by the government as “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 

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, 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

3.0 Aims and Objectives
The core aims and objectives of this policy and the associated guidance for dealing with domestic abuse are:

· Policy awareness- ensure all employees, including those employed in schools, are aware of the policy and its implications.

· Support - assist and support those employees who approach the council as their employer for help in addressing problems arising from domestic abuse;

· Increase disclosures - remove fears of stigmatisation for employees who have and are experiencing domestic abuse;
· Confidentiality - ensure those employees seeking help are confident that their situation will be taken seriously, compassionately and confidentially by all those from whom they seek assistance.
· Perpetrators – to assist in holding perpetrators to account and protect victims.
4.0 Internal support

4.1 Employees experiencing domestic abuse should contact their line manager who will keep all information provided to them confidential and will signpost to all the available help and support that they can have access to.
4.2 Merthyr Tydfil County Borough Council will provide support to employees involved in domestic abuse whether the victim or the perpetrator through its’ confidential counselling and Occupational Health Service. 
4.3 Up to 5 days paid leave will be granted for appointments with support agencies or solicitors, to arrange rehousing, to change childcare arrangements and for court appearances. The five days paid leave can be taken in half days. For part time workers the five days leave will be pro-rated down and taken in hours. Unpaid leave should be considered should further days need to be taken.

4.4 Consideration of requests to change working patterns or to be moved away from customer-facing positions will be given. Phone calls can also be diverted to prevent the abused victim being targeted at work.
5.0 External Support

5.1 External sources of help and support include

· The corporate Alliance against domestic abuse, which provides background information for managers and professionals on the workplace implications of domestic abuse.

· Local support for male and female victims and perpetrators, and support for children and young people affected by domestic abuse is available through Teulu Multi Agency Centre (MAC): 01685 387 172 (www.mtcsp.org.uk/domestic-abuse.aspx)
Local support for sexual violence is available through New Pathways: 01685 379310 (www.newpathways.co.uk/)
· Respect (www.respect.uk.net) – provides practical information and advice on domestic violence for perpetrators, the abused, health and social care professionals and family and friends.

· Wales domestic abuse & sexual violence helpline: 0808 8 10 800 (www.allwaleshelpline.org.uk)   
· Dyn project- works across Wales to support men who experience domestic abuse. www.dynwales.org
· A full service directory and further information for victims and perpetrators of domestic abuse and sexual violence can be obtained from Leanne Webber (Domestic Abuse & Sexual Violence Strategy Coordinator) on 01686 353999.

6.0 Manager’s responsibility
The role of the line manager is to:

· Identify employees experiencing difficulties as a result of domestic abuse (e.g. via supervision, PPDP, or by using an open management culture. Some signs of domestic abuse could be
· Lateness or high absenteeism without sufficient explanation

· Increased hours being worked without explanation

· Excessive make up to disguise bruising or “crying” eyes

· Uncharacteristic depression, anxiety, distraction or problems with concentration.

· Repeated injuries, unexpected bruising or explanations that do not fit the injuries displayed.
· Providing support and signpost to options available.

· Protect confidentiality in all instances (except if child protection, vulnerable adults  concerns are raised. See section 9.0)

· Enable the affected employee to remain productive and at work during a difficult period in his/her domestic life.

· If a manager suspects that an employee is not using the entitlements of the domestic violence policy correctly they should contact Human Resources and Development Department.  If following investigation, the scheme has been misused, then the disciplinary procedures of the Authority will apply.

7.0 Disclosure

If the victim feels unable to approach their manager for help or advice in the first instance, they may contact another manager, colleague, HR Advisor or trade union representative. Anyone contacted for support should take a non-judgmental approach and be prepared to listen, reassure and take seriously what is being disclosed.

8.0 Employees responsibility

Employees should disclose that they are at risk from domestic abuse in order for Merthyr Tydfil County Borough Council to protect their safety and security at work. Should the perpetrator be employed at the Council as well, the bullying and harassment at work policy can be referred to if appropriate.
All employees should be aware of the signs of domestic abuse so they can offer assistance, support or guidance to any colleagues they identify as possible victims of such abuse. They should also report any such suspicions confidentially to their manager

9.0
Confidentiality

Once a member of staff has confided in their manager that they are experiencing domestic abuse, the manager should reassure him/her that this information will remain confidential, as far as reasonably practical.
Confidentiality can only be broken in the following circumstances:

· With the consent of the individual

· If disclosure is clearly in the employee’s interest but it is not possible or may have a significant effect it is not disclosed.
· If it is required by law

· If it will prevent a serious risk to themselves, public health and serious crime

· If a child or vulnerable adult may be involved.
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