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Staff Domestic Abuse Policy
Policy Statement
Bahay Kubo Housing Association Ltd, expresses a clear commitment to supporting staff affected by domestic abuse, aligning with UK legal frameworks and best practices.
The policy includes the UK’s legal definition of domestic abuse, as set out in the Domestic Abuse Act 2021, which covers physical, emotional, sexual, financial abuse, and coercive control.
A clear stance that domestic abuse will not be tolerated, and BKHA will support staff in securing their safety and wellbeing.
2. Legal Compliance
The policy complies with the latest legal requirements, ensuring that BKHA employees experiencing domestic abuse are protected by law and have access to the necessary legal remedies, such as protective injunctions (Domestic Abuse Act 2021)
BKHA ensures that employees experiencing domestic abuse are not discriminated against or unfairly treated and that the workplace upholds the employee’s statutory rights. (Employment Rights Act 1996)
BKHA have a legal duty to protect the health, safety, and welfare of their employees, which includes addressing domestic abuse-related risks that may affect their work performance or personal safety. (Health and Safety at Work Act 1974)
BKHA Ensures that there is no discrimination based on gender, disability, or other protected characteristics. BKHA employees affected by domestic abuse should not face any discrimination in the workplace. (Equality Act 2010)
3. Key Principles
All disclosures about domestic abuse are treated with the utmost confidentiality to protect the employee's privacy and ensure their safety.
BKHA commits to supporting employees without judgment, creating a safe space for employees to disclose abuse.
BKHA takes measures to ensure the physical safety of staff, such as modifying work arrangements or taking security precautions.
BKHA offers flexible working arrangements, leave, or temporary accommodations to support the employee’s needs.
BKHA employees are provided with information about internal and external support services, such as helplines, counseling, and legal advice.
4. Roles and Responsibilities
BKHA has a duty to provide a safe and supportive working environment for employees affected by domestic abuse. This includes taking reasonable steps to prevent harm to employees while at work.
Managing Director is responsible for responding sensitively and appropriately to disclosures of domestic abuse and ensuring that support and adjustments are made where necessary
Human Resource is responsible for maintaining confidentiality, facilitating support arrangements, and ensuring that policies and procedures are followed in cases of domestic abuse.
5. Procedure for Supporting Employees
Clear guidance for employees on how they can safely disclose domestic abuse to their employer, HR, or line manager.
A risk assessment should be conducted if an employee discloses domestic abuse, ensuring their immediate safety at work, including any necessary adjustments (e.g., change of work location, schedule, or job role).
Leave and Flexible Working:
Paid Leave: Where possible, employees should be allowed paid leave to attend appointments related to domestic abuse, such as court hearings, counseling, or housing support.
Flexible Working: Consideration of flexible working arrangements or adjusted hours to accommodate the employee’s personal situation.
Special Leave: The option to provide compassionate leave or time off to manage crises related to domestic abuse.
Financial Support: Guidance on how employees can access financial assistance (e.g., salary advances) or support during times of crisis.
6. Training and Awarenes
Regular training for all staff members, especially managers and HR, on identifying signs of domestic abuse, handling disclosures sensitively, and understanding their role in providing support.
Manager/s are trained on how to respond to disclosures of domestic abuse, ensuring they can offer support and refer the employee to appropriate services.
Internal awareness campaigns to ensure that all employees are aware of the policy, understand how to access support, and know their rights.
Posters, leaflets, and digital communications that provide information on domestic abuse support services are prominently displayed in the workplace.
7. Safety and Security Measures
Workplace Adjustments: To ensure the employee’s safety at work, adjustments such as:
Changing workstations or locations.
Altering work schedules to avoid contact with the abuser.
Providing security escorts or enhanced building security.
Ensuring that personal details (e.g., home address, phone number) are kept confidential to prevent abusers from accessing this information.
Supporting employees in accessing legal protections such as non-molestation orders or restraining orders, including providing letters or statements as evidence where appropriate.
8. Addressing the Impact of Domestic Abuse on Performance
BKHA acknowledges that domestic abuse can affect work performance, attendance, and concentration.
BKHA should offer reasonable adjustments to accommodate the impact of abuse, such as temporary changes to workload or responsibilities.
BKHA employees should not be subject to disciplinary action due to absences or reduced performance linked to domestic abuse, as long as there is transparency and ongoing communication with BKHA.
9. Monitoring and Reviewing the Policy
Policy Review: The policy should be regularly reviewed to ensure it remains effective, relevant, and in compliance with current UK laws.
Feedback: Employees should have opportunities to provide feedback on the effectiveness of the policy, and any gaps in support should be addressed promptly.
Case Monitoring: HR should track cases of domestic abuse within the organization to ensure that employees are receiving appropriate support and to identify trends or areas for improvement.
10. Partnership with External Agencies
BKHA should build relationships with external agencies, such as Refuge, Women’s Aid, and National Domestic Abuse Helpline, to refer employees for specialized support.
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