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1.0 
Introduction
This Policy applies to:

· current victims of Domestic Violence Abuse {DVA} 

· survivors of historic DVA 

· managers and colleagues of the above 

An estimated 1.9 million adults aged 16 to 59 years experienced domestic abuse in the last year (1.2 million women, 713,000 men).  Domestic abuse-related crimes recorded by the police accounted for 32% of violent crimes. One woman in every four women experiences domestic violence in her lifetime.  Two women are killed each week by a current or former partner in England and Wales. 
Domestic Violence Abuse {DVA}  occurs in all groups and sections of society affecting people regardless of race, disability, sex, sexual orientation, age, gender identity, religion or belief, culture or class and occurs in both heterosexual and same-sex relationships. As the statistics above show, although women are much more likely to experience DVA or Sexual Violence, men can also be victims.

It is recognised that domestic abuse is ’violence that is directed against a woman because she is a woman or that affects women disproportionately’ (CEDAW, 1992). Domestic abuse is deeply rooted in the societal inequality between women and men and in enduring notions of masculinity and femininity. The gender inequality at the heart of domestic abuse intersects with other forms of discrimination, such as racism, homophobia, and disability discrimination.
In view of these statistics, it is likely that the council will have employees who have experienced, or who are currently experiencing DVA as well as those who may be perpetrators of such abuse. As an employer, the council has a legal duty to ensure a healthy and safe workplace in order to safeguard the health and well-being of its employees and to protect them from harassment. As such the council is committed to having a workplace culture in which there is a zero tolerance of DVA  and creating an environment in which employees experiencing these forms of abuse feel able to speak up and seek help and support.  

Domestic abuse comes at a cost to the UK economy resulting in decreased productivity, increased absenteeism and employee turnover. Long term effects can result in depression, anxiety, or stress can consequently affect team dynamics and delivery. 
The Council is committed to creating an organisational culture whereby information and support is available to those experiencing domestic abuse and where perpetrators of domestic abuse are held to account. The Council takes domestic abuse very seriously. The Council fully understands the risks and consequences at work; and will fully support employees who are or have been subjected to domestic abuse in a non-judgemental and supportive manner. 
Employees are asked to notifying their manager immediately if they witness such violence or abuse in the workplace or they believe a colleague (or another person such as a child) may be in immediate danger or at risk of serious harm.
2.0 
Purpose of the Policy

The policy aims to achieve the following objectives: 
· challenge the attitudes and behaviours which foster DVA 

· ensure that all employees, not just those experiencing DVA, are aware of the council’s policy

· encourage employees who have experienced, or are experiencing, DVA  to come forward and seek help as soon as possible

· reassure employees that they will not be stigmatised for disclosing DVA but they will be listened to and the matter will be handled sensitively and in the strictest confidence

· protect, assist and support employees who have experienced, or are experiencing DVA  

· ensure managers are able to recognise the signs of DVA and are able to respond to a disclosure appropriately
· Ensure employees who are perpetrating DVA are held to account
3.0 
Definitions of domestic abuse / violence?

The cross-government definition of domestic violence and abuse is 
any incident or pattern of incidents of controlling, coercive, threatening behaviour, violence or abuse of those aged 16 or over who are, or have been, intimate partners or family members regardless of gender or sexuality. Domestic abuse can be expressed in different ways depending on gender identity, ethnic background, religion, age, sexuality or disability of the individual. 

The abuse can encompass, but is not limited to:
· 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 to frighten.

· 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. 
· Female Genital Mutilation (FGM) are procedures involving the partial or total removal of the external female genitalia or other injury to the female genital organs for non-medical reasons.

· Financial: for example, stealing or depriving of money, withholding benefits, damage to possessions
· Forced Marriage is a marriage that takes place without the full and free consent of one or both people. The pressure put on people to marry can be physical e.g. threats or actual violence, emotional or psychological e.g. making someone feel they are bringing shame on their family,
· Honour-based Violence (HBV) is a violent incident or crime committed to protect or defend the honour of the family or community. It is often committed with some involvement or co-operation from the family and/or community and is designed to punish an individual for behaving in a way that is not in keeping with traditional cultural beliefs. 

· Psychological/emotional:  for example, harassment (emails), isolation, intimidation, humiliation or belittlement, constant criticism, enforced trivial routines, coercive control, verbal abuse

· Physical: for example, assault, harassment (phone calls, unwanted visits), deprivation of food/ sleep, physical injuries, stabbing, kicking, pushing, slapping, forced marriage, imprisonment

· Sexual: for example, sexual assault, rape, coercive sexual activity is any behaviour or act of a sexual nature which is unwanted and takes place without consent or understanding. This includes but is not restricted to: rape, sexual assault, sexual abuse, sexual harassment, rape within marriage/relationships, forced marriage, female genital mutilation (FGM), so-called honour-based violence (HBV), trafficking and sexual exploitation.  

· Stalking is unwanted, persistent or obsessive attention by an individual or group towards another person causing fear, harassment, anxiety, emotional or psychological distress to the victim. Stalking behaviours are related to harassment and intimidation and may include nuisance telephone calls, sending excessive emails, regularly sending gifts, following the person or spying on them and death threats. A perpetrator of stalking may be a partner or ex-partner, a work colleague or someone unknown to the victim.

These are not legal definitions but provide an overview of the implications of each category.

4.0 
Signs and symptoms of possible abuse 
Domestic abuse usually involves as pattern of behaviour that can take a number of forms. The presence of any single sign or symptom by itself does not necessarily constitute a domestic abuse situation however early intervention and offers of support may prevent the escalation of risk.  
Some of the possible indicators are outlined below:
· Employees may present with psychological and/or psychiatric problems such as depression, anxiety, despair and post-traumatic stress disorder. Indicators may be self-medication of drugs and alcohol; post-traumatic stress, self- harm and or suicide attempts. 
· Employees may present with symptoms related to musculoskeletal disorders and chronic pain, genitor-urinary disorders, and respiratory illness. Typically injuries can include abrasions, lacerations, burns, fractures, and dislocations, bruises, lost teeth, internal injuries, gynaecological problems may also be symptoms.  
· Economic control can exist where the individual is prevented from getting to work by holding car keys, controlling all the household income, or denying money for ‘day-to-day’ needs

· Emotional and financial abuse may manifest symptoms in the following ways; restricted or controlled access to friends, relatives and employment, deprivation of food, sleep or money and the individual may display stringent routines which cannot be shifted for fear of incurring violence from the perpetrator. 
· They may be frequently undermined through intimidation, humiliation or belittlement, selective damage to property, or harm to pets. Domestic abuse may include threats, pressure tactics, isolation and harassment.
· Changes in behaviour, for example, becoming very quiet, anxious, frightened, tearful, and aggressive or distracted whilst at work. Obsession with timekeeping and worried about leaving children with the abuser; being late for work or leaving work early, absenteeism and decreased productivity and turnover.
· Change in the manner of dress: for example, clothes that do not suit the climate which may be used to hide injuries, substance misuse, fatigue and sleep disorders. 
· A change in performance levels or examples where the employee is missing deadlines may also indicate possible concerns in the employee’s personal life 
Please refer to Appendix 4, Guide to help managers ask employees about suspected DVA for further information. 

5.0 
How Managers can support employees following identification or disclosure of domestic abuse 
Managers should take into account the following steps when dealing with domestic abuse within the workplace:
· Be able to recognise the signs and symptoms of domestic abuse. The manager is not there to address the abuse itself but to support and signpost employees to the available support resources and provide practical support to enable the employee, as far as practical, to remain in work and maintain their financial independence.
Please refer to Appendix 1, Domestic Abuse support organisations within the London Borough of Waltham Forest and Appendix 2: Domestic Abuse Support organisations outside the London Borough of Waltham Forest for further information on the support networks available.

· Managers must take the disclosure seriously, making time and finding a private space to listen. It is important to listen to and reassure the employee of the validity of their situation. The manager needs to reassure the employee that the Council has an understanding of how domestic abuse may be affecting their lives and will endeavour to support them through this situation. The manager should allow the employee to talk confidentially and be non-judgemental in their manner. A supportive and sensitive environment should enable the employee to talk freely about the abuse and make the employee aware of this Policy including key information about confidentiality and safeguarding. If appropriate, Managers can offer an alternative managers details to provide support if the employee would prefer someone of the same gender to speak to. 

· Avoid asking ‘why’ questions. Remember management’s role is to provide support not to investigate the allegation. In domestic abuse situations, managers should prioritise safety over work efficiency and should not seek proof of abuse. 

· Managers should be mindful of their duty of care as an employer and show concern where an employee may start to show different patterns of behaviour at work. 

· Managers should maintain confidentiality subject to the requirements of safeguarding children and vulnerable adult processes and the Crime and Disorder Act.  Should the manager have concerns about the well-being of any children or vulnerable adults, a referral must be made to social services in the employees’ home borough. The employee should be informed of any referral that is being made but the referral should be made regardless of the views of the employee. 
· The manager must keep a record of any actions they agree with the employee. 

· Remind the employee of the Council’s Employee Assistance Programme {EAP} which is confidential. Please see details listed below in section 6.2 Employee Assistance Provider for full details. 
· The manager needs to respect the employee’s boundaries and privacy in any discussion. Managers should not contact the abuser or compel the employee to seek support. It is important that the employee is empowered to make their own decisions regarding their safety on how and when they decide to leave or take action, as they are aware of the risks and the implications that any actions will have on their own well-being. It is important that the employee considers these, as they know the perpetrator. Where a manager has serious concerns about how they can support an employee in this situation they can contact advice organisations themselves, however they must not disclose any personal details of the employee. 

· Managers should contact the Police if they believe an employee (or another person such as a child) is in immediate danger or at risk of serious harm.

For further advice please refer to Appendix 3 Managers’ Checklist for 
responding to a disclosure and Appendix 4: Guide to help managers ask 
employees about suspected DVA for further information.


It is important to note that many of the matters raised in the above listing may 
have a direct link to the other Council’s Human Resources policies and 
procedure where in many cases it can result in action being taken under these 
Council policies and procedures, such as Capability and Managing 
Sickness Procedures. 
A reality of domestic abuse is that some employees do not feel safe disclosing any information about the abuse even though their performance, absence or conduct problems may be directly related to it. There are many reasons why the employee ‘keeps quiet’ about the abuse, for example, fear of retaliation from the abuser or fear of rejection from colleagues, friends and family.
If this is the case, it is important that assistance and advice is sought from Human Resources at HR@walthamforest.gov.uk at the earliest opportunity
5.1
Practical measures to support an employee
Managers, dependent on the needs of the employee and the service, can consider offering the following measures:
· Divert calls and messages and look at changing an extension number, where a employees is receiving unwanted calls 

· Ensure the employee is not working alone in a remote office and has made arrangements to get to and from work safely 

· Move the location of the employee so they are not in sight of the public 

· Agree with the employee what to tell colleagues, reception and security staff should they receive calls or visits from the perpetrator or anyone who has not be identified as ‘safe’ 

· Reception and security staff are advised never to divulge personal details about staff and/or workers at the council. Where appropriate, details of the perpetrator such as photo and car registration should be shared with consent from the employee 

· allowing reasonable paid time off to allow the employee to attend relevant appointments with support/welfare agencies, legal advisors, housing agencies, to attend family or criminal court etc.  - paid leave options include annual leave and special leave provisions, please refer to the Council’s Leave Policy for further information here. 
· Review reasonable adjustments for the employee experiencing domestic abuse, such as removing home working arrangements. This is to minimise risk to their health and safety. Managers should refer to the guidance on flexible working on ForestHub, where a situation requires this consideration. 

· Record any incidents of domestic abuse in the workplace by the perpetrator (visits, emails, phone calls), including witnesses to such episodes. The record must be clear, accurate and include dates, times, locations, and any witnesses. Any records of such incidents can be used by the employee if they choose to report the incident. 

· If necessary, the employee can be paid via alternative measures so that the employee can retain financial independence. Please contact HR regarding the necessary arrangements regarding this.
6.0 
Council support available

The Council has the following supportive teams who can provide assistance with dealing with Domestic abuse:

6.1
Occupational Health Provider
Employees experiencing domestic abuse may be referred to the Council’s Occupational Health {OH} provider:  
· Human Resources will liaise with the OH service to advise them of possible support services in the borough.

· OH will support the well-being of the employee and consider the health and seriousness of their situation
6.2
Employee Assistance Programme
Employees can benefit from advice and support from the Council’s Employee Assistance Programme. Workplace Options can assist with social, personal, legal or financial queries, or refer employees to a trained counsellor for support and help.

This is a free and fully confidential independent service available 24 hours per day / 7 days a week, 365 days a year, provided by an external provider. 

Employees and their household members can contact the provider free of charge for advice and support for:

· counselling service

· Information and guidance similar to that provided by the Citizens Advice Bureau on health, welfare, work  / life balance, relationships, childcare, health and well-being, disability and illness, careers, stress, elder care, life events, anxiety and depression  

· Free legal and financial advice

Contact details: 0800 243 458 

Email: assistance@workplaceoptions.com
Website: www.workplaceoptions.com

6.3 
Trade unions 

The Council works with the Unison, GMB, and Unite trade unions to represent the interests of staff who are members. The trade unions fully support the objectives of this policy and are able to offer assistance to those affected by domestic abuse. 
Please see refer to Forest hub for further Union contact details here. 
6.4
Health and Safety team
Employers have a legal responsibility to any employee who discloses that they may be at risk of harm. Workplace adjustments should be put in place to accommodate this. 

Examples of possible workplace adjustments, dependent on the needs and service of the employee, can include: 

· Making emergency contact arrangements. 

· Improving the safety of the employee whilst they are at work. 

· Adjusting their responsibilities and workload. 

· Adjusting their working pattern

6.5
Human Resources team 
If employees or management require any support in this matter they can contact Human Resources via hr@walthamforest.gov.uk or 
020 8496 4514.
Human Resources will make the necessary arrangements for specialist support to be received.    

6.65
Support to this policy
The Council will support management and employees by providing Corporate training on DVA which will provide the following:
· equip Managers with the tools to support employees including how to address DVA 
· outline the support available to employees  

· how the manager can protect themselves in these difficult situations
· gain an understanding of its impact on an employees work performance
· how to implement and support Human Resources policies 

· Promote domestic abuse initiatives across the Council. For example through ‘Lunch and Learn’ events and promoting national awareness days through council communications and/or posters in communal areas. 

7.0
(Alleged) Perpetrators

The council recognises that there may be employees, within its workforce, who may be (alleged) perpetrators of DVA.

Where a manager becomes aware that an employee may be committing, or has committed, an act of DVA, or is assisting a colleague to do so, they should seek advice and guidance from HR on how to proceed. Where the victim of the (alleged perpetrator) is also an employee, managers must take action to protect that individual’s safety at work.

Any DVA allegation that an employee may be committing, or has committed, or is assisting a colleague to do so, will be investigated as a case of potential gross misconduct under the council’s Conduct and Disciplinary Procedure. 

Employees carrying out acts of DVA outside of work, irrespective of whether it constitutes a criminal offence, are also likely to be subject to disciplinary action being taken against them, including the possibility of dismissal, due to the impact such behaviour is likely to have on the employment relationship in terms of the detrimental effect such behaviour is likely to have on the council’s image and reputation. The Council’s Code of Conduct for Employees requires that employees maintain the highest standards of integrity, honesty and any violent or abusive acts of this kind do not reflect this requirement.   

A manager must consult with HR before proceeding with any disciplinary action against a perpetrator of DVA 

Appendix 1
Domestic Abuse support organisations within the London Borough of Waltham Forest

	Waltham Forest Solace Women’s Aid (IDSVA) 

Website: http://solacewomensaid.org/get-help/waltham-forest/

	0808 802 5565

	Waltham Forest Multi Agency Safeguarding Hub (MASH) 

Website:

https://directory.walthamforest.gov.uk/kb5/walthamforest/directory/service.page?id=eO-f_HRgaE0

	020 8496 2310 

	Waltham Forest Out-of-Hours for Safeguarding Children & Adults 

Website: 

http://www.walthamforestccg.nhs.uk/about/safeguarding-adults-children.htm

	020 8496 3000 

	Ashiana Network (South Asian, Turkish & Iranian women) 

https://www.refugeecouncil.org.uk/services/2865_ashiana_network

	020 7346 1134

	Haven the Survivors Network (historic and current sexual abuse) 

Website:

http://www.havennetwork.org.uk/about-us.html

	020 8520 0755 

	Kiran Project (women & children from BAMER communities) 

Website: 

http://www.advicewalthamforest.org.uk/directory-of-services/kiran-project/

	020 8558 1986 

	Stay Safe East (for deaf and disabled survivors)                   
Website: 

http://staysafe-east.org.uk/index.php/sample-page/

	020 8519 7241 / 07587 134 122 

	Imece (Turkish, Kurdish and Turkish Cypriot women) 

Website: 

https://imece.org.uk/

	020 7354 1359 

	The Haven, Sexual Assault Referral Centre (SARC) 

http://thesurvivorstrust.org/sarc/

	0808 801 0818/ 020 7247 4787 

	East London Rape Crisis Centre 
Website: 

http://www.niaendingviolence.org.uk/rape/

	020 7683 1270 



	Empower (CSE and gangs) 

Website: 

http://saferlondon.org.uk/services/empower/

	020 7021 0301 


	Multi-Agency Sexual Exploitation Meeting (MASE) 


	07715 901256 

	RISE Mutual: domestic violence perpetrator programmes 

Website: 

http://risemutual.org/
	020 7428 8430 / 07535 651784 

	
	

	Waltham Forest Citizens Advice Bureau (CAB) 

Website: 

https://www.citizensadvice.org.uk/local/waltham-forest/

	020 8521 5125 

	Waltham Forest Housing Advice 

Website: 

https://www.walthamforest.gov.uk/service-categories/housing

	020 8496 3000
 


Waltham Forest One-Stop-Shop: Every Wednesday 9.30-12.30pm, rotating across children centres in Waltham Forest: https://www.walthamforest.gov.uk/content/domestic-violence
Waltham Forest Employee Assistance Programme EAP

Safelives.org.uk

Appendix 2
Domestic Abuse Support organisations outside the London borough of Waltham Forest 
Corporate Alliance Against Domestic Violence


Website

http://thecorporatealliance.co.uk/

	Forced Marriage Unit                                                  020 7008 0151
Website: 

http://www.haloproject.org.uk/forced-marriage-unit-W21page-31-

	

	National Domestic Violence Helpline                          0808 2000 247 

Website: 

http://www.nationaldomesticviolencehelpline.org.uk/
Stalking Helpline                                                         030 0636 0300 

Website: 

https://www.suzylamplugh.org/Pages/Category/national-stalking-helpline
FGM Helpline                                                              0808 2000 247 

Website: 

https://www.nspcc.org.uk/preventing-abuse/child-abuse-and-neglect/female-genital-mutilation-fgm/
National LGBT DV Helpline Broken Rainbow             030 0999 5428             

Galop (LGBT)                                                              020 7704 2040 

http://www.galop.org.uk/news/galop-to-run-national-lgbt-domestic-violence-helpline/
RESPECT (Perpetrators)                                020 7549 0578/ 0845 802 4040 

Website: 

http://respect.uk.net/
Men’s Advice Line                                                        0808 801 0327 

Website: 

http://www.mensadviceline.org.uk/
FORWARD (for FGM)                                                  020 8960 4000

Website: 

http://forwarduk.org.uk/
Honour Network Helpline                                             0800 5999 247 

Website: 

https://www.karmanirvana.org.uk/
Project Azure (Police) for FGM                                    020 7161 2888 

Website: 
https://www.healthcareconferencesuk.co.uk/userfiles/Allen_Davis.pdf
Rape Crisis                                                                   0808 802 9999 

Website: 

https://rapecrisis.org.uk/
Eaves Poppy Project (for trafficked survivors)                 020 7735 2062

Website: 

http://www.eavesforwomen.org.uk/about-eaves/our-projects/the-poppy-project/
Deaf Hope UK                                                              07970 350 366 (SMS)

Website: 

http://www.signhealth.org.uk/our-projects/deafhope-projects/
Ascent Legal Advice Line                                             020 7608 1137 

Project Violet (Police) for Faith based abuse           
Email:  projectviolet-SCD5@met.police.uk 

Black Association of Women Step Out (BAWSO)           0800 7318 147

www.bawso.org.uk
Man Kind Initiative                                                        01823 334244
www.mankind.org.uk
Men’s Advice Line                                                        0808 801 0327
www.mensadviceline.org.uk         

Refuge                                                                         0808 2000 247
www.refuge.org.uk
Southall Black Sisters

Website

https://www.southallblacksisters.org.uk/                     0208 571 0800

Women’s Aid 0808 2000 247 808 2000 247               0808 2000 247
https://www.womensaid.org.uk/ 0
https://www.womensaid.org.uk/the-survivors-handbook/
{NB the survivors handbook, although aimed at women can also be used as the objectives to assist in a domestic abuse situation are the similar. 

Solicitors Regulation Authority {SRA} website for details on identifying local solicitors who can support those affected by domestic violence http://solicitors.lawsociety.org.uk/
Female employees affected by domestic abuse can access a range of legal resources from the ‘Rights of Women’ website: http://rightsofwomen.org.uk/get-information/violence-against-women-and-international-law/
Male employee affected by domestic abuse can access legal services from ‘Mankind’. http://www.mankind.org.uk/about-us/about-us/
http://risemutual.org/ and http://respect.uk.net/information-support/domestic-violence-perpetrators/
Appendix 3:  Managers’ Checklist for responding to a disclosure

Employee’s name

Employee contact details at work 

Disclosure details

Perpetrator’s name

Date DA first disclosed

Nature of the DA 
Does the employee have any injuries as a result?

Does the employee need to seek medical assistance e.g. attend GP or A&E? 

Are there any other individuals at risk i.e. children / vulnerable adults

Has the employee reported the incident to any other authorities? Do they want to? 

Does the employee feel safe to return home? If not, where will they stay? Have they made other arrangements?

Do they need time off work to make these arrangements? 

Is the (alleged) perpetrator subject to Police or Court Bail, or any kind of Order (e.g. Restraining Order, Non Molestation Order, Forced Marriage Protection Orders, Prohibitive Steps Order)
Does the (alleged) perpetrator know where the employee works?
Has the employee ever been followed to/from work?
Does the (alleged) perpetrator have their work email address and/or work telephone number?
Is the employee frightened of anything that might take place at work or whilst travelling to and from work?
Has the (alleged) perpetrator made threats to anyone else? If so, has this included any other employees?  
Is the employee frightened of anyone else (e.g. family / community members)

Workplace Risk Assessment details

Have you carried out a workplace risk assessment?

Date of risk-assessment

Level of risk identified

What action have you taken to protect the employee’s safety? 

For example:

· does the employee require special arrangements at work e.g. change in hours, change in duties?
· Do work colleagues need to be aware of any potential threat? 
Employee support 

Have you advised the employee of the support available under this Policy e.g. counselling, support from specialist external agencies? 

Would they like to be referred to a specialist support service?

Would the employee like to discuss their issues with a member of HR? 

Employee contact details out of work (Is it safe phone, text? What time is it ok to call? Can messages be left?)

Who can the manager contact if the employee has an unplanned absence? (e.g. work colleague, family member, neighbour, Police)

How will the employee maintain contact with their manager during any agreed absence?
Does the employee need to attend appointments/meetings



Does the employee need any other support? 

Have you agreed to meet the employee on a regular basis?

Note here any other relevant information

Signed:

Manager

Date:

Appendix 4: Guide to help managers ask employees about suspected DVA

Often employees will not feel confident about speaking up, so it is important that you make the first move to begin a conversation to find out what is wrong so that you can provide the necessary help and support. 

You can use the following questions to encourage the employee to open up but it is equally important to respect the employee’s boundaries and privacy. 

Examples of questions to ask

· Are there any issues you would like to discuss with me?

· I have noticed recently that you are not yourself, is anything the

matter?

· Is everything all right at work?

· Are there any problems or reasons that may be contributing to your

frequent sickness absence / under performance at work?

· Would you have any ideas about how your working environment

could be improved?

· What support do you think might help?

· Is everything all right at home?

These questions should be asked routinely during a return to work interview following a period of sickness absence, during an informal or formal sickness absence review meeting or an informal / formal capability interview.

If you feel you require further advice or guidance before dealing with such an issue, you should contact a member of Human Resources at HR@walthamforest.gov.uk 



The effects of DVA will vary from individual to individual because people react in different ways but the following can be signs that that an employee is currently experiencing, or may still be affected by a past experience of, DVA .

	Work productivity signs

· Changes to working patterns e.g. persistently late or needing to leave work early without explanation or with an unusual explanation

· increased absenteeism without explanation or with an unusual explanation

· Reduction in the quality or quantity of work compared with usual standards for no apparent reason

· Increased time being spent at work for no apparent reason i.e. arriving early and reluctance to leave at the end of the day

· Change in, or unusual number of calls, texts, emails at work from a partner or ex-partner or family/community member that prompts a strong reaction e.g. distress, avoids taking calls 



	Psychological signs

· Uncharacteristically distracted, problems concentrating

· Changes in behaviour or demeanour e.g. becoming quiet, withdrawn, anxious, depressed, frightened, tearful, aggressive

· Avoiding interacting with colleagues e.g. at lunchtime or outside work 

· Obsession with time keeping

· Worried about leaving children or others at home with partner/ex-partner or family/community member



	Physical signs

· Repeated injuries such as bruises that are unexplained or the explanation given is unusual or seems implausible

· Frequent and/or sudden/unexpected medical problems/sickness absence

· Fatigue or difficulty sleeping

· Changes in the way the employee dresses that is out of the norm for them e.g. excessive clothing in summer to hide injuries; unkempt or dishevelled appearance

· Change in the pattern or amount of make-up worn to try to hide injuries



	Other Signs

· Partner or ex-partner or family/community member is frequently waiting for the employee outside work 

· Unusual events e.g. flowers or gifts frequently sent to the employee for no apparent reason

· Isolation from friends or family




It is important to bear in mind that these signs can also be indicative of other issues and so managers should talk to the employee as soon as they suspect something might be wrong to identify the underlying cause.
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