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STAFF CARE POLICY IN SITUATIONS OF DOMESTIC VIOLENCE
1. Policy Statement

1.1
The purpose of this policy is to make clear how CAFCASS will respond to staff who are experiencing domestic violence.

1.2 CAFCASS routinely deals with situations of domestic violence as a feature of our core work.  We also recognise that domestic violence affects all sections of the community irrespective of professional status and that there will be staff members within the organisation who either have experienced, or are currently experiencing domestic violence.

1.3 Because of the nature of the work we do, some staff may feel less able to seek appropriate help from us than in some other sectors.  Those who routinely work in the arena of domestic violence may be concerned about their credibility in the workplace if they acknowledge they are experiencing violence themselves.  CAFCASS takes its duty of care to its employees very seriously and wishes to develop a climate of trust in which staff are encouraged and feel able to seek help and support.

2. Definition & Context

2.1 CAFCASS defines domestic violence as:

 ‘Any behaviour which is characterised by the misuse of power and control by one person over another within a family context and/or with whom s/he has been in an intimate relationship. This behaviour can be overt as in threatened attempted assault or actual assault or harassment. It can also be subtle, such as the imposition of social isolation on a partner and / or her/his children. It can thus take the form of emotional, financial, physical, psychological or sexual abuse or any combination of these.’

2.2 Domestic violence is usually committed against women by their male partner or ex-partner, although other relationships may be violent or abusive. It includes violence to men by their female partners or ex-partners. Domestic violence also happens in same sex relationships and within extended families.

2.3 Domestic violence occurs across all races, classes, nationalities, religions, cultures, ages and abilities. CAFCASS recognises that employees from ethnic minority groups who have experienced domestic violence can also face institutional racism and cultural misunderstandings by a range of services in their attempts to access support and advice. Other employees including disabled, gay and lesbian and male employees may also face barriers when seeking help.  CAFCASS is committed to providing help and support that recognises the difference and uniqueness of all individuals and their particular circumstances.
2.4 * Research
 has shown that domestic violence is very common within British society, and that there is a strong link between domestic violence and child abuse.  S120 of the Adoption & Children Act widened the definition of harm for children, to include the harm caused by witnessing harm to others – for example in domestic abuse situations.  CAFCASS Domestic violence policy and toolkit provides detailed information about the extent, nature and impact of domestic violence.
2.5 Domestic violence can have a devastating impact on children.  As a safeguarding agency, CAFCASS will always prioritise the need to protect and promote the welfare of children.
2.6 Many staff will at some time experience a crisis in their personal relationships. The high emotional impact of our work, for practitioners but also for other staff working in the organisation, can compound the problems caused by such crises. CAFCASS wants to provide an environment where these difficulties can be shared and staff receive support. Support for staff experiencing difficulties from domestic violence fits within this context. 

3.
Aims Of The Policy

3.1
The aims of this policy are as follows:

· To support CAFCASS staff who experience domestic violence


· To create a framework within which a positive culture can be developed that demonstrates an understanding of domestic violence and treats the issue seriously. 

· To outline the support that CAFCASS is able to give to staff experiencing domestic violence

· To assist all employees in knowing what is available and how to support affected colleagues.

· To establish the agreed standards to be adopted in relation to staff reporting domestic violence

· To cross-refer to other policies that may be relevant.

4. Raising The Issue As An Employee

4.1
If you are experiencing domestic violence we would encourage you to consider seeking help and support from us through your line manager or HR Advisor.  The purpose of doing so might be to access a range of personal and practical measures that CAFCASS can put in place. It may also be important for you and your line manager to consider if the abuse you are experiencing is impacting on your employment.

4.2 
You may wish to talk informally to a colleague or friend in the workplace and this is of course your personal choice.  It is important to be aware however that depending on the circumstances, there may be occasions when colleagues will find it difficult for legitimate reasons to maintain confidentiality and may need themselves to seek advice.  

4.3 
There is personal, professional and practical support that CAFCASS can offer you as part of this policy. To seek such support you should talk to your line manager, HR Advisor or trade union representative.
5.
Help Available From CAFCASS

5.1
Whilst each individual’s situation is different and will require a unique response, there are a number of supportive measures that you could consider when seeking support.  In all instances you should have the maximum possible inputs into these decisions. The following list is therefore not intended to be exhaustive and not all measures will be appropriate in all situations.

· Safety at work. CAFCASS will undertake a risk assessment with you to see what actions may be necessary to keep you safe in the workplace. We will need to consider who needs to know what, and what needs to be done to keep you safe, for example by changes to your work patterns, access to buildings, work locations and personal safety, and consider whether any legal measures may be necessary.

· Confidentiality. CAFCASS will take seriously the importance of keeping information safe, and of maintaining confidentiality wherever this is possible and appropriate. 
· Flexible working arrangements. If you feel that it would be helpful to temporarily alter your working hours or working arrangements including base, a request should be made to your line manager or Human Resource Advisor and this should be treated promptly and sympathetically.

· Pay advances. CAFCASS may be able to arrange pay advances in crisis situations, for example where you may need to move home. All requests for advances in pay will be dealt with promptly and treated sympathetically. Your Line Manager will take responsibility for arranging a pay advance if it is agreed. If the method of payment of salary is problematic then you can request a different method of payment.
· Leave provisions. You may wish to seek a period of either paid or unpaid leave to help manage your situation. Unpaid leave may be requested when your paid leave provision is exhausted. 
Line Managers can grant an additional three days paid leave in any one year in urgent situations relating to domestic violence. Further leave would be subject to the approval of the Regional Director. 
Leave will be logged as urgent domestic stress and will be kept confidential in a sealed envelope in the employee’s file marked for the manager’s attention only.

Leave will not have any adverse effect on your employment record.

· Access to counselling and advice services.  CAFCASS has an Employee Assistance Programme and the Counsellors have been trained to have an awareness of domestic violence issues. Employees can self refer and receive free counselling in work time. Counsellors will also be able to inform you of other possible sources of help available. For further information contact your regional HR Advisor, or telephone the Employee Assistance Programme direct on 0800 9178452

· Professional concerns. We can provide you with support, to enable you to consider how your experiences may impact on professional issues, and to identify possible solutions.

· Key Worker Scheme.  Practitioners living and working in parts of the Southern, Eastern, South East and London regions who have to move home for reasons of domestic violence may be eligible for support with their housing costs. Further details of the key worker scheme and eligibility criteria are available from your HR Advisor.

6.
Identifying The Issue

6.1 Recognising the signs of domestic violence in employees and colleagues can be very difficult. Individuals experience domestic violence in many different ways and their reaction to the violence will differ significantly. There are no ‘definite’ rules in knowing those who have experienced domestic violence but some of the following behaviours and physical signs may be of assistance helping line managers to form a view.

· Unusual and unexplained changes to working patterns


· A member of staff may appear nervous, withdrawn and lack self-esteem.


· She/he may have injuries, and be dismissive of these injuries.


· The reasons for their injuries may not quite ‘add up’

6.2 
If a line manager is concerned about a member of staff experiencing domestic violence he/she has a responsibility to raise it with the employee sensitively and privately.

7. Guidelines For Supporting Staff

7.1 These guidelines offer suggestions on how to support staff experiencing domestic violence. Managers may like to seek help from their Regional HR Advisor or their own line manager. In addition, Managers may seek advice from external agencies or specialists within CAFCASS. Staff should be given the opportunity to choose to talk to a manager of an appropriate gender/ HR Advisor if they so request.

When dealing with issues of domestic violence the following should be borne in mind:

· Do not underestimate the danger or assume that the fear of violence is exaggerated. 
· Remember that abusive relationships are very hard to leave.
· Listen, provide private space to talk and do not pressurise the employee.
· Give a positive message that domestic violence is a crime and no-one should have to live with it.
· Ask the employee what they want to do and respect their decision.
· Give the employee advice about contacting other agencies.
· Do not offer to negotiate or ‘peace make’ between the employee and their abuser.
· Consider diversity issues, and whether another manager/ person may be an appropriate source of alternative or additional support.
8.
Staff As Perpetrators


8.1 CAFCASS finds the perpetration of domestic violence unacceptable. Allegations of domestic violence perpetrated by a member of staff will be investigated in the first instance in accordance with CAFCASS   Performance and Conduct policy and Safeguarding Framework.

8.2 Conduct outside of work may breach the implied terms in an employee’s contract of employment, and could result in disciplinary action being taken, where it undermines the trust, confidence and credibility we have in the employee.
9.
Publicity

9.1
This policy will be displayed in all offices, and information will be available on the intranet site. Service Managers and other staff groups will be briefed on this policy by their Human Resources Advisor.

10.
Training  

10.1
The training needs arising out of this policy will be considered annually within the Knowledge Learning and Development framework, or other framework as appropriate.

11.
Review Of Policy


11.1 
This policy will be reviewed periodically, by the joint management/ trade union working party. The first review will take place in July 2007.

12. Helpline Numbers

· English National Domestic Violence helpline 0808 2000 247

· If you are a man experiencing domestic violence or you want to call on behalf of a male friend or relative, you can contact the Male Advice & Enquiry Line - 0845 064 6800.
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