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NHS ROTHERHAM CLINICAL COMMISSIONING GROUP (NHSR CCG) 
DOMESTIC ABUSE POLICY 

1. PRINCIPLES AND COMMITMENT 

It is NHSR CCG’s policy that every employee who is experiencing or has experienced 
domestic abuse has the right to raise the issue with their employer in the knowledge that we 
will treat the matter effectively, sympathetically and confidentially. This policy also covers the 
approach we will take where there are concerns that an employee may be the perpetrator of 
domestic abuse. 

We are committed to developing a workplace culture that recognises that some employees 
will be experiencing domestic abuse and that the workplace should be a place of safety and 
one that recognises that perpetrators of domestic abuse are responsible for their behaviour 
and for addressing this. 

Through this domestic abuse policy and working to reduce the risks related to domestic 
abuse, we aim to create a safer workplace and send out a strong message that domestic 
abuse is unacceptable. 

NHSR CCG recognises that domestic abuse is an equalities issue and undertakes to not 
discriminate against anyone who has been subjected to domestic abuse both in terms of 
current employment or future development. 

This policy is part of NHSR CCG’s commitment to family friendly working, and seeks to 
benefit the welfare of individual members of staff; retain valued employees; improve morale 
and performance and enhance the reputation of NHSR CCG as an employer of choice. 

Under the Health and Safety at Work Act (1974), the Management of Health and Safety at 
Work Regulations (1992), Reporting of Injuries, Diseases and Dangerous Occurrences 
Regulations (1995) and the Health and Safety (Consultation with Employees) Regulations 
(1996), NHSR CCG recognises its legal responsibilities in promoting the welfare and safety 
of all staff. Therefore this policy applies to staff across all sites as well as agency and 
contract staff (and elected members). 

2. DEFINITION OF DOMESTIC ABUSE 

Domestic violence and abuse is best described  as the use of physical and/or emotional abuse 
or violence, including undermining of self  confidence, sexual violence or the threat of violence, 
by any person, who is or has been in a close relationship with the victims/survivors, including 
abuse of parents or adult children. This policy is therefore applicable whatever the nature of the 
intimate relationship. 

The government definition is: 

“Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence 
or abuse between those aged 16 or over who are or have been intimate partners or family 
members regardless of gender or sexuality”. 

This can encompass but is not limited to the following types of abuse: 

 psychological 

 physical 

 sexual 

 financial 

 emotional. 

Controlling behaviour is a range of acts designed  to make a person subordinate and/or 
dependent by isolating them from sources of support, exploiting their resources and capacities 
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for personal gain, depriving them of the means needed for independence, resistance and 
escape and regulating their everyday behaviour. 

Coercive behaviour is an act or a pattern of acts of assault, threats, humiliation and intimidation  
or other abuse that is used to harm, punish, or frighten their victim. 

This definition includes stalking and so called ‘honour’ based violence, female genital 
mutilation (FGM) and forced marriage. 

Domestic abuse and other forms of violence against women are most commonly perpetrated by 
men against women. However NHSR CCG recognises that controlling and abusive behaviour 
can also occur in same sex relationships and can be perpetrated by women against men. 

All forms of domestic abuse come from the abuser’s desire for power and control over other 
family members or intimate partners. 

Domestic abuse occurs in all social classes, cultures, and age groups whatever the sexual 
orientation, gender identity, mental or physical ability. 

Once it has started it often becomes more frequent and more violent. 

It can severely affect children emotionally and physically. 

Victims/survivors are sometimes beaten or harassed by members of their immediate or 
extended family. 

Domestic abuse is gendered – the majority of perpetrators are men and between 80-95% of 
those who experience it are women, although it does also occur against men in mixed or 
same sex relationships. 

Domestic abuse is not a ‘one off’ occurrence but is frequent and persistent, aimed at instilling 
fear into, and compliance from, the victims/survivors. On average a victim/survivor of 
domestic abuse is assaulted 35 times before they report the matter to the police. 

3. IDENTIFICATION OF THE PROBLEM AT WORK 

While it is for the individual themselves to recognise they are a victim/survivor of domestic 
abuse, there are signs which may indicate an employee may be a victim/survivor.   Further 
examples can be found at APPENDIX 4a 
SIGNS OF DOMESTIC ABUSE FOR EMPLOYERS but may include the following: 

 the member of staff may confide in their colleagues/manager 

 staff may inform their manager that a colleague is suffering from domestic abuse 

 there may be obvious effects of physical abuse (it is important not to make assumptions) 

 it may come to light as a result of enquiries into a drop in performance or a significant 
change in behaviour 

 it may reveal itself as the background to poor attendance or present – where victims/ 
survivors prefer to be at work rather than at home. 

It is essential to understand that any of the above may arise from a range of circumstances of 
which domestic abuse may be one. Line managers should address the issue positively and 
sympathetically ensuring that the employee is aware that support and assistance can be 
provided. 

NHSR CCG respects employees’ right to privacy. Whilst NHSR CCG strongly encourages 
victims/survivors of domestic abuse to disclose domestic abuse for the safety of themselves 
and all those in the workplace, it does not force them to share this information if they do not 
want to. 
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4. CONFIDENTIALITY AND RIGHT TO PRIVACY 

Employees who disclose experiencing abuse can be assured that the information they provide 
is confidential and will not be shared with other members of staff without their permission. 

Where domestic abuse in a same sex relationship is disclosed, due regard will be paid to the 
double disclosure of confidential information if the individual recipient of abuse is not out at 
work. 

There are, however, some circumstances in which confidentiality cannot be assured. These 
occur when there are concerns about children or vulnerable adults or where the employer 
needs to act to protect the safety of employees. 

In circumstances where NHSR CCG has to breach confidentiality, it will seek specialist advice 
before doing so. If it decides to proceed in breaching confidentiality after having taken advice, it 
will discuss with the employee why it is doing so and it will seek the employee’s agreement 
where possible. 

As far as possible, information will only be shared on a need-to-know basis. 

All records concerning domestic abuse will be kept strictly confidential. No local records will be 
kept of absences related to domestic abuse and there will be no adverse impact on the 
employment records of victims/survivors of domestic abuse. 

Improper disclosure of information i.e. breaches of confidentiality by any member of staff will be 
taken seriously and may be subject to disciplinary action. 

5. DISCLOSURE OF ABUSE 

Staff experiencing domestic abuse may choose to disclose, report to or seek support from a 
colleague, line manager, healthy workforce representative or union.  These will not give 
counselling to victims/survivors, but offer information, workplace support, and signpost to other 
organisations. 

NHSR CCG will respond sympathetically, confidentially and effectively to any member of staff 
who discloses that they are suffering from domestic abuse. 

A member of human resources will provide guidance on this policy for line managers who are 
approached by staff who are being abused. 

6. ROLE OF COLLEAGUES 

NHSR CCG  encourages all employees to report if they suspect a colleague is experiencing or 
perpetrating abuse.  Employees should speak to their line manager about their concerns in 
confidence. In dealing with a disclosure from a colleague, NHSR CCG will ensure that the 
person with concerns is made aware of the existence of this policy. 

7. SUPPORT FOR INDIVIDUALS EXPERIENCING DOMESTIC ABUSE 

NHSR CCG recognises that developing a life free from abuse is a process not an event and 
NHSR CCG will provide ongoing support for employees who disclose abuse. 

NHSR CCG and UNISON representatives will work together co-operatively to help staff 
experiencing domestic abuse. 

NHSR CCG will respond sympathetically, confidentially and effectively to any member of staff 
who discloses that they are experiencing domestic abuse. 

Where domestic abuse has been reported, line managers will treat unplanned absences and 
temporary poor timekeeping sympathetically. 

Line managers may offer employees experiencing domestic abuse a broad range of support. 
This may include, but is not limited to:   
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 special paid leave for relevant appointments, including with support agencies, solicitors, 
to rearrange housing or childcare, and for court appointments  

 temporary or permanent changes to working times and patterns 

 changes to specific duties, for example to avoid potential contact with an abuser in a 
customer facing role 

 redeployment or relocation 

 measures to ensure a safe working environment, for example changing a telephone 
number to avoid harassing phone calls 

 using other existing policies, including flexible working 

 access to counselling/support services in paid time 

 an advance of pay 

 access to courses developed to support female survivors of domestic abuse, for 
example The Freedom Programme (www.freedomprogramme. co.uk) or assertiveness 
training. 

Line managers will respect the right of staff to make their own decision on the course of action 
at every stage and should avoid being judgemental. It must be recognised that the employee 
may need some time to decide what to do and may try many different options during this 
process. 

Other existing provisions (including occupational health, independent counselling services) 
will also be signposted to staff as a means of help. 

8. SAFETY PLANNING 

NHSR CCG will prioritise the safety of employees if they make it known that they are 
experiencing domestic abuse.  Line managers may have to consider incidents such as violent 
partners or ex-partners visiting the workplace, abusive phone calls, intimidation or harassment 
of an employee by the alleged perpetrator, and these will need to be addressed in any safety 
planning. 

When an employee discloses domestic abuse, NHSR CCG will encourage its employee to 

contact a specialist support agency.  See APPENDIX 6 
FLOWCHART for more information, but this may include:: 

 Immediate safety – could the victim and/or children be at risk if they return home? If yes 
contact local police on 999 or 101  

 Safety of the victim can be supported through domestic abuse support services – if they 
give consent make a referral or signpost to Rotherham Rise (details in APPENDIX 1 
Resources for employees experiencing domestic abuse: who will assess the level of 
risk by completing a DASH (Domestic Abuse, Stalking and Harassment and Honour 
Based Violence Risk Assessment). 

 If you believe a child has suffered or is at risk of suffering,  telephone a referral through 
to the Multi-Agency Safeguarding Hub (MASH) 01709 336080.  You can also 
telephone the Rotherham Early Help support on 01709 334905, or e-mail 
ehtriage@rotherham.gov.uk to enquire if known to Early Help. 

 If you believe that the victim presents with such vulnerabilities that they meet the criteria 
for Safeguarding adults – make a referral via Single Point of Access (SPA), by 
telephone 01709 822330 or the online form: RMBC Safeguarding Adults e-form 

 Encourage consent for information sharing – if consent given, share and exchange 
information with other professionals working with the victim and/or children 

mailto:ehtriage@rotherham.gov.uk
https://www.rotherham.gov.uk/forms/form/58/en/safeguarding_adults_eform
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NHSR CCG will work with the employee and a specialist agency (with the employee’s consent) 
to identify what actions can be taken to increase their personal safety as well as address any 
risks there may be to colleagues, taking into account the duty of care for all employees. 

9. ORGANISATIONAL PLANNING 

All employees will be made aware of this policy through a range of methods including induction, 
training, appraisal, leaflets and posters. 

NHSR CCG will support the union’s activities on raising awareness and tackling the issue of 
domestic abuse amongst their members. 

NHSR CCG will remind staff of the importance of not divulging personal details of other 
employees, such as addresses, telephone numbers or shift patterns. 

10. TRAINING 

NHSR CCG is committed to ensuring all line managers are aware of domestic abuse and its 
implications in the workplace. Information, briefings or awareness raising sessions will ensure 
that all managers are able to: 

 identify if an employee is experiencing difficulties because of domestic abuse 

 respond to disclosure in a sensitive and non- judgemental manner 

 provide initial support – be clear about available workplace support,  where applicable 
discuss how the organisation can contribute to safety planning but understand that they 
are not counsellors. 

 signpost to other organisations and sources of support 

11. PERPETRATORS OF DOMESTIC ABUSE 

Domestic abuse perpetrated by employees will not be condoned under any circumstances nor 
will it be treated as a purely private matter. NHSR CCG recognises that it has a role in 
encouraging and supporting employees to address violent and abusive behaviour of all kinds. 

If an employee approaches NHSR CCG about their abusive behaviour, NHSR CCG will provide 
information about the services and support available to them, and will encourage the perpetrator 
to seek support and help from an appropriate source.  See APPENDIX 5 
HELP FOR PERPETRATORS for further information. 

NHSR CCG will treat any allegation, disclosure or conviction of a domestic abuse related 
offence on a case-by-case basis with the aim of reducing risk and supporting change. 

There are four potential strands in the consideration of an allegation: 

 a police investigation of a possible criminal offence 

 disciplinary action by the employer 

 providing specialist, safety-focused counselling 

 identifying risk. 

An individual cautioned or convicted of a criminal offence may be subject to the organisation’s 
disciplinary policy and procedure.  NHSR CCG also reserves the right to consider the use of this 
policy should an employee’s activities outside of work (whether or not it leads to a criminal 
conviction), have an impact on their ability to perform the role for which they are employed 
and/or be considered to bring the organisation into disrepute.  In some circumstances it may be 
deemed inappropriate for the individual to continue in his/her current role(s). In these 
circumstances the possibility of redeployment into an alternative role may be considered. 
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NHSR CCG views the use of violence and abusive behaviour by an employee, wherever this 
occurs, as a breach of the organisation’s code of conduct for disciplinary purposes. 

There may also be circumstances where such behaviour by a regulated professional might 
indicate a potential risk to patients or service users or bring the profession into disrepute or 
breach a professional code of conduct. Where an employer is aware of such misconduct, they 
should report it to the appropriate regulator (eg GMC, NRMC ).  There may also be a 
mandatory obligation on the regulated professional to self-refer if they receive any police caution 
or conviction, and for the police to report such action if they are aware an individual is regulated 
(based on requirements for health and social care professionals regulated by the Health and 
Care Professions Council) 

NHSR CCG’s Disciplinary Policy is intended to inform all staff, irrespective of grade, of the 
standards of conduct expected of them.  It identifies a set of principles governing behaviour by 
which staff members are expected to abide. Staff members are expected at all times to present 
high standards of personal integrity and conduct that will not reflect adversely on the 
organisation and its reputation. 

NHSR CCG is committed to ensuring that: 

 allegations will be dealt with fairly and in a way that provides support for the person who is 
the subject of the allegation or disclosure 

 all employees will receive guidance and support 

 confidentiality will be maintained and information restricted only to those who have a 
need-to-know 

 investigations will be thorough and independent 

 all cases will be dealt with quickly avoiding unnecessary delays 

 all efforts will be made to resolve the matter within four to six weeks, although some cases 
will take longer because of their nature or complexity. 

NOTE: This procedure is intended to be safety focussed and supportive rather than punitive. 

The alleged perpetrator will be: 

 treated fairly and honestly 

 helped to understand the concerns expressed and processes involved 

 kept informed of the progress and outcome of any investigation and the implications for 
any disciplinary process 

 advised to contact their union or professional organisation. 

Any employee who is responsible for giving advice or support to those experiencing domestic 
abuse needs to be particularly aware of the potential consequences if they are found to be 
perpetrators. 

If a colleague is found to be assisting an abuser in perpetrating the abuse, for example, by 
giving them access to facilities such as telephones, email or fax machines then they will be 
seen as having committed a disciplinary offence. 

If it becomes evident that an employee has made a malicious allegation that another employee 
is perpetrating abuse then this will be treated as a serious disciplinary offence and action will be 
taken. 

12. IF THE VICTIM/SURVIVOR AND THE PERPETRATOR WORK IN THE SAME 
ORGANISATION 

In cases where both the victim/survivor and the perpetrator of domestic abuse work in the 
organisation, NHSR CCG will take appropriate action. 
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In addition to considering disciplinary action against the employee who is perpetrating the 
abuse, action may need to be taken to ensure that the victim/survivor and perpetrator do not 
come into contact in the workplace. 

Action may also need to be taken to minimise the potential for the perpetrator to use their 
position or work resources to find out details about the whereabouts of the victim/survivor. This 
may include a change of duties for one or both employees or withdrawing the perpetrator’s 
access to certain computer programmes or offices. 

However, it is also recognised that in certain circumstances, those experiencing and 
perpetrating domestic abuse in a relationship may choose to seek solutions jointly, and in such 
situations appropriate support should be given. 

13. MONITORING AND REVIEW 

This policy was established in 2019. It will be the responsibility of Human Resources in 
partnership with the trade union to review this policy and the procedures that accompany it 
every three years unless there are changes in legislation, best practice or other organisation 
policies impact on its effectiveness. 
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APPENDIX 1 
RESOURCES FOR EMPLOYEES EXPERIENCING DOMESTIC ABUSE: 

The Survivor’s Handbook is a comprehensive resource for people experiencing 
domestic violence. The handbook comprises short sections covering every aspect of 

seeking help and support, and includes information on how to help a friend who is 
experiencing domestic violence and safety planning. 

https://www.womensaid.org.uk/the-survivors-handbook/ 

National Domestic Violence Helpline, 
freephone 24 Hour service run in partnership 

between Women’s Aid and Refuge. 

Freephone: 0808 2000 247 

www.nationaldomesticviolencehelpline.org.uk 

www.womensaid.org.uk 

www.refuge.org.uk. 

ManKind: Confidential helpline for male 
victims of domestic abuse and domestic 

violence 

Tel: 01823 334244 (weekdays 10 – 4) 

www.mankind.org.uk/help-for-victims 

Rotherham Rise providing the best possible 
support to Women, Men, Children and 

Partners 

Tel:  0330 2020 571 

http://rotherhamrise.org.uk/ 

Men’s Advice Line offering help and 
support for male victims of domestic 

violence 

Tel:  0808 801 0327 

http://www.mensadviceline.org.uk/ 

Samaritans Whatever you're going through, 
you can call the Samaritans any time, from 

any phone for FREE 

National Tel:  116 123 

Local Tel:  01709 361717 

https://www.samaritans.org 

Employer Assistance Programme 
Free and confidential access to 

information, advice and support 24/7 

Freephone: 0800 1116387 

Bright Sky is a free to download mobile app providing support and information for 
anyone who may be in an abusive relationship or those concerned about someone they 

know. 

Bright Sky app: www.hestia.org/brightsky 

 

https://www.womensaid.org.uk/the-survivors-handbook/
http://www.nationaldomesticviolencehelpline.org.uk/
http://www.womensaid.org.uk/
http://www.refuge.org.uk/
http://www.mankind.org.uk/help-for-victims
http://rotherhamrise.org.uk.org.uk/women/
http://rotherhamrise.org.uk/men/
http://rotherhamrise.org.uk/children/
http://rotherhamrise.org.uk/how-we-can-help/relationships/
http://rotherhamrise.org.uk/
http://www.mensadviceline.org.uk/
https://www.samaritans.org/how-we-can-help/contact-samaritan/
http://www.hestia.org/brightsky
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APPENDIX 2 
AM I IN AN ABUSIVE RELATIONSHIP? 

Everyone has arguments, and everyone disagrees with their partners, family members and others 
close to them from time to time. And we all do things at times that we regret, and which cause 
unhappiness to those we care about. But if this begins to form a consistent pattern, then it is an 
indication of domestic violence and abuse. 

The answers to the following questions may help you: 

 YES NO 

Has your partner tried to keep you from seeing your friends or family?   

Has your partner prevented you or made it hard for you to continue or start studying, 
or from going to work? 

  

Does your partner constantly check up on you or follow you?   

Does your partner unjustly accuse you of flirting or of having affairs with others?   

Does your partner constantly belittle or humiliate you, or regularly criticise or insult 
you? 

  

Are you ever afraid of your partner?   

Have you ever changed your behaviour because you are afraid of what your partner 
might do or say to you? 

  

Has your partner ever destroyed any of your possessions deliberately?   

Has your partner ever hurt or threatened you or your children?   

Has your partner ever kept you short of money so you are unable to buy food and 
other necessary items for yourself and your children or made you take out loans? 

  

Has your partner ever forced you to do something that you really did not want to do?   

Has your partner ever tried to prevent you from taking necessary medication, or 
seeking medical help when you felt you needed it? 

  

Has your partner ever tried to control you by telling you that you could be deported 
because of your immigration status? 

  

Has your partner ever threatened to take your children away, or said they would refuse 
to let you take them with you, or even to see them, if you left them?  

  

Has your partner ever forced or harassed you to have sex with them or with other 
people? Have they made you participate in sexual activities that you were 
uncomfortable with?  

  

Has your partner ever tried to prevent you leaving the house?    

Does your partner blame their use of alcohol or drugs, mental health condition or 
family history for their behaviour?  

  

Does your partner control your use of alcohol or drugs (for example, by forcing your 
intake or by withholding substances)? 

  

If you answered yes to one or more of the above questions, this indicates that you may be 
experiencing domestic abuse. 

You may want support from services listed in APPENDIX 1 
Resources for employees experiencing domestic abuse:. 
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APPENDIX 3 
RESOURCES FOR EMPLOYERS: 

Department of Health / SafeLives 

Responding to colleagues experiencing domestic abuse: 
http://www.safelives.org.uk/sites/default/files/resources/DV%20Employer%27s%20guidance
%20FINAL%20Update%203%20-%20SafeLives%20rebranded.pdf 

Domestic violence resource manual for employers, developed in partnership by Refuge and 
Respect 

www.safeineastsussex.org.uk/content/files/file/Respect_Refuge_DV_Manual_A4_76pp.pdf 

EHRC / CIPD Managing and supporting employees experiencing domestic abuse 

www.cipd.co.uk/Images/managing-andsupporting-employees-experiencingdomestic-
abuse_2013_tcm18-10528.pdf 

EHRC – Domestic abuse: workplace policies and managing and supporting employees 

www.equalityhumanrights.com/en/advice-andguidance/domestic-abuse-workplace-
policiesand-managing-and-supporting-employees  

Refuge and Respect project to support employers’ responses to domestic violence – 
evaluation report 
http://respect.uk.net/wp-content/uploads/2017/07/Its-a-difficult-subject-isnt-it.pdf  

Sentencing Council guidelines on domestic abuse 
www.sentencingcouncil.org.uk/news/item/sentencing-council-publishes-new-guidelineon-
domestic-abuse 

The Employers Initiative on Domestic Abuse https://eida.org.uk/  

The Intervention Initiative toolkit, University of Exeter 
http://socialsciences.exeter.ac.uk/research/interventioninitiative/toolkit/  

Unison – Domestic violence and abuse: a trade union issue (includes the ‘Model workplace 
agreement on domestic violence and abuse which this template is based upon’)  
www.unison.org.uk/content/uploads/2017/02/24192.pdf  

 

  

http://www.safelives.org.uk/sites/default/files/resources/DV%20Employer%27s%20guidance%20FINAL%20Update%203%20-%20SafeLives%20rebranded.pdf
http://www.safelives.org.uk/sites/default/files/resources/DV%20Employer%27s%20guidance%20FINAL%20Update%203%20-%20SafeLives%20rebranded.pdf
http://www.safeineastsussex.org.uk/content/files/file/Respect_Refuge_DV_Manual_A4_76pp.pdf
http://www.cipd.co.uk/Images/managing-andsupporting-employees-experiencingdomestic-abuse_2013_tcm18-10528.pdf
http://www.cipd.co.uk/Images/managing-andsupporting-employees-experiencingdomestic-abuse_2013_tcm18-10528.pdf
http://www.equalityhumanrights.com/en/advice-andguidance/domestic-abuse-workplace-policiesand-managing-and-supporting-employees
http://www.equalityhumanrights.com/en/advice-andguidance/domestic-abuse-workplace-policiesand-managing-and-supporting-employees
http://respect.uk.net/wp-content/uploads/2017/07/Its-a-difficult-subject-isnt-it.pdf
http://www.sentencingcouncil.org.uk/news/item/sentencing-council-publishes-new-guidelineon-domestic-abuse
http://www.sentencingcouncil.org.uk/news/item/sentencing-council-publishes-new-guidelineon-domestic-abuse
https://eida.org.uk/
http://socialsciences.exeter.ac.uk/research/interventioninitiative/toolkit/
http://www.unison.org.uk/content/uploads/2017/02/24192.pdf


 

Page 11 

APPENDIX 4A 
SIGNS OF DOMESTIC ABUSE FOR EMPLOYERS 

Signs that someone might be experiencing domestic abuse (some of these signs may reflect a 
range of sensitive issues):  

Work productivity signs:  

 Change in the person’s working patterns: for example, frequent absence, lateness or 
needing to leave work early.  

 Reduced quality and quantity of work: missing deadlines, a drop in usual performance 
standards.  

 Change in the use of the phone/email: for example, a large number of personal 
calls/texts, avoiding calls or a strong reaction to calls/texts/emails.  

 Spending an increased amount of hours at work for no reason.  

Changes in behaviour or demeanour  

 Conduct out of character with previous employment history.  

 Changes in behaviour: for example, becoming very quiet, anxious, frightened, tearful, 
aggressive, distracted, depressed etc.  

 Isolating themselves from colleagues.  

 Obsession with timekeeping.  

 Secretive regarding home life.  

 Worried about leaving children at home with abuser.  

Physical signs  

 Visible bruising or single or repeated injury with unlikely explanations.  

 Change in the pattern or amount of make-up used.  

 Change in the manner of dress: for example, clothes that do not suit the climate which 
may be used to hide injuries.  

 Substance use/misuse.  

 Fatigue/sleep disorders.  

Other signs  

 Partner or ex-partner stalking employee in or around the workplace.  

 Partner or ex-partner exerting unusual amount of control or demands over work 
schedule.  

 Flowers/gifts sent to employee for no apparent reason.  

 Isolation from family/friends.  
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APPENDIX 4B 
EMPLOYER CONSIDERATIONS 

Questions for the employee 

 Does the alleged abuser know where the employee works?  

 Have they ever been followed on their way to/from work?  

 Is the employee frightened of anything specific that might take place at work or to and 
from work?  

 Does the abuser have their work email address and/or work telephone number?  

 What information can be shared with the wider team or relevant staff to ensure any 
changes are implemented and they can deliver an appropriate response? 

Contact arrangements  

 Retain both a work contact and an emergency contact at home (not the abuser).  

 Arrange in advance when and who to contact if an employee doesn’t come into work (family 
member/police/neighbour etc.).  

 Maintain communication with the individual during any absence, while keeping their 
whereabouts confidential from the abuser and other agreed persons. 

Safety to and from work  

 Change the route to and from work (e.g. different bus or train time).  

 Change the location of where they work or consider a transfer.  

 Change the start and finish time of work hours.  

 Provide a security escort to and from a car / transport links.  

Safety while at work  

 Consider a personal or workstation alarm.  

 Consider an alternative entrance to, or exit from the workplace.  

 Consider screening access to the workplace. If possible and required, enable 
reception/security to identify the abuser (photo, car registration), and advise them on 
what to do if the abuser arrives at the workplace. 

Communication safety  

 Review the security of all employee records and personal information.  

 Change email addresses/work phone number or divert incoming phone calls and emails.  

 Issue instructions to all staff NOT to reveal the employee’s personal details or their 
whereabouts to anyone, including family members.  

Managing responsibilities at work  

 Consider flexible working or changing work patterns.  

 Adjust workload (extend deadlines, reassign responsibilities).  

 Consider additional support/supervision/debriefing sessions.  

 Provide special leave or time off during the day to attend appointments or court. 
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APPENDIX 5 
HELP FOR PERPETRATORS 

 

If you are worried about your behaviour towards your partner, or if you have been 
abusive or violent, you can receive information and help. 

Inspire to Change is a programme for men and women who have been abusive, 
controlling or violent towards their partner. The course combines learning and 
support tailored to an individual’s need.  It is free for those who are motivated to 
make a change in their behaviour and work to improve their relationships.  Inspire 
to Change has been designed to help participants learn new skills and find ways 
to manage and control their abusive behaviour. It encourages participants to think 
and behave more positively to prevent harm to their partner, children and family in 
the future (see Leaflet).   

For Rotherham this service is provided by the South Yorkshire Community 
Rehabilitation Company.  Referrals can be made by any professional working with 
an individual, partner or family and where there are concerns about abusive, 
controlling or violent behaviour.  Self-referrals can also be made. 

Tel: 01142 567 270 

Web:  www.inspiretochange.co.uk  

e-mail: inspiretochange@probation.sodexogov.co.uk  

 

The Respect Phoneline is a confidential helpline, email and webchat service for 
perpetrators of domestic violence looking for help to stop. They help male and 
female perpetrators, in heterosexual or same-sex relationships. Partners or ex-
partners of perpetrators, as well as concerned friends and family members and 
Frontline Workers are also welcome to contact Respect for information, advice 
and support. 

http://respect.uk.net/information-support/domestic-violence-perpetrators/  

Tel: 0808 802 4040 (free from landlines and most mobile phones). Monday – 
Friday 9am-5pm. 

Email: info@respectphoneline.org.uk www.respectphoneline.org.uk 

 

Bespoke training for Rotherham professionals who wish to enhance knowledge in 
this area can be arranged by emailing roccg.safeguardingrotherhamccg.@nhs.uk. 

 

 

http://www.inspiretochange.co.uk/
http://www.inspiretochange.co.uk/docs/Inspire-to-Change-Leaflet_AW-DL-6pp.pdf
http://www.inspiretochange.co.uk/
mailto:inspiretochange@probation.sodexogov.co.uk
http://www.respectphoneline.org.uk/
http://respect.uk.net/information-support/domestic-violence-perpetrators/
mailto:info@respectphoneline.org.uk
http://www.respectphoneline.org.uk/
mailto:roccg.safeguardingrotherhamccg.@nhs.uk
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APPENDIX 6 
FLOWCHART 

 

 

 NO 

Advise the individual  to contact Rotherham 
Rise  03302020571 for support and a DASH 
assessment . Inform the individual of the 
Domestic abuse policy and provide the 
individual with supportive information . 

The person has told you they are experiencing  domestic abuse 

Are they injured and in need of medical attention?  

Yes No 

Are they in immediate 
danger/risk? 

Call 999 

Or 

101  

Yes No 

Are you aware of any children 
that are cared for by the  

individual? 

No 

Contact the Multi Agency Safeguarding Hub 
(MASH) 

for advice 01709 336080 

 
If you require advice contact RMBC Single 
point of access  01709 822330. Discuss with 
HR lead if required. 

and 

Yes 




