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Domestic Abuse (Employees) Policy
Version 1.0
  
	Purpose:  
	To advise and inform employees about ESNEFT’s approach to recognising and managing domestic abuse and the support available to employees who are victims of domestic abuse 

	For use by:  
	All ESNEFT employees 

	This document is compliant with /supports compliance with: 
	· Ending Violence Against Women and Girls Strategy 2016 – 2020, HM Government. 
· FGM (Female Genital Mutilation): multi agency statutory guidance on FGM, HM Government, 2016. 
· Forced Marriage Guidance, GOV.UK, 2018. NICE Domestic violence and Abuse, 2016. 
· NICE Domestic Violence and Abuse: multi agency working, 2014. 
· Responding to Domestic Abuse: a resource for health professionals, GOV.UK, 2017. 
· Strategy to tackle violence against women and girls in Thurrock 2017 – 2020 thurrock.gov.uk. 
· Suffolk Violence Against Women and girls, men and boys 2018 – 2020 strategy and action plan – Suffolk Police, 2017. 
· HM Government – Transforming the response to domestic abuse (January 2019) 
· Safelives (2018) Ending domestic abuse; our alternative white paper on domestic abuse 
· Health and Safety at Work Act (1974) and Management of Health and Safety at Work Regulations (1992) 

	This document supersedes: 
	Domestic Abuse Policy for Staff (Ipswich Hospital) and 
Colchester University Hospital Domestic Abuse Policy for Adults and Children 

	Approved by:  
	Staff Partnership Forum 

	Approval date:  
	21 June 2022

	Implementation date: 
	06 July 2022

	Review date: 
	06 July 2025

	In case of queries contact Responsible Officer: 
	Head of Employee Relations 

	Division and Department 
	Corporate, Human Resources 

	Archive Date i.e. date document no longer in force 
	To be inserted by Information Governance Department when this document is superseded. This will be the same date as the implementation date of the new document. 

	Date document to be destroyed:  
	To be inserted Information Governance Department when this document superseded 


 

Version and document control 
 
	Version
	Date of issue 
	Change Description* 
	Author 

	0.1
	April 2022 
	New ESNEFT Domestic Abuse Policy 
	Clare Adams

	0.2
	April 2022
	minor amendments following feedback from Safeguarding Adult Specialist Practitioner
	Clare Adams 

	0.3
	May 2022
	Minor amendments following staff side comments
	Clare Adams


 
This is a Controlled Document 
 
Printed copies of this document may not be up to date.  Please check the Trust intranet for the latest version and destroy all previous versions. 
 
Trust documents may be disclosed as required by the Freedom of Information Act 2000.  
 
Sharing this document with third parties 
 
As part of the Trust’s networking arrangements and sharing best practice, the Trust supports the practice of sharing documents with other organisations. However, where the Trust holds copyright to a document, the document or part thereof so shared must not be used by any third party for its own commercial gain unless this Trust has given its express permission and is entitled to charge a fee. 
 
Release of any strategy, policy, procedure, guideline or other such material must be agreed with the Lead Director or Deputy/Associate Director (for Trust -wide issues) or Business Unit/ Departmental Management Team (for Business Unit or Departmental specific issues). Any requests to share this document must be directed in the first instance to the Domestic Abuse Lead.  
 
For further advice see the Development and Management of Trust wide Procedural Documents Policy 
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[bookmark: _Toc108533510]1.1 	Policy Statement and Rationale 
 
East Suffolk & North Essex NHS Foundation Trust (‘the Trust’ ) is committed to promoting the wellbeing, security and safety of our employees consistent with their rights, capacity and personal choices, preventing abuse occurring to our employees wherever possible. 
 
Domestic abuse has a devastating impact on victims and their families. The Trust recognises that its employees will be amongst those affected by domestic abuse; for example:
· as a survivor of domestic abuse, 
· an individual who is currently living with domestic abuse, 
· someone who has been impacted upon by domestic abuse 
· or as an individual who perpetrates domestic abuse. 

The Trust is committed to the principle that domestic violence and abuse is unacceptable behaviour and that everyone has a right to live free from fear and abuse.  By developing an effective policy and working to reduce the risks related to domestic abuse, we will create a safer workplace and we will also send out a strong message that domestic abuse is unacceptable.

We are committed to developing a workplace culture in which there is zero tolerance for abuse and which recognises that the responsibility for domestic abuse lies with the perpetrator and is committed to ensuring that any employee who is the victim of domestic abuse has the right to raise the issue with their employer in the knowledge that they will receive appropriate support and assistance.  

The Policy also covers the approach we will take where there are concerns that an employee may be the perpetrator of domestic abuse.

The aim of this Policy is to ensure that victims of domestic abuse who raise the issue will be treated promptly, sensitively and with regard to personal safety and confidentiality. Any intervention to reduce risk or respond to immediate danger should be undertaken in a proportionate manner that ensures the least disruption possible to the life of the affected individual/s.

[bookmark: _Toc108533511]1.2 	Key Principles 
 
· To ensure employees are aware of the support available including line managers, safeguarding team, human resources, trade union representatives, wellbeing services or other trusted professionals 
· To provide employees with support and practical advice about options available to them when they are experiencing domestic abuse 
· To work within local protocols and to be aware of local services/referral pathways to safeguarding employees
· Records of employees who are victims of domestic abuse will be treated as strictly personal and confidential 

[bookmark: _Toc108533512] 1.3 	Background Information  
 
The NHS spends more time dealing with the impact on violence against women and children than almost any other agency (DOH 2017). Our NHS is often the first point of contact for people who have experienced violence. Within the hospital setting, working in multiagency partnership is the most effective way to respond to domestic abuse. 
 
· 51, 355 NHS staff are likely to have experienced domestic abuse in the past 12 months (44,825 women and 6,530 men) 
· 1 in 4 women and 1 in 6 men are affected by domestic abuse in their lifetime

(Safe Lives – A cry for Health report – 2017)  
 
Domestic abuse can have a negative impact on the person experiencing the abuse and colleagues. However, the workplace can often be one of the few places employees experiencing abuse can be separate from their abuser and can be a place where they are able to ask for and access support.  
 
Safe Lives (2018) report that domestic abuse costs the public more than alcohol, substance use, cigarettes and obesity combined and the NHS bears a significant proportion of these costs. We know victims/survivors are far more likely to see a health professional about the physical or mental health impacts of domestic abuse than talk to the police. 
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Domestic abuse is defined by the Home Office – Transforming the response to domestic abuse (2019) – as; 
 
“Any incident or pattern of incidents of controlling, coercive, 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 sexual orientation” 
 
The abuse will include but is not limited to – physical; psychological; sexual; emotional; financial; honour based abuse/violence; female genital mutilation (FGM); forced marriage; coercive and controlling behaviours. 
 
	Physical abuse 
	includes hitting; slapping; pushing; punching; kicking; misuse of medication; restraint. 

	Psychological abuse 
	includes emotional abuse; threats of harm or abandonment; deprivation of contact; humiliation; blaming; intimidation; coercion/ control; harassment; verbal abuse; isolation from family/friends and professionals. 

	Sexual abuse 
	includes rape and sexual assault or sexual acts to which the adult at risk has not consented or would not consent to or was pressured into consenting. 

	Emotional abuse 
	intimidation and threats; criticism; undermining; being made to feel guilty; being told what you can and cannot do. 

	Financial abuse 
	 includes theft; fraud; exploitation; misuse or misappropriation of property, possessions or benefits. 

	Honour based abuse/violence 
	a crime or incident that has or may have been committed to protect or defend the honour of the family/community. 

	Female Genital Mutilation 
	is a procedure where the female genitals are deliberately cut, injured or changed but where there is no medical reason for it to be done. 

	Forced marriage 
	a marriage in which one or more of the parties is married without his or her consent or against his or her will. 

	Coercive and control
	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. 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 a person”  

	Stalking/harassment
	Stalking -  A pattern of fixated and obsessive behaviour which is repeated, persistent, intrusive and causes fear of violence, alarm and distress in a victim e.g. making unwanted communication by text, email, phone calls; consistently sending gifts; damaging property.

Harassment – Harassment is unwanted behaviour from someone else that makes you feel distressed, humiliated or threatened e.g. verbal or online abuse; physical gestures or facial expressions.

	Gaslighting
	a form of psychological abuse where a person or group makes someone question their sanity, perception of reality or memories.  People experiencing gaslighting often feel confused, anxious and unable to trust themselves.
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2.1	The Director of People and Organisational Development has overall responsibility for this Policy. The Deputy Director of Human Resources is responsible for monitoring compliance and effectiveness. The Head of Employee Relations is the Responsible Officer for this Policy.

2.2	Directors and managers at all levels are responsible for managing this policy for all employees under their direct line management.

2.3	 Safeguarding Team including the Safeguarding Adult Specialist Practitioners 
· To act as an expert resource, provide expert advice and support to managers and employees
· To act as an additional confidential contact for employees
· To ensure the Trust meets its safeguarding obligations towards employees
2.4       Line manager responsibilities 
· To ensure all reported disclosures to domestic abuse within the Trust are treated as serious and are managed in accordance with this Policy
· To ensure their employees are aware of, and comply with this policy and that they receive the level of training appropriate to their role and appropriately managing employees who do not comply with the relevant training requirement 
· To support employees that raise concerns/suspicions that abuse is occurring within the Trust by an employee 
· To engage in and support employees to raise concerns and work with the safeguarding team in the management of allegations against employees or employees who are victims of domestic abuse 
· To manage any immediate protection concerns 

2.5       Employee responsibilities:- 
· To ensuring their own practice meets the required standard of their professional bodies and the Trust and to ensure they comply with the Trust values and behaviours
· To be familiar with the procedures detailed in this Policy and other related policies and toolkits
· To relay any concerns about suspected or actual abuse of a colleague to their line manager’s or safeguarding team’s attention in a confidential manner and to take action to safeguard individuals as early as possible to keep individuals safe.

2.6       Other responsibilities 

· HR will provide advice and support on all aspects of this policy.
· Trade Union representatives are available to provide the necessary advice and support to their members. They should also have a knowledge and understanding of this policy 

[bookmark: _Toc108533515]Section 3 – Policy  
 
[bookmark: _Toc108533516]3.1	Key related Policies
· Absence Policy 
· Bullying and Harassment Policy
· Disciplinary Policy 
· Employment Break Scheme Policy
· Equal Opportunities and Diversity Policy
· Flexible Working Policy
· Leave Policy
· Managing Allegations of Abuse Against People Who Work with Children, Adults at Risk and Those Who are in a Position of Trust Policy
· Managing Stress at Work Policy 
· Safeguarding Adults Policy
· Safeguarding Children’s Policy 
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Home and work issues cannot always be separated and domestic abuse can impact greatly on the working life of someone who is being abused. Domestic abuse can result in deterioration in an employee’s performance, increased absenteeism or poor time keeping, threatening job prospects and job security. 
People experiencing domestic abuse are especially vulnerable once they attempt to leave abusive partners and may become vulnerable going to or coming from work or while they are at work as the abuser knows where they can be located. This can give rise to health and safety issues and an increased risk of workplace abuse.

[bookmark: _Toc108533518]3.3 	Supporting employees who are victims of Domestic Abuse 

This Policy should be read in conjunction with the Domestic Abuse Toolkit which includes:
· Identification of the issue
· Disclosure of abuse
· Confidentiality and right to privacy
· Support for individuals 
· Safety planning 
· Sources of support 
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All employees have a duty to report cautions and convictions to their line managers. 

Domestic abuse perpetrated by employees will not be condoned under any circumstances, nor will it be treated as a purely private matter, hence appropriate action will be taken. 

In some circumstances it may be deemed inappropriate for the individual to continue in their current role(s), due to a caution or conviction which will be determined on a case by case basis.

The Trust views the use of violence and abusive behaviour by an employee, wherever this occurs, as a conduct matter which will be managed in accordance with the Trust’s Disciplinary Policy. 

The Trust may also be required to inform the professional body such as the Nursing and Midwifery Council or the General Medical Council. They may also need to notify the Police as domestic abuse is a serious matter and can lead to a criminal conviction.  

Where an allegation is made that an employee is perpetrating domestic abuse, sexual violence or stalking this must be shared with the appropriate line manager, Human Resources and the safeguarding lead.

If the alleged employee is identified as a risk to children or vulnerable adults and has a designation working with children or vulnerable adults, onward referral will be made as appropriate.

In cases such as the employee has: 

· Behaved in a way that has harmed or threatened their partner. 
· Possibly committed a criminal offence against their partner. 
· Had an allegation of domestic abuse made against them. 
· Presented concerns about their behaviour within an intimate relationship. 


The alleged perpetrator will be: 

· Treated fairly and honestly 
· Helped to understand the concerns expressed and processes involved 
· Kept informed of the progress and outcome of any investigation and the implications for any disciplinary process 
· Advised to contact their union or professional organisation 
· Provided with appropriate support e.g. wellbeing

There may be occasions that the Trust may not be able to disclose full details of the concern to the perpetrator, as the primary concern will be to protect the safety of the victim, and if details were disclosed this could put the victim at increased risk. HR, the safeguarding team and the relevant manager will decide if and when details can be disclosed to the perpetrator.  

3.4.1	There are five potential strands in the consideration of an allegation: 
1) A police investigation of a possible criminal offence 
2) Disciplinary action by the employer 
3) Providing specialist, safety-focused counselling 
4) Identifying risk 
5) Referral to Local Authority regarding risk to general public vulnerable people 

If a colleague is found to be assisting an abuser in perpetrating the abuse, for example, by giving them access to facilities such as telephones or email, then this will be managed in accordance with the Disciplinary Policy  

If it becomes evident that an employee has made a malicious allegation that another employee is perpetrating abuse, then this will be managed in accordance with the Disciplinary Policy.

3.4.2	Help for alleged perpetrators 
Help for alleged perpetrators to change their behaviour is available from Respect, the UK organisation for domestic abuse perpetrator programme and support http://www.respect.uk.net or call 0808 802 4040.

[bookmark: _Toc108533520]3.5	Other points 
An Equality Impact Assessment has been undertaken and this document complies with current legislation.   
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	Education/
Training Need
	Staff group
	Method of training/
education
	Responsibility for training
	Timescale to complete

	Compliance with this policy and procedures
	
	Human Resources and Senior Managers across the Trust will be responsible for training and education
	Human Resources and Senior Managers 
	In the event that an individual need arises.


	Safeguarding training
	All employees
	relevant eLearning module
	
	On Going 
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5.1	This policy has been written in accordance with the terms of the Development and Management of Trustwide Procedural Documents Policy and has involved the following who will lead on its implementation within the Trust:

· Director of Human Resources
· Deputy Director of Human Resources
· Head of Employee Relations
· Domestic Abuse Nurse Specialist 

5.2	This document was submitted to the Trust’s Staff Partnership Forum, Policy Sub Group and Joint Union Committee 

5.3	The document was submitted to the Director of Human Resources and Staff Partnership Forum for approval prior to submission to the Operational Delivery Group for ratification.

5.4 	Once ratified, this document will be made available on the Trust’s Intranet. Those managers mentioned in sections 2 and 4.1 will champion its implementation and advise employees accordingly.

[bookmark: _Toc108533523]Section 6 – Monitoring Compliance and Effectiveness 

	Compliance to be measured
	Monitoring Tools
	Responsibility for training (nominated by department)
	Timescale

	Monitoring compliance with and effectiveness of this document
	Monitored by case review and feedback from Trust employees involved in managing the policy and procedures. Remedial action for non-compliance with the policy and procedures will be the responsibility of the Division/Line Managers.
	Deputy Director of Human Resources
	Annually



6.2	This document will be reviewed by the Director of Human Resources (or nominated deputy) and the Policy Sub Group of the Staff Partnership Forum three years from the date of ratification, unless any change is required due to changes in legislation or case law or any other reason.

[bookmark: _Toc108533524]Section 7 – Control of documents including archiving arrangements

7.1	Once ratified by the Operational Delivery Group, the Responsible Officer will forward this document to the Information Governance Department for a document index registration number to be assigned and for the document to be recorded onto the central hospital master index and central document library of current documentation.

7.2	In order that this document adheres to the Hospital’s Records Management Policy, the Information Governance Department will:
· Ensure that the most up-to-date version of this document is stored on the documentation library.
· Archive previous versions of this document.
· Retain previous versions of this guideline for a period of time in accordance 

Equality Impact Assessment Form

The purpose of this Equality Impact Assessment form is to determine the extent to which policies, procedures and practices impact upon individuals and groups in relation to one or more of the equality categories.
If the policy, procedure or practice is found to have an adverse impact, the author/s must consider all other alternatives, which may more effectively achieve the promotion of equality of opportunity.  This may include the development of specific measures to mitigate the adverse impact.

This Equality Impact Assessment form must be completed and forwarded to Human Resources Administration Office, Post Point N020 attached to the draft document prior to it being considered for approval. The Responsible Officer must retain the original. In the event that the document appears to be discriminatory, please refer to your Human Resources Manager/Adviser who will be able to advise you in accordance with employment legislation. 
 
	DOCUMENT TITLE:
	Domestic Abuse Policy

	GROUP/DIVISION/DEPARTMENT:
	Human Resources

	NAME AND JOB TITLE OF  RESPONSIBLE OFFICER
	Clare Adams, Head of Employee Relations 

	1. SERVICE USERS – Check for DIRECT discrimination against any minority group

	Does your document contain any statements which may exclude people from using services who otherwise meet the criteria under the grounds of:
	Response
	Action Required
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	If yes is answered to any of the above, the document may be considered discriminatory and requires review and further work to ensure compliance with legislation
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	If yes is answered to any of the above, the document may be considered discriminatory and requires review and further work to ensure compliance with legislation
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	Does your document contain any conditions or requirements which are applied equally to everyone, but may disadvantage certain individuals or groups because they cannot comply due to:
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	If yes is answered to any of the above, the document may be considered discriminatory and requires review and further work to ensure compliance with legislation

	4. EMPLOYEES – Check for INDIRECT discrimination against any minority group

	Does your document contain any statements which may exclude employees from operating under the grounds of:
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	Action Required
	[bookmark: _Toc361899][bookmark: _Toc362085][bookmark: _Toc362135]Resource Implication

	
	Yes
	No
	Yes
	No
	Yes
	No

	Age
	
	X
	
	X
	
	

	Gender
	
	X
	
	X
	
	

	Disability
	
	X
	
	X
	
	

	Race
	
	X
	
	X
	
	

	Religion or Belief
	
	X
	
	X
	
	

	Sexual Orientation
	
	X
	
	X
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	5. Check for ACCESS Discrimination

	Is your document accessible:
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	If no is answered to any of the above, the document may be considered discriminatory and requires review and further work to ensure compliance with legislation
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	Signature of Responsible Officer:
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	Date:
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