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Domestic and family violence (DFV) is an issue that can extend to the workplace, affecting employee safety, wellbeing, attendance and performance. This guide:
aims to support Queensland Government agencies to identify, assess and manage workplace risks associated with DFV
is not intended to manage risks for individuals affected by DFV (refer to the DFV risk assessment and workplace safety plan for more information). 
Language
DFV can be a workplace safety risk. The language in this guide aligns with health, safety and wellbeing (HS&W) language, which elevates the importance of DFV in the context of a HS&W framework. To align with whole-of-government DFV resources and tools the terminology of ‘worker’ is replaced with ‘employee’.  
‘Employee’ may include agency employees, contractors, agency temporary staff, work experience and industry placements, trainees and volunteers. 
Workplaces (managers/executives within the workplace) are legally required to take reasonable steps to support a healthy and safe culture, accountability, the allocation of resources and development of appropriate policies. 
What is domestic and family violence?
Under the Domestic and Family Violence Protection Act 2012, domestic violence means behaviour by a person (the first person) towards another person (the second person) with whom the first person is in a relevant relationship that – 
Is physically or sexually abusive; or 
Is emotionally or psychologically abusive; or  
Is economically abusive; or
Is threatening; or
Is coercive; or 
In any other way controls or dominates the second person and causes the second person to fear for the second person’s safety or wellbeing or that of someone else. 
A relevant relationship is defined as:
1. An intimate personal relationship
A family relationship
An informal care relationship.


Management of domestic and family violence workplace risks 
In accordance with the Code of Practice on how to manage work health and safety risks (2011), the risks associated with DFV can be managed by undertaking a planned and systematic process:
Identify hazards and assess risks to determine:
what could harm employees
how likely it is that harm could occur
how serious the harm could be.
Control risks by determining the most effective risk control measures for any given circumstance.
Review and improve the effectiveness of control measures to ensure prevention measures are working as planned and where necessary improved.
Consultation with employees is required at each step of the risk management process. Drawing on the experience, knowledge and ideas of employees is more likely to result in the identification of all hazards and the selection of effective control measures. 
Step 1: Identify hazards
[bookmark: _Toc210116407][bookmark: _Toc216843708]The key to reducing the effects of DFV is to understand what organisational, environmental and individual characteristics may lead to a workplace incident or harm to employee/s. To understand these factors, workplaces should:
1. Review the work environment. 
Monitor employees for signs they may not be okay.
Review workplace data. 
Consult with employees.
Below is more detail on what to look out for when undertaking each of these tasks.
Review the work environment
Every workplace and role is different. The risk assessment process needs to consider what workplace factors may contribute to an incident or exacerbate the consequences of an incident. 
These include, but not limited to:
workplace security
working hours
public access to the workplace, including via the telephone or other access points
employee working alone or in remote locations
car parking and transport to and from work, and movements between various work locations.
Monitor employees for signs they may not be okay
Psychological distress or stress related to DFV can manifest in a variety of emotional, physical, behavioural and cognitive changes. Early identification of signs in the workplace enables early and effective management of potential risks.  
Some common signs of DFV to consider (not exclusive):
physical signs of violence (e.g. bruising, scratches, fractures, other injuries and possible efforts to hide evidence of physical abuse)
frequent or increasing absences from work
late to work or staying at work after hours
reduced concentration and work performance
unstable moods (e.g. teary, anxious, irritable or withdrawn)
withdrawn behaviours (e.g. becoming unusually quiet, showing a loss of confidence)
signs of being afraid of someone close to them, or reporting feeling afraid of their partner
seeking permission or approval from their partner
reporting they have little or no say about how money is spent, or limited access to money
reporting their partner wants them to leave their job
reporting their partner is jealous or possessive and accusatory about relationships with others
reduced or no communication with friends or family, or an inability to attend work, social or outside hours events
having their partner ring them continuously to check on them, or being collected by their partner
appearing to have, or reporting a reluctance to leave their children with their partner
reporting they are being stalked, harassed or followed. 
[bookmark: _Toc197950556][bookmark: _Toc210116408][bookmark: _Toc216843709]Review workplace data
It is important data is reviewed regularly to identify any common workforce themes and trends. This will help determine what training, awareness and capability building is required for employees. 
Managers need to be wary of drawing firm conclusions from the data, particularly as data related to DFV may be limited.
Workplace data can provide objective information about the wellbeing of employees when monitored over time. Table 1 lists the types of workplace data that can be used for this purpose. A holistic approach, including consulting with employees should be undertaken to inform and verify any conclusions drawn from available workplace data. 
Table 1. Workplace data and records
	Data and records
	Description
	Things to consider

	Critical incident reports
	Data on critical incident events
	Whether any critical incidents related to DFV have occurred

	Safety incident notifications
	Data on incidents and injuries in the workplace
	Number and nature of reports relating directly to DFV

	Employee assistance program data
	General data on the use of program
	Number of referrals citing family or DFV as the presenting problem

	[bookmark: _GoBack]Employee survey results
	Reports on prevalence of DFV or risk factors associated with violence in the workplace
	Areas that employees’ rate as being of concern related to DFV

	Grievance data
	Data on grievances lodged by employees regarding unacceptable behaviour in the workplace 
	The number and nature of grievances, particularly those related to DFV

	Return to work data
	Data on return to work outcomes
	Issues that may impede employees from successfully remaining at or returning to work following a DFV incident (information may be limited)

	Workers’ compensation claims data
	[bookmark: top]Data on workers’ compensation claims
	Number of claims related to violence, specifically DFV that has occurred in the workplace


[bookmark: _Toc197950555][bookmark: _Toc210116409][bookmark: _Toc216843710]Consult with employees
Direct discussions with employees is a critical component for determining how DFV may be affecting an individual’s psychological health and/or physical health. This may vary according to the circumstances and active participation from the employee concerned should be encouraged. Employee confidentiality must be assured and maintained, whatever means of consultation is used. The consultation process may impact negatively on some employees. Managers should remind employees they can access the Employee Assistance Program if they have concerns following the consultation. Consultation may occur with the directly impacted employee, or other employees in the workplace who may be indirectly impacted. 
[bookmark: _Toc216843711]Taking further action
[bookmark: OLE_LINK3][bookmark: OLE_LINK4]The risk management process is useful in providing a framework for thinking through and addressing any hazards that may have a negative impact on one or more individuals in the workplace. 
Consideration of the information gathered from available data sources and consultation with employees should highlight any issues and signal the need to take further action to determine any:
identified hazards and the likelihood of harm 
controls that could be put in place to eliminate or minimise the risk. 
When hazards in the workplace are identified, the next step is to consider the risk management process and supports that can be put in place to address the specific needs of the workplace and any individuals identified as ‘at risk’.


Step 2: Assess risk
Once hazards have been identified, it is important to assess the risk of potential harm to understand the nature, extent and causes of physical and/or psychological harm in the workplace. To do this, we need to ask the following questions:  
Who will be at risk in addition to the employee affected by DFV
How likely is it that employees will be harmed by the identified hazards? 
How serious are the possible consequences for employees?
Note: that in practice there can be some overlap between hazard identification and risk assessment. Some of the information you gather during the hazard identification phase will also yield some information regarding the extent of the issue. 
Step 3: Decide on controls
[bookmark: _Toc216843714]The next step is to develop and implement a plan to address the hazards by answering the following question:
What action can reasonably be taken to eliminate or manage any psychological and/or physical harm?
Having assessed the risks, action needs to be taken to address the hazards to eliminate or manage any psychological and/or physical harm. Some key actions to consider:
determine whether the risks identified can be addressed at the local level, or need to be referred onto a more senior level of management
involve relevant employees in discussions about how to address identified risks and document agreed control measures (keeping in mind confidentiality)
consider any relevant policies and procedures or guidance material available in relation to DFV to inform the decision making process
ensure proposed actions are realistic and achievable
focus effort on a small number of higher priority issues first, rather than attempt to address all identified issues/hazards at once
consider whether something can be done immediately on an issue while the broader solution is being determined
ensure responsibilities, timelines and review dates are allocated
ensure the action plan is endorsed at an appropriate management level before commencing implementation to ensure agency support for what is planned. 
Whether the risk management approach adopted is informal or more structured, it is always advisable to document the facts of the situation and steps taken as a record for future reference. Use the agency’s risk register to document the risk management process, including control measures implemented. Ensure confidentiality of the employee is maintained in any recording of information. 


Table 2. Possible DFV workplace control measures 	
The following may need to be considered, if necessary, to reduce individual and workplace risks associated with DFV. The considerations will be dependent on the individual situation. 
	Physical work environment

	
	Ensure the physical layout of work areas are designed to reduce risks.

	
	Provide secure areas that are readily accessible for employees.

	
	Ensure work areas, access, egress and related areas are clearly lit.

	
	Keep work areas maintained, clean and tidy.

	
	Ensure public access at the workplace is restricted.

	
	Provide locked entries/exits or cars/keys to access employee-only areas.

	
	Use reception desks and a sign-in procedure for visitors.

	
	Install door chimes or other means to notify employees when someone enters the workplace.

	
	Install personal or fixed alarms (either audible or silent).

	
	Consider the use of video surveillance, posting signs to inform people of the surveillance.

	
	Provision of safe parking spaces (well-lit and close to the entrance).

	
	Provide secure, lockable cupboards for confidential information.

	
	Enable restricted files for confidential employee information.

	Systems

	
	Implement policies that cover the behaviour of visitors to the workplace, including consequences for inappropriate behaviour.

	
	Eliminate or limit access to objects or areas that could be used to harm employees and/or other clients.

	
	Institute a clear reporting process for incidents of violence or threats.

	
	Ensure the emergency response procedures consider DFV incidents and how to respond.

	
	Develop a specific safety plan that includes strategies to minimise foreseeable risks to employees. 

	Employees

	
	Provide appropriate support and supervision to employees experiencing DFV (including those who are managing/supporting the employee).

	
	Provide adequate and suitable staffing at all times.

	
	Provide communication equipment to the employee that is tested and maintained (e.g. mobile phones, duress alarms).

	
	Provide training on how to identify signs of DFV.

	
	Provide training to employees on emergency and post-incident responses, including what to do during an incident.

	
	Institute a clear process for assessing individual risk and implementing a workplace safety plan, once DFV is reported.

	
	Provide appropriate employee assistance programs, including individual counselling, phone support for managers/supervisors dealing with employees experiencing DFV and consider onsite post incident support following an incident in the workplace.


[bookmark: _Toc260827376][bookmark: _Toc260910658][bookmark: _Toc261804042][bookmark: _Toc276463795]Monitoring and review
Having developed a plan to eliminate or manage the impact of DFV risks in the workplace, it is essential to consider how the plan and associated activities will be monitored and reviewed. Key considerations include:
whether progress is being made on agreed control measures in a timely manner to address priority risks, including risks being directly managed within the team, as well as those risks that have been referred on
keeping employees informed about progress
whether actions implemented to address risks are effective and whether any control measures need to be revised to achieve better outcomes
how improvements can be sustained
how learning can be shared with others who may confront the same issues
how new or emerging risks that need to be addressed can be captured.
The Work Health and Safety Act 2011 also requires that controls be reviewed after an incident (that should include a near miss) or where changes have been made that may impact on the controls.
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Resources
Workplace Health and Safety Queensland develops practical information to assist Queensland employers to manage the risk of injury associated with psychosocial hazards at the workplace (i.e. work-related violence, stress and bullying). 
See the website for further information. 
How to manage work health and safety risks – Code of Practice 2011 
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