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WHEN DOMESTIC VIOLENCE
COMES TO WORK
(when work is at home)
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Recent data from China showed that reports of domestic and family violence (DFV) increased up to three times
during the COVID-19 lockdown. In Italy, anecdotally reports of DFV are down, but agencies suspect this is
because the presence of the person using the violence at home may inhibit help-seeking behaviours. People
may also be worried that with police and hospitals fully engaged in crisis service provision, their experience of
violence may not be as important or may not result in assistance.
Working from home (and other pressures associated
with the current COVID -19 situation) can change
the safety and support needs of people experiencing
DFV. With the security, socialisation and routine
offered by attending work disrupted, DFV abusers will
have increased opportunities for coercive or violent
behaviours.
DFV awareness informs us that the tactics used by
abusers, such as coercion, surveillance and isolation,
could also include denial of access to outside services
(such as health care, increasing dependence on
the abuser) or, in work-from-home (WFH) scenarios,
sabotaging work or creating disruptions that reduce
productivity or concentration.
Workplaces can assist their remote employees by
raising awareness of the increased risk and keeping up
regular communications. It is also important to consider
DFV as a risk factor in any WFH safety assessment. It
is important to recognise that it may be dangerous or
difficult for an employee working from home to tell their
employer that they are experiencing or worried about
violence or abuse.
DFV specialist services remain the best option for
expert advice on safety planning and emergency
accommodation. But accessing these may be more
difficult when the abuser is also at home. The
continuation and support of these services through
funding should now, more than ever, be a key priority.
Employers may also be able to raise awareness and
provide support by ensuring that all employees know of

the potential for DFV to occur in a WFH context. Keep
special (and confidential) communication channels open
(if possible) and maintain up to date emergency contact
and referral information.
It may be important for managers and team leaders
to refresh their understanding of the possible warning
signs of DFV, including unexplained lack of attendance
to WFH duties, reduction in productivity, and excuses
that are inconsistent or don’t add up. While it is
important not to jump to conclusions, changes in
communication style or difficulty in talking on the phone
may also indicate risk.
Regular check-ins are important for the general
wellbeing of remote employees, but can also provide
a necessary avenue of communication to the outside
world if the situation at home is difficult.
Workplaces can also support by providing secure IT
facilities, safe phones, assisting with home security
upgrades, offering financial assistance if needed and
showing continued care and understanding.
In some circumstances, if employees are unable
to work because of the DFV or in order to access
emergency accommodation, it is important to ensure
that employees are aware of their rights to unpaid or
paid leave to enable them to keep their jobs while also
keeping safe.
Now is a good time for workplaces to review their
DFV policy to incorporate the new and changing
circumstances of their workforces.

Continued over ... | Page 1 of 2

When domestic violence comes to work (when work is at home)
Related information

DoE resources – available on OnePortal

• Domestic and Family Violence Protection Act 2012

• What is domestic and family violence?

• Workplace Health and Safety Act 2011

• Identifying and responding to domestic and family
violence.

• Public Service Act (2008)
• Code of Conduct for the Queensland Public Service

• Supporting employees experiencing domestic and
family violence.

• DoE Standard of Practice

• Domestic and family violence workplace safety
checklist.

• Family Leave (Queensland Public Sector) Award –
State 2012

• Domestic and family violence workplace safety plan.

• Support for Employees Affected by Domestic and
Family Violence Directive

Further information

• Special Leave Directive 09/13

For more information on the support available for
domestic and family violence related matters, please
contact:

• Sick Leave Directive 04/13

• Your principal or manager

• Recreation and Long Service Leave Directive 10/13

• human resources officers

• Leave and Travel Concessions – Isolated Centres
Directive 14/08

• employee assistance provider Optum
Ph: 1800 604 640

• DoE Teacher Transfer Guidelines

• Specialist domestic violence services such as
DVConnect

• Transfer and Appointment Directive 11/11
• DoE Transfer at Level procedure

◦ DVConnect Womensline: Ph: 1800 811 811
(24/7)

• Leave Without Salary Credited As Service Directive
7/08

◦ DVConnect Mensline Ph: 1800 600 636 (9am –
12 midnight, 7 days)

• Student Protection procedure

◦ DVConnect Sexual Assault Line Ph: 1800 010 120
(7.30am – 11.30pm, 7 days)

• Queensland Government Violence Prevention
information
• Queensland Courts Domestic and Family Violence
information

• 1800RESPECT - National sexual assault, domestic
family violence counselling service (24/7)
Ph: 1800 737 732.

• Queensland Police Response to Domestic Violence
information
• DVConnect
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