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Workplace Equality and Respect documents available
on the website
Workplace Equality and Respect Standards
Workplace Equality and Respect Implementation Guide
Workplace Equality and Respect Self-Assessment Tool
Workplace Equality and Respect Key Progress Indicators
Workplace Equality and Respect Staff Survey
Practice guidance: Engaging leaders
Practice guidance: Communications guide
Practice guidance: Dealing with backlash
Practice guidance: Equality and respect for all women - an intersectional
approach
Practice guidance: Reducing risk in workplace initiatives to prevent violence
against women
Practice guidance: Responding to disclosures
Practice guidance: Understanding your rights in the workplace and Victorian antidiscrimination law
Practice guidance: Workplace responses to staff who perpetrate violence
Practice guidance: Workplace gender equality and the law
Practice guidance: Workplace policies to support equality and respect
Practice guidance: Working in rural, regional and remote workplaces to prevent
violence against women
Practice guidance: Workplace support for staff who experience family violence
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This guide aims to help you by providing information on:
• family violence and the workplace
• benefits to organisations of having family violence policies
• workplace policy and practice considerations
• a sample family violence policy.

The workplace is an important space for providing support to staff who experience
family violence.1 This summary provides information for employers seeking to
improve workplace policy and practice to support staff experiencing family violence,
both as it impacts at work and at home. It does not provide information on
responding to individuals who disclose their experience or use of violence. Please
see the Practice guidance: Responding to disclosures document for this information.

Family violence and the workplace
Workplaces can play a crucial role in reducing the risk of existing family violence 2
escalating, and in doing so prevent the physical, psychological, social and financial
harms that may result.

1

This guidance does not include information on responding to staff who perpetrate violence
against women. For guidance on responding to perpetrators, please refer to the Practice guidance:
Employers responding to staff who perpetrate violence against women.
2

Women experience a range of other forms of violence at work including sexual harassment and
bullying based on their gender. Women also experience discrimination based on their gender and
their parental, pregnancy, breastfeeding and carer status at unacceptable rates. These issues are
out of scope for the purpose of this summary but are discussed in detail elsewhere. See,
https://www.ourwatch.org.au/getmedia/5d67c6a4-bc42-425e-85a9-e5c2c1ca71c5/PromisingPractices-Workplace-Organisational-Approaches-PVAW.pdf.aspx
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Australian research has also shown that employment is critical to prevent a woman
becoming economically trapped in a violent relationship and forms a key pathway to
leaving a violent relationship. 1 More broadly, family violence, even if occurring in the
home, impacts the workplace in a range of ways, including lost productivity,
increased unplanned leave and high staff turnover. 2
Family violence can also affect workplaces directly; for example, if a perpetrator of
family violence attends the workplace to harass or stalk their partner, ex-partner or
her co-workers at work; or if both the victim and perpetrator work in the same
organisation.3 It is therefore important that workplaces have strategies to manage
incidences that directly impact the workplace, and to support staff affected by
family violence.
Currently, employers are obliged under state and federal laws to ensure all staff
have a safe workplace free from discrimination and harassment. Workplaces are
also required to accommodate requests for flexible working arrangements for
parents and carers, including where staff need flexibility following experiences of
family violence (for example, to arrange a new place to live or attend legal
appointments).
Even though these laws exist, women still experience violence at work, have
difficulty accessing flexible arrangements when they need it, and are vulnerable to
losing their employment and financial stability as a result of experiencing family
violence.4
While many workplaces are including family violence leave provisions in their
industrial agreements, this is not a widespread practice and there is no consistency
in the way that disclosures are handled within workplaces, including the provision of
effective safety planning.5
So, while employers seeking to support staff impacted by family violence should
improve industrial instruments and compliance with workplace laws, this is just the
foundation.
Workplaces can go further than baseline legal requirements by tailoring their policy
and practice so that staff are supported to remain in paid employment and manage
the stressful and time-consuming tasks caused by the violence they have
experienced.
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The workplace benefits of a family violence policy
Having workplace family violence clauses and paid leave entitlements is a
demonstration of the workplace’s commitment to their staff and has been shown to
result in a more positive, supportive work environment.6
Other positive effects of having policies to support staff who experience family
violence included raising awareness of family violence as a workplace and social
issue, and enhancing the overall reputation and status of the organisation.

Workplace family violence policy considerations
By promoting effective and supportive policy and practice, employers can play an
important role in ensuring long-term positive outcomes for their staff through
providing a workplace that shields survivors of family violence from the risk of losing
their job and supporting staff to ensure their safety and the safety of their families.
Having policies and procedures is critical to supporting employees and it is
important that the policies consider how the workplace will support LBTIQ women
as well as women impacted by other forms of discrimination. Appendix 1 provides
some context for workplaces on how to consider women who do not fit into the
binary definition of women and men in their policies.
It is also important to note that having a policy alone is not enough; a demonstrated
commitment to the policies as well as practical support and a culture that supports
employees to use these entitlements is also vital.
The Workplace Equality and Respect Standards identifies three key areas for action
with both an external (stakeholder) focus and an internal (staff) focus. Following are
a number of areas identified in the Workplace Equality and Respect Standards
where workplaces should make changes to achieve the Standards 3.

3

As part of the Workplace Equality and Respect project a set of Standards has been developed which set
out what needs to be done to truly embed equality and respect in any workplace. The Workplace Equality
and Respect Standards are accompanied by a suite of tools and resources. These documents will be publicly
available in 2018.
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Leadership
• The consistent application of flexible work arrangements for staff who need
to change work hours as part of their safety planning process, or need time to
attend court dates or other appointments.7
• Training for staff with management or supervisory responsibilities to
appropriately manage disclosures and/or requests for flexibility.
• Clear communication across the workplace to promote awareness of
organisational commitment and build capacity for appropriate responses to
family violence disclosures. See Appendix 4 for an example of a workplace
poster.

Strategy4
• The inclusion of paid family violence leave as a workplace entitlement
(modelled on the ACTU model clause for family and domestic violence).8
• The inclusion of family violence provisions in Occupational Health & Safety
(OH&S) policies.9
• The inclusion of family violence as a ‘protected attribute’ in equal opportunity
or anti-discrimination policies to protect women from being discriminated
against (that is, sacked or denied promotion opportunities).10
• The provision of internal policies to manage disclosures of family violence in a
sensitive and confidential manner, with designated staff trained to support
individual staff members disclosing experiences of family violence.11
• In instances where the employer believes that criminal behaviour has
occurred, the policy should provide the employer with clear guidelines that
determine the employer’s course of action, including when it is appropriate to
contact authorities (police/court system).

Norms and practices
• The provision of workplace safety planning with specific measures to minimise
the risk that employees will be subject to violent or abusive behaviour at work
and protocols for dealing with a crisis situation.12
4

See Appendices 2 and 3 for a sample family violence policy
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• Clear processes to ensure staff experiencing family violence are referred to
relevant organisations for support, including employee assistance programs
with family violence expertise.
• The provision of a contact person, trained in both family violence and privacy
issues,13 to support employees experiencing family violence
Training for all staff to increase their understanding of workplace responses to
family violence to reduce barriers for women staff to disclose experiences of
family violence.14
Other Practice guidance documents that can assist your workplace in supporting
employees who experience family violence include:
• Practice guidance: Reducing risk in workplace initiatives to prevent violence
against women
• Practice guidance: Responding to disclosures
• Practice guidance: Workplace responses to staff who perpetrate violence
• Practice guidance: Gender equality and the law
• Practice guidance: Workplace policies to support equality and respect

Useful links
• National Tertiary Education Union. (2013). Unions vote to push for leave for
workers who experience domestic violence. Available at:
http://www.nteu.org.au/qute/article/Unions-vote-to-push-for-leave-forworkers-who-experience-domestic-violence.-15713
• Victorian Equal Opportunity and Human Rights Commission. (28 May 2015).
Submission to the Royal Commission into Family Violence. Available at:
http://www.rcfv.com.au/getattachment/0618D125-07EB-4BBA-BDECB72BBC7BFD81/Victorian-Equal-Opportunity-and-Human-Rights-Commission
• Australian Human Rights Commission. (2014). Fact sheet: Domestic and family
violence - a workplace issue, a discrimination issue. Available at:
https://www.humanrights.gov.au/our-work/family-and-domesticviolence/publications/fact-sheet-domestic-and-family-violence-workplace
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• Australian Council of Trade Unions. ACTU model clause: Family and domestic
violence. Available at: http://www.actu.org.au/media/886613/actu-modelfamily-and-domestic-violence-leave-clause-revised-18-march-2.pdf
• Victorian Trades Hall Council. (2015). Submission to the Victorian Royal
Commission into Family Violence. Available at:
http://www.rcfv.com.au/getattachment/C5E38CB5-E995-4A1B-B1EBEB764FECFF1D/Victorian-Trades-Hall-Council
• International Labour Organization. (2016). Infographic - Gender Equality in the
World of Work. Available at:
http://www.ilo.org/gender/Informationresources/WCMS_463094/lang-en/index.htm
• International Labour Office. (2011). Gender-based violence in the world of
work: Overview and selected annotated bibliography. Available at:
http://www.ilo.org/public/libdoc/ilo/2011/111B09_99_engl.pdf
• International Labour Office. (2012). Gender equality and decent work:
Selected ILO Conventions and Recommendations that promote gender equality
as of 2012. Available at:
http://www.ilo.org/public/libdoc/ilo/2012/112B09_28_engl.pdf
• Fair Work Ombudsman. (25 November 2014). Creating a workplace supportive
of employees impacted by domestic violence. Available at:
https://www.fairwork.gov.au/about-us/news-and-media-releases/2014media-releases/november-2014/20141125-white-ribbon-release
• Victorian Trades Hall Council. (2017). Understanding family violence as a
workplace issue: your guide. Available at:
https://d3n8a8pro7vhmx.cloudfront.net/victorianunions/pages/1508/attach
ments/original/1502765607/FV_Guide_Final_web.pdf?1502765607
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Appendix 1 | Gender and diversity
The Workplace Equality and Respect Standards aims to guide prevention of violence
against all women, understanding that women’s and men’s identities, social positions
and experiences are shaped not just by gender, but by a range of other social
categories of difference, including Aboriginality, culture, race, ethnicity, faith or
spirituality, socio-economic status, ability, sexuality, gender identity, education, age
and immigration status. While these Standards specifically focus on the forms of
disadvantage, discrimination and inequality women face as a result of their gender, it is
important to acknowledge that they intersect with many other forms of inequality that
individuals may experience in the workplace. The Standards will be publicly available in
2018.
While Our Watch’s mission is specifically to prevent violence against women, we
acknowledge that violence is experienced by people whose experience and/or identity
does not conform to binary definitions of sex and gender. As such, our definition of
‘women’ includes anyone who identifies and lives as a woman. However, in order to
reflect and respond to what existing research and data tells us about the key drivers of
violence against women at the population level, the Workplace Equality and Respect
Standards uses binary terms like ‘men/women’ and ‘male/female’.
The Workplace Equality and Respect Standards does not include strategies specifically
aimed at preventing all forms of violence against lesbian, bisexual and queer women, or
transgender, gender diverse and intersex people, as some of these forms of violence
have significant and distinct drivers and contributors other than gender inequality.
However, to the extent that such violence shares some similar drivers to violence
against women generally (particularly rigid, binary and hierarchical constructions of
gender, sex and sexuality), its prevention is likely to be aided by the strategies outlined
here. As an important extension of and complement to the strategies outlined here,
Our Watch encourages workplaces to consider the practical ways they can
acknowledge and support lesbian, gay, bisexual, queer, transgender, gender diverse
and intersex people in their workplace. For example, by providing ‘other’ as an answer
option on employee forms and personnel records, ensuring gender-neutral toilets are
available in the workplace, and avoiding language that assumes heterosexuality in
publications and materials.
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Appendix 2 | Sample family violence policy
Preventing Family Violence: Workplace Support Policy and Procedures

Overview
The aim of this policy is to support people disclosing experiences of family violence, provide a
consistent and positive approach to responding to disclosures of family violence and raise
awareness of the issue.

Introduction
Family violence is alarmingly widespread in Australian society. Research demonstrates that men
can experience family violence, however women and children are overwhelmingly the victims of
men’s perpetration of family violence1. ABS data indicates that one in three women had
experienced physical violence since the age of 15.2 Violence cuts across culture, age, and social
and economic status. Due to an array of reasons including social stigmas, violence is often under
reported, which makes the true impact difficult to determine.
(Name of Workplace) acknowledges that violence in the workplace and community in all forms is
unacceptable. Our organisation is committed to supporting a violence free community, by
modelling and promoting non-violence, gender equitable and respectful relations.
The aim of this policy is to support people disclosing experiences of family violence, provide a
consistent and positive approach to responding to disclosures of family violence and raise
awareness of family violence.
____________________________________________________________________________
1

Our Watch, Australia’s National Research Organisation for Women’s Safety (ANROWS) and VicHealth.
(2015). Change the story: A shared framework for the primary prevention of violence against women and
their children in Australia. Our Watch, Melbourne, Australia. Retrieved from:
https://www.ourwatch.org.au/getmedia/c81eceab-c8a0-4f3a-a6fb-2202334b398b/Change-the-storyframework-prevent-violence-women-children-AA-new.pdf.aspx
2

Our Watch, ANROWS and VicHealth. (2015).
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In addition to providing appropriate support to those who experience violence, we recognise the
importance of working to stop violence from happening in the first place. We are currently
conducting work to address the underlying drivers of violence against women by:
•
•
•
•

Promoting and normalising gender equality
Promoting women’s independence and decision-making
Challenging gender stereotypes and roles
Challenging the condoning of violence against women

See Addendum 1: Definitions for key terms used within this policy.

Why is family violence a workplace issue?
•
•
•
•
•
•

Just over a third (34%) of women have experienced physical violence since the age of 15. 3
Intimate partner violence is the single greatest risk factor for death, disability and illness in
Australian women aged 18-44.4
Family violence damages the health and wellbeing of women and children.
Reported family violence incidents in Australia cost employers $1.3 billion (2014-2015).5
The experience of sexual violence can severely disrupt and alter a victim’s life across
various spheres, including home, work and community. 6
Family violence can result in increased sick leave usage, workplace violence and stress,
decreased productivity and workplace morale and high employee turnover.

___________________________________________________________
3

ANROWS. (2014). Violence against women: key statistics. Available at:
https://anrows.org.au/publications/fast-facts-0/violence-against-women-key-statistics
4

ANROWS. (2016). A preventable burden: Measuring and addressing the prevalence and health impacts of
intimate partner violence in Australian women: Key findings and future directions. Available at:
https://anrows.org.au/publications/compass-0/preventable-burden-measuring-and-addressing-theprevalence-and-health-impacts
5

PricewaterhouseCoopers. (2015). A high price to pay: The economic case for preventing violence against
women. Melbourne: PwC. Retrieved from https://www.pwc.com.au/pdf/a-high-price-to-pay.pdf
6

Morrison, Z., Quadara, A., & Boyd, C. (2007). "Ripple effects" of sexual assault, ACSSA Issues No.7 June
2007, Australian Institute of Family Studies. Retrieved from, https://aifs.gov.au/publications/ripple-effectssexual-assault
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Objectives
•

We recognise the significant pressures, vulnerabilities and risks for workers who are
inadequately supported by employers or denied the opportunity to take leave to sort out
legal, counselling and other issues associated with the impacts of violence. 7 Family
violence can affect co-workers in various ways.

(Name of workplace) is committed to being a workplace and community leader in the prevention
of family violence.
This policy has been developed to create a supportive environment which will encourage both
victims and perpetrators of family violence to come forward for help and support.

Policy Purpose
We are committed to providing a safe workplace in which family violence is not tolerated. The
purpose of this policy is to:
• Raise awareness among our employees of family violence and the impact it has on
individuals in and our workplaces;
• Work in partnership with Family Violence Support Services to provide proactive and
comprehensive training programs;
• Guide responses to employees affected by family violence;
• Provide an overview of guidelines for Managers and staff, when providing assistance to
employees experiencing family violence (recognition is made that staff at all levels
including managers can experience family violence).
• Create a working environment which promotes gender equity and models non-violent and
respectful relationships between women and men;
• Create a supportive environment which will encourage victims of family violence to seek
help and support.
• Ensure our Employee Assistance Program has a support worker available who specialises in
working with family violence cases
• Reinforce our obligations to provide, as far as practicable, a working environment that is
safe and without risks to health.
• Provide consistency with the principles contained within our Values and Code of Conduct
for Employees.

____________________________________________________________
7

Walden, I. & McFerran, L. (2014). Report on a scoping study into the effects of sexual violence on
employees and the workplace, Safe at Home, Safe at Work project, Gendered Violence Research
Network, UNSW Australia. Retrieved from
https://www.arts.unsw.edu.au/media/FASSFile/Report_on_a_scoping_study_into_the_effects_of
_sexual_violence_on_employees_and_the_workplace.pdf
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Related documents
•
•
•
•
•
•
•
•

Occupational Health and Safety Act 2004
Equal Opportunity Act 2010
Human Rights and Equal Opportunity Commission Act 1996
Family Violence Protection Act 2008
Victorian Charter of Human Rights and Responsibilities Act 2006
Children Youth and Family Act 2005
Child Wellbeing and Safety Act 2005
Code of Conduct for Employees

Procedures
What to do if an employee is experiencing family violence:
For a list of family violence services, including immediate emergency support, please see
Addendum 3.
If an employee is experiencing family violence, they are encouraged to raise the issue
confidentially with their Manager or the Human Resources Manager, or ask a trusted colleague to
seek advice on their behalf. We acknowledge that all levels of staff, including senior level staff,
can experience family violence.
Employees experiencing family violence should be aware that that colleagues or managers can
accompany employees or advocate on their behalf for workplace support.
Our Human Resources Manager and other managers are trained in what to do next and with the
employee’s permission will confidentially arrange for appropriate support. Employees
experiencing family violence are encouraged to develop a Safety Plan with a family violence
service- see Addendum 3 for a list of service providers. A safety plan is defined in Addendum 2.
When developing the Safety Plan, the parties should consider what changes, if any, could be made
in the workplace to make the victim safer. Alternatively, employees can contact relevant family
violence support services independently of the workplace (Addendum 3). No personal
information will be kept on the employee’s written file without their written consent.

Training, Education and Support
(Name of Workplace) will make all reasonable efforts to provide a safe work environment for the
employee who is a victim of family violence.
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Family Violence Help Cards and Posters, which provide details of support services for victims and
perpetrators of family violence, are available in highly visible locations in the workplace, such as
toilets and kitchen areas.
We will provide links to this policy and Family Violence Help Cards in employee induction
programs.
(Name of Workplace) is committed to providing overview training for Managers and other
relevant staff on actions to take when an employee discloses family violence. It is the
responsibility of Managers to participate in family violence training. Training will also be provided
to staff generally on the impact of family violence on health and wellbeing and the workplace.
Additional training will be provided to groups based on identified needs.
Managers, Contact Officers and other relevant staff will provide information on appropriate family
violence support services for employees who disclose.

Employee Payroll Requests
(Name of Workplace) will ensure that any employee requests for changes to their electronic
payroll transfers are processed in a timely manner. Examples of payroll requests may include
changes in bank account details.

Performance Issues Related to Victims of Family Violence
(Name of Workplace) is aware that affected employees may experience performance issues such
as absenteeism or have difficulty concentrating at work as a result of family violence. No adverse
action will be taken against any employee if their attendance or performance at work suffers as a
result of experiencing family violence. Every endeavour will be made to support employees in this
situation, which may include seeking independent medical advice.

Employees Who Commit Acts or Threats of Family Violence
Any employee who threatens, harasses or abuses a family or household member at, or from, the
workplace will be subject to disciplinary action in accordance with our Procedures. This includes
employees who use workplace resources such as phones, fax machines, e-mail, mail or other
means to threaten, harass or abuse a family or household member.
Some job positions may give an employee access to certain types of information or resources. If
that employee uses this access to perpetrate harm to a family or household member or knowingly
enable a perpetrator to harm a victim, that employee will also be subject to our Disciplinary
Procedures.
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Leave Options for Employees Who Are Victims of Family Violence
(Name of Workplace) has adopted a Family Violence provision in our Enterprise Agreement which
outlines a Statement of Support and Individual Support including the provision of special leave and
other assistance. (Name of Workplace) will make all reasonable efforts to help victims who need
time to arrange medical and legal assistance, Intervention or Restraining Orders, attend court,
counselling, modification of start/finish times, relocation, or other options or safety arrangements
as identified. This will include support for victims who are attending to the needs of children or
family members affected by violence. These arrangements will be negotiated between the
employee and appropriate Manager in confidence and in accordance with the Family Violence
provisions as follows:

Enterprise Agreement - Family violence clause:
Statement of support
5.11 Family Violence
5.11.1 General Principle
The employer recognises that employees sometimes face situations of violence or abuse in
their personal life that may affect their attendance or performance at work. Therefore, the
employer is committed to providing support to staff that experience family violence.

5.11.2 Definition of Family Violence
The employer accepts the definition of Family Violence as stipulated in the Family Violence
Protection Act 2008 (Vic). The definition of family violence includes physical, sexual, financial,
verbal or emotional abuse by a family member.

5.11.3 General Measures
(a) Proof of family violence may be required and can be in the form of an agreed document
issued by a Police Service, a Court, a registered Medical Practitioner or Clinical Psychologist.
The employer may accept a Statutory Declaration in circumstances where it is considered
appropriate.
(b) All personal information concerning family violence will be kept confidential in line with
the employer’s Policy and relevant legislation. No personal information will be kept on an
employee’s personnel file without their express written permission.
(c) No adverse action will be taken against an employee if their attendance or performance at
work suffers as a direct result of experiencing family violence.
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(d) The employer will identify a contact in Human Resources who will be cognisant of family
violence and privacy management issues. The employer will advertise the name of the contact
within the workplace.
(e) An employee experiencing family violence may raise the issue with their Manager or the
Human Resources contact. The Manager may seek advice from Human Resources if the
employee chooses not to see the Human Resources contact.
(f) Where requested by an employee, the Human Resources contact will liaise with the
employee’s Manager on the employee’s behalf, and will make a recommendation on the most
appropriate form of support to provide in accordance with clauses 5.10.4 and 5.10.5 below.
(g) The employer may develop guidelines to supplement this clause which details the
appropriate action to be taken in the event that an employee reports family violence.

5.11.4 Leave
(a) An employee experiencing family violence will have access to up to 20 days per year of paid
special leave for medical appointments, legal proceedings and other agreed matters arising
from family violence. This leave will be in addition to existing leave entitlements and may
be taken as consecutive or single days or as a fraction of a day. It is recognised that on
occasions such leave may be sought retrospectively and in such circumstances the
employee will contact the employer at the earliest opportunity concerning such leave.
(b) An employee who supports a person experiencing family violence may apply to take carer’s
leave to accompany them to court, to hospital, or to mind children where circumstances
require such additional support be provided.

5.11.5 Individual Support
(a) In order to provide support to an employee experiencing family violence and to provide a
safe work environment to all employees, the employer will approve any reasonable request
from an employee experiencing family violence for:
(i) changes to their span of hours or pattern of hours and/or shift patterns;
(ii) job redesign or changes to duties;
(iii) relocation to suitable employment within the workplace;
(iv) a change to their telephone number or email address to avoid harassing
contact;
(v) any other appropriate measure including those available under existing
provisions for family friendly and flexible work arrangements.
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(b) An employee experiencing family violence will be assisted in gaining access to an Employee
Assistance Program (EAP) provider or such other like specialist practitioner/professional
experienced in assisting persons who are the subject of family violence.
An employee that discloses to the employer that they are experiencing family violence will be
given a resource pack of information regarding support services.

Guidelines for Providing Assistance to Victims: Managers and other staff
Family violence should always be discussed in a safe and private place. It is vital that the
victim is listened to and has complete control of the situation and next steps. Maintain the
confidentiality of family violence incidents and any other disclosures to the extent permitted
by law. Disclosing experiences of violence can be exceptionally difficult for individuals and it
is important that disclosures are believed and victim behaviors not questioned or linked as a
trigger for violence (i.e. do not victim blame). The person responsible for violence is the
person using the violence, not the victim. See Addendum 4 for tips on responding to
disclosure of violence.
Express that Safety plans (see Addendum 2 for ‘What is a Safety plan?’) can be developed
confidentially in consultation with specialist agencies should the victim wish (see Addendum
3 for a list of service providers). Specialist Family Violence Support Services can also provide
advice to people responding to disclosures where required (add details of local family
violence service).
Managers will:
•
•

•
•
•

•

Provide employees with access to Family Violence Support Services to assist the
employee and offer to engage a specialist service provider to create a safety plan,
Encourage employees to access the Employee Assistance Program by contacting (Insert
name of nominated person on ……..). Please note that mobile phone numbers are
identifiable on phone bills.
Grant reasonable leave and adjust work schedules or location of assignment for
employees who are victims of family violence.
Make information on support services available so that employees can obtain it without
having to request it.
Be aware that employees experiencing violence may wish to invite a friend, colleague or
support to accompany them to disclose experiences of violence. This person may act as
a workplace advocate to help support their requests for workplace support.
Ensure that no personal information will be kept on the employee’s written file without
their written consent. Human Resources will keep de-identified data on the number of
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employees accessing this policy and the number of leave days accessed to measure the
effectiveness and reach of the policy.
• Ensure employees are aware of other potential support options:
o
Changes in phone number, email addresses, and changes in bank accounts for
payments
Managers and supervisors are strongly encouraged to take a leadership role on this issue
and provide a supportive culture within their team and/or department to raise awareness of
the prevalence and underlying causes of family violence and raise staff awareness of this
policy.

Guidelines for Providing Assistance to Perpetrators: Managers and Staff
Family violence issues should always be discussed in a safe and private place. Maintain the
confidentially of family violence incidents and any other disclosures to the extent permitted by the
law. Specialist Family Violence Support Services can provide advice where required.
Managers will:
•
•
•

Provide employees with access to Family Violence Support Services to assist the employeeMen’s Referral Service: 1800 065 973
Encourage employees to access the Employee Assistance Program (EAP), and
Make information on support services available so that employees can obtain it without
having to request it.
More information on responding to perpetrators can be found on the Workplace
Equality and Respect Resource Hub:

•

Practice guidance: Workplace responses to staff who perpetrate violence against women

Guidelines for Managers and Employees when Developing a Safety Plan
For Managers
If Managers become aware that an employee is experiencing family violence, they have a
responsibility to offer support and ask if the employee would like to develop a Safety Plan. See
Addendum 2 for further details relating to a safety plan.
A Safety Plan should be developed in consultation with the victim and a specialist Family Violence
Service. See Addendum 3 for family violence support services.
When developing the Safety Plan, the parties should consider what changes, if any, could be made
in the workplace to make the employee safer. Consideration must also be given to the potential
risk of physical harm to other employees and/or customers and, where necessary, it is essential to
take reasonable measures to provide protection for them as well. The employee should be
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provided with the opportunity to identify if their circumstances or risk changes over time and
amend their Safety Plan as required.

For Employees
If an employee is experiencing family violence, they are encouraged to raise the issue
confidentially with their Manager, the Executive Manager Human Resources, or ask a trusted
colleague to seek advice on their behalf.
Managers and the Executive Manager Human Resources are trained in what to do next and with
the employee’s permission will confidentially arrange for appropriate support. Employees
experiencing family violence are encouraged to develop a Safety Plan with a family violence
service (Addendum 3). Alternatively employees can contact relevant family violence support
services (Addendum 1) independently of the workplace.

Addendum 1: Definitions
Terms used in this policy are defined as follows:
Family Violence:
“Domestic and family violence is the repeated use of violent, threatening, coercive or
controlling behaviour by an individual against a family member or someone with whom they
have, or have had, an intimate relationship. Domestic and family violence can include
behaviours such as regularly putting someone down using verbal abuse, making threats,
using physical violence, damaging property, and controlling or keeping tabs on who
someone sees, what they do and where they go.
People who use domestic and family violence assume they have the right to be in charge and
dominate people close to them. Their behaviour causes people to feel fear for their own
safety and sometimes for the safety of other family members or pets. Family violence
happens to women (and, less often, men) from all cultures and walks of life. Most often it
involves men abusing their female partners, girlfriends or wives. But abuse can also happen
in gay and lesbian relationships, between parents and older children, and between siblings,
or any other family members. People with disabilities can be abused by carers whether they
are family members or not.
In Aboriginal and some other communities the definition of family may include kinship
groups and other community members”.
The Lookout, Developed by the Domestic Violence Resource Centre Victoria and Domestic
Violence Victoria, http://www.thelookout.org.au/about/about-family-violence accessed
April 2014.
Family Violence is a crime under the Victorian Government’s Family Violence Protection Act
2008. Family Violence is defined as:
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a.

behaviour by a person toward a family member of that person which:
•
is physically of sexually abusive; or
•
is economically or psychologically abusive; or
•
is threatening; or
•
is coercive; or
•
in any other way controls or dominates the family member and causes that family
member to feel fear for the safety or wellbeing of that family member or another
person; OR
b.
behaviour by a person that causes a child to hear or witness, or otherwise be exposed to
the effects of, behaviour referred to in paragraph (a).
Family violence can affect anyone in the community – regardless of gender, age, location, socioeconomic and health status, culture, sexual identity, ability, ethnicity or religion. While it can be
perpetrated by any member of a family against another, it is more likely to be perpetrated by men
against women and children.
Sexual Violence:
“Sexual assault is any unwanted sexual behaviour to which a person does not consent. It typically
makes a person feel uncomfortable, frightened or threatened and can cause serious physical
injury.
The use of emotional or physical violence to force another person to engage in sexual activity also
constitutes sexual assault. Sexual assault can take various forms, some of which are criminal
offences:
• Touching, fondling, kissing
• Being made to look at, or pose for, pornographic photos
• Voyeurism
• Exhibitionism
• Sexual harassment
• Verbal harassment/innuendo
• Rape
• Incest/intrafamilial child sexual assault
• Stalking.7
_______________________________________________________________________________
7

The Lookout, Developed by the Domestic Violence Resource Centre Victoria and Domestic Violence
Victoria, http://www.thelookout.org.au/about/about-family-violence accessed April 2014.

Victim:
The person against whom a perpetrator directs their coercive and violent acts. Such people
can sometimes be referred to as ‘survivors’ or ‘victim survivors’.
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Perpetrator:
A person who carries out a pattern of coercive tactics against a partner, spouse or family
member (the victim) and may involve elder abuse or abuse by an adolescent family member.
Family Violence Support Service:
An agency or a staff member of an agency that helps victims or perpetrators of domestic
violence. Services include employment assistance providers, residential programs (refuge)
and rehabilitation services (see Addendum 3 for a list of Victorian family violence support
services).

Addendum 2: What is a Safety plan?
A safety plan is a guide for staying safe from violence.
Planning for your safety is a process of looking at your situation and assessing what you might
need to help you feel and be safer. Your safety plan must be relevant to your needs and be
adapted if your situation changes. It needs to incorporate an escape plan as well as practical
strategies to improve your home and personal security. Safety planning is not about focussing on
living in fear; it is about proactive steps to improve your safety. If you have children, the plan is
about keeping them safe also. It’s about taking safety strategies for different environments such
as home, social, work and vehicle safety.
Extract from ‘Safety plan’ brochure, from Scope Regional Service, Queensland
www.scopedv.org/http://www.scopedv.org/documents/SafetyPlan.pdf
Considerations in a safety plan
Those who are experiencing violence best know their situation and should lead decisions about
how to keep safe. Employee should be provided with the opportunity to identify if their
circumstances or risk changes over time and amend their Safety Plan as required.
For information about what to consider in a safety plan, please click here:
http://www.thelookout.org.au/fact-sheet-3-planning-for-safety
A safety plan might include the following:
•

•
•

Consider obtaining an Intervention Order or Restraining Order that includes the workplace,
and keep a copy on hand at all times. The employee might consider providing a copy of the
Order to their Manager and the Manager Human Resources
Consider requesting a change to and/or unpredictable rotations of work schedule, work site, or
work assignment if such a change could enhance safety at work
If an absence from work is required, be clear about the plan to return to work. While absent,
the employee should maintain contact with their Manager where possible
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•
•
•
•

Review the safety of their parking/transport arrangements
Where possible enter and leave the work place accompanied by another person
Carry a mobile phone at all times and keep their Manager advised of your movements
Consider having their telephone calls screened at work, and/or changing their work telephone
number and email address.

Addendum 3: Family Violence Support Services [update for relevant state,
territory and locality]
If you are in immediate danger always call 000
•

•

•
•

Police
Emergency response (24 hours)
000
Women’s Domestic Violence Crisis Service of Victoria
24 hour emergency help
1800 015 188 / 9322 3555
1800RESPECT
Enter details of local services here

Support Services:
Help Cards for men and women experiencing violence:
Workplace Services:
Employee Assistance Program (EAP):
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Appendix 3 | Sample family violence policy
DAREBIN CITY COUNCIL ENTERPRISE AGREEMENT 2013-2017
APPENDIX 2. – SPECIFIC CONDITIONS
Family Violence
Introduction
Council acknowledges that violence in the workplace and in the community, in all its forms,
is unacceptable and will not be tolerated. As an organisation, Council has a powerful role in
influencing behaviours and attitudes within the workplace, and can positively contribute to
creating a violence-free community by modeling non-violent, equitable and respectful
gender relations.
Council is strongly committed to this role and has developed this Family Violence Appendix
to recognise and address the impact of family violence and, specifically, violence against
women.
Family violence is best described as the repeated use of violence, threatening, coercive or
controlling behaviour by an individual against a family member/s or with someone with
whom they have had an intimate relationship. Violence at home can include physical
assaults, power and control tactics used together with one another including direct or
indirect threats, sexual assault, emotional and psychological torment, control of money,
property damage, social isolation and behaviour which causes a person to live in fear.
Violence is a significant risk to women’s health and wellbeing. Women who have been
exposed to violence have a greater risk of developing stress, anxiety, depression, pain
syndromes, phobias and medical symptoms.
Family violence damages the health and wellbeing of children. Infants exposed to significant
trauma may be less able to form healthy attachments and can have significant emotional,
physical and developmental issues.
This appendix supports Council’s obligations under the Occupational Health and Safety Act
2004 to provide, as far as practicable, a working environment that is safe and without risks
to health.
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Family violence can result in increased use of sick leave, workplace violence and stress,
decreased productivity and high employee turnover.
Family violence also affects co-workers in various ways, including:
•

backfilling absent or non-productive workers,

•

resentment towards victims needing time off – and the subsequent impacts on
workloads,

•

trying to protect victims from unwanted phone calls/visits,

•

not knowing how to intervene - therefore feeling helpless and distracted from their
own work, and

•

fearing for their own safety.

Purpose
Council is committed to providing a workplace in which family violence is not tolerated or
excused. The purpose of this appendix is to:
•

raise awareness amongst our employees of family violence and the impacts it has on
women and our workplaces;

•

guide responses to employees whose work - life is affected by family violence;

•

create a working environment which promotes gender equity and models nonviolent
and respectful relationships; and

•

create a supportive environment which will encourage victims of family violence to
seek help and support.

Definitions
Terms used in this appendix are defined as follows:
Family Violence:
a.

b.

behaviour by a person toward a family member of that person which:
•

is physically or sexually abusive; or

•

is economically or psychologically abusive; or

•

is threatening; or

•

is coercive; or

•

in any other way controls or dominates the family member and causes that
family member to feel fear for the safety or wellbeing of that family member or
another person; OR

behaviour by a person that causes a child to hear or witness, or otherwise be exposed
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to the effects of, behaviour referred to in paragraph (a).
Family violence can affect anyone in the community – regardless of gender, age,
location, socio-economic and health status, culture, sexual identity, ability, ethnicity
or religion.
While it can be perpetrated by any member of a family against another, it is more
likely to be perpetrated by men against women and children.
Victim:
The person against whom a perpetrator directs their coercive and violent acts.
Perpetrator:
A person who carries out a pattern of coercive tactics against an intimate partner, spouse
or family member (the victim).
Family Violence Support Service:
An agency or an employee member of an agency that helps victims or perpetrators of
domestic violence. Services include employment assistance providers, residential programs
(refuge) and rehabilitation services (see Appendix 1 for a list of Victorian family violence
support services).

Procedures
A.

Education and Support for Employees Who Are Victims of Family Violence
Council recognises that employees may face situations of violence or abuse in their
personal life that may affect their attendance or performance at work. Therefore
Council is committed to providing support to employees that experience family
violence.
Council will:
1.

Make reasonable efforts to provide a safe work environment for the employee
who is a victim of family violence.

2.

Make available the Family Violence Help Cards, which provide a list of supports
for victims and perpetrators of family violence. The Help Cards and related
posters will be placed in highly visible locations in the workplace, such as toilets
and kitchen areas.

3.

Provide copies of this appendix and Family Violence Help Cards in employee
induction kits.

4.

Develop an eLearning module which will be available to all employees.
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5.

Identify family violence support officer/s from the People and Development and
Corporate Risk Management Units, who will be trained in family violence and
privacy issues. Management will advertise the name/s of the family violence
support officer/s within the Council.

6.

Arrange for capacity building of appropriate officers (including managers,
coordinators and team leaders) regarding family violence and the impacts it has
on employees and our workplace. Managers will be encouraged to refer
employees to a family violence support officer or appropriate family violence
support services where appropriate.

B. Leave Options for Employees Who Are Victims of Family Violence

Council will, as far as is practicable, support employees who are victims of family
violence who require time to arrange medical and legal assistance, intervention or
restraining orders, attend court, counselling, relocation, or to make other safety
arrangements. This will include support for employees who are victims of family
violence attending to the needs of children or other immediate family members
affected by violence.
As agreed between the employee, the appropriate manager and the Senior Coordinator
People and Development (or his/her delegated representative) Council support may
include access to trauma leave, statutory entitlements, leave without pay, modification
of start/finish times or other options determined to be appropriate.
C. Employee Payroll

Council will ensure that employee requests for changes to their electronic payroll
transfers are processed in a timely manner.
D. Performance Issues Related to Being a Victim of Family Violence

Management is aware that employees may experience performance issues such as
absenteeism or have difficulty concentrating at work as a result of family violence.
Affected employees may present as traumatized, highly anxious, stressed or fearful.
They may also exhibit startle reactions, hyper vigilance, fatigue, and physical and
personality changes.
In situations where an employee’s performance or conduct is below their normal
standard and management has observed changes (as mentioned above) or is
aware/made aware that issues resulting from family violence are contributing factors
to the change in performance or conduct, Council will work with the employee in an
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encouraging and supportive manner to develop and implement actions that will assist
in the improvement of the employee’s performance and conduct.
To this end, Council will ensure that the employee is aware of the support mechanisms
available and will encourage the employee to utilise the supports and work with Council
to develop and implement an appropriate and supportive Workplace Safety Plan
(‘Plan’). (Refer Section 8)
Where the employee chooses not to work with Council and the employee’s
performance and conduct is and/or remains below standard Council may, if considered
appropriate after taking into account all the circumstances, implement a performance
management process. The process could include actions considered appropriate in the
Plan e.g. change in work assignment, responsibility etc.
E.

Employees Who Commit Acts or Threats of Family Violence
Any employee who threatens, harasses or abuses a family or household member at, or
from, the workplace could be subject to disciplinary action. This includes employees
who use workplace resources including, phones, fax machines, e-mail, mail or other
means including social media to threaten, harass or abuse any person.
Some job positions may give an employee access to certain types of information or
resources. If they use this access to knowingly enable a perpetrator to harm, harass,
threaten or abuse a victim, they may also be subject to disciplinary action.

F.

Evidence of Family Violence
For the purposes of determining support and assistance, including the conditions in the
Plan, access to trauma and other leave arrangements, changes
in
working
arrangements and conditions of employment, management may require an
employee to furnish evidence of family violence.
The employee is not expected to divulge sensitive or confidential matters, but rather
provide the Manager with reasonable information having regard to the circumstances,
that can be used to assess the level of support and assistance required.
The information could be in the form of an agreed document issued by the police, a
court, a doctor, district nurse, maternal & child health nurse, a family violence support
service, a lawyer or through direct discussion between the employee and management.

G. Trauma Leave
1.

Trauma Leave is available to support employees who are victims of family violence
and who require time away from work to deal with matters arising from such
violence.
Time away from work may be required to:
•

arrange medical treatment;
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•
•
•
•
•
•
•

2.

arrange legal assistance,
organise intervention or restraining orders,
attend court,
organise and attend counseling,
relocate,
make other safety arrangements,
provide support for employees who are victims of family violence who are
attending to the needs of children or other immediate family members affected
by violence.

To access trauma leave an employee is required to discuss the circumstances with
a family violence support officer or their Manager who shall discuss the request
with the Manager People and Development (or his/her delegated representative)
The employee is not expected to divulge sensitive or confidential matters, but is
required to provide the violence support officer or Manager with reasonable
information having regard to the circumstances.
Trauma leave arrangements, including the review of the arrangements, shall be
documented in the employee’s Plan.

3.

Where there is an urgent need to have time away from work, and there is no Plan
in place and/or management have not had an opportunity to consider the
employee’s circumstances, the employee can access statutory entitlements or take
leave without pay.
Following consideration of the circumstances, including the need for or
development of a Plan, Council may reimburse the employees statutory
entitlements and make up pay for leave without pay up to the maximum amount
available for trauma leave.

4.

Employees who are victims of family violence and require time away from work
can, subject to the provisions of this appendix access up to 20 days per year (non
accumulative) paid special leave referred to as trauma leave.

5.

The daily paid leave in accordance with sub-clause (4) shall be defined as the same
payment that an employee would have received had they continued at work.

Guidelines for Developing a Workplace Safety Plan for Managers and
Employees
Employees who are victims of family violence are likely to exhibit personality and/or
physical changes. Managers who observe changes, or are made aware that an employee
maybe experiencing family violence have a responsibility to confidentially raise the matter
with the employee. The employee is to be advised of and provided with information on the
external support services available to them and encouraged to use such services.
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Additionally, the employee should be advised of and provided the names of Council’s family
violence support officer/s that are available to provide direct support to the employee.
To ensure every effort is made to provide a safe work environment and to mitigate the
impact family violence has on an employee’s work-life, the manager should encourage the
employee to participate in the development of a Plan. The Plan should be developed in
consultation with the employee and his/her manager, a family violence support officer, a
specialist Family Violence Service, such as Berry Street Northern Family and Domestic
Violence Service and the Manager Corporate Risk Management.
When developing the Plan, the parties should consider what changes, if any, could be made
in the workplace to make the employee safer. Consideration must also be given to the
potential risk of physical harm to other employees and/or customers and, where necessary,
it is essential to take reasonable measures to provide protection for them as well.
The Plan may include:
•

Obtaining an Intervention or Restraining Order that includes the workplace, and keep
a copy on hand at all times. The employee should consider providing a copy of the
Order to their Manager the Manager Corporate Risk Management, and/or People and
Development.

•

Considering a change in work schedule, including span or pattern of hours or shift
patterns, work site, or work assignment if such a change could enhance safety at work.

•

Absence from work for a limited period of time if deemed appropriate together with
a clear arrangement for the return to work. While absent, the employee should
maintain contact with Corporate Risk and People and Development.

•

Review the safety of parking/transport arrangements.

•

Where possible enter and leave work place accompanied by another person.

•

Carrying a mobile phone at all times and keeping the Manager advised of the
employees movements.

•

Considering having telephone calls screened at work, and/or changing work
telephone numbers and email address.

Management will continue to provide direct support to the employee while at work and will
monitor the employee’s demeanor whilst issues resulting from family violence continue to
affect the employee. The Plan actions and timelines will be reviewed as necessary to ensure
the best interests of the employee and the operational needs of the Council are (as far as
practicable) met.
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Additional Information for Direct Managers Providing Assistance to Victims:
Direct Managers:
•

•
•

•
•
•
•

Who observe changes in an employee, or are made aware that an employee maybe
experiencing family violence, must (confidentially) immediately advise the Manager
People and Development and Manager Corporate Risk.
Shall always discuss Family Violence issues in a safe and private place.
Shall at all times maintain the confidentiality of family violence incidents and any
other disclosures to the extent permitted by law. If advised of harm experienced by
children, there may be a requirement to advise the Department of Human Services.
Advice should be sought from the Director Community Development prior to any
notification being made. Alternatively, specialist Family Violence Support Services
can provide advice where required.
No information shall be kept on the employee’s personal file without the
employee’s written consent.
Shall participate in family violence awareness training,
Shall encourage workplace education on family violence, and
Shall make information on support services available so that employees can obtain
it without having to request it.
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Appendix 4 | Sample family violence workplace posters
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