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1. POLICY STATEMENT 

Gender-Based Violence (GBV) is an umbrella term that encompasses a spectrum of abuse experienced mostly by women and perpetrated mainly by men including: domestic abuse, rape and sexual assault, childhood sexual abuse, sexual harassment, stalking, commercial sexual exploitation and harmful traditional practices such as female genital mutilation (FGM), forced marriage and so-called “honour” crimes.  

The Trust will not tolerate gender based violence in any form and all employees who experience abuse should be supported regardless of gender. We are committed to developing a workplace culture in which there is a zero tolerance for violence and which recognises that the responsibility for GBV lies with the perpetrator.  The Trust is further committed to ensuring that any employee who is a victim has the right to raise the issue with their employer in the knowledge they will receive appropriate support and assistance. 

It is recognised that gender-based violence has a devastating impact on individuals and their families. The Trust is aware of its duty of care for ensuring, so far as is reasonably practicable, the health, safety and welfare of its employees at work, and for creating an environment in which employees are safe to disclose their experience of abuse in order to access support and increase safety for themselves and others. However, the right of employees not to disclose must be respected and no employee should feel pressured into sharing this information if they do not wish to do so. For some employees the workplace could be a safe haven and the only place that offers routes to safety.  

However, it is also recognised that a lack of support in the workplace can have a profound impact on women’s capacity to work and preventing Violence against Women (VAW) is intrinsically linked to addressing women’s inequality in all areas of society.  For example, Equally Safe at Work estimate that the cost of women’s labour market inequality in Scotland costs £17 billion a year.  This includes the cost to public services and the lost economic output of affected women. GBV not only impacts on employees’ ability to provide and care for themselves and their families, but it also affects the financial strength and success of the organisations they work for.   

Women in the Trust are more likely to work in catering, cleaning and administration. This coupled with high deprivation also has an influence on our local women’s labour market as women living in these areas are more likely to be in lower paid jobs.  This can result in financial inequality or instability which diminishes resilience and options in the face of violence. The Trust is committed to providing quality and part-time flexible jobs through the promotion of our Flexible Working Policy and we have taken steps to record the reason women are leaving our employment, for example a lack of flexible working.  

2. EQUALITY STATEMENT 

The Trust aims to have in place policy documents that meet the diverse needs of our service, population and workforce, ensuring that none are placed at a disadvantage over others, or receive less favourable treatment on the protected characteristics. Quality, Equality, Access and Partnership are the core values of the Trust and through the Council’s Equalities Forum we are committed to ensuring that all our employees including our BAME, disabled and LGBT+ employees have safe and supportive work environments to thrive and that Equalities is at the heart of everything we do. We will do this by ensuring our Policies are clear and take account of all protected characteristics and will work in partnership with our employees, local communities, our wider equality partners and businesses to actively identify and end all forms of discrimination and gender based violence.


3. DEFINITION

Gender based violence is perhaps the most widespread and socially tolerated of human rights violations. It has no boundaries in terms of geography, age, race, religion, disability, education or sexual orientation. Gender based violence can happen to anyone regardless of sex, sexual identity or gender.  It stems from unequal power relationships between men and women or between those of the same gender but the key risk factor for experiencing GBV, however, is being female.  Gender Based Violence can include one or more of the following:  

· Domestic abuse 
· Rape and sexual assault 
· Forced marriage 
· Prostitution/sexual exploitation  
· Female genital mutilation  
· Honour-based violence 
· Sex trafficking  
· Harassment/stalking  
· Stalking 
Domestic abuse is the most common form of GBV. It normally occurs within the context of an intimate relationship, or former relationship, and can include: 

· Physical Violence
· Emotional/psychological abuse (coercive control)
· Withholding money  
· Forced Isolation  
· Gaslighting (process of causing someone to doubt their own thought, beliefs and perceptions)  
· Outing (deliberate disclosure of someone’s sexual orientation)
4. BACKGROUND AND SCOPE

Gender Based Violence is an issue not just for employees but for the Trust.  The Trust has a duty of care towards its employees and we are required to deal with issues surrounding workplace stress. We should also exercise this duty even where the cause of stress is in someone’s private life.  Statistics show that GBV can have an impact on attendance, productivity and performance. Whether it takes place within or outside of the workplace, the employment implications for employees who experience abuse are significant. It can have a detrimental impact on health and well-being, which may affect attendance, performance and productivity.  According to Equally Safe at Work, VAW is estimated to cost the UK £40 billion per year which includes an estimated £1.9 billion lost due to decreased productivity, administrative difficulties from unplanned time off, lost wages and sick pay.  It makes good business sense, therefore, for the Trust to support employees who have experienced gender based violence and to address gender inequality in the workplace. 

Statistics show that where gender information was recorded nationally: 

· **Around four-in-five (81%) incidents of domestic abuse reported to Police Scotland in 2021-22 involved a female victim and a male suspected perpetrator; 
· ***545 new referrals for GBV were made to East Ayrshire Women’s Aid during the year 2021/22; 
· Given its prevalence within the wider population, the size of the workforce in The Trust, and the high percentage of females, it is inevitable that a significant number of Trust employees will have experience of some form of abuse, past or current. It is further recognised that a number will be perpetrators;  
· Statistics show that between 1 in 3 and 1 in 5 females will experience GBV.  
· Given the disproportionate impact on women and girls, GBV is one of the most sensitive indicators of gender inequality. As such, implementation of this policy will advance gender equality under the Equality Act (2010); 
· Although primarily experienced by women, the policy recognises that men too can experience abuse. 
Given the size of our workforce it is further recognised that a number of our employees will be perpetrators of GBV. Allegations made against employees could have potential implications for their employment role and could breach organisational and professional codes of conduct.

5. AIMS AND PURPOSE 

The aim of this policy is to raise awareness of GBV throughout the Trust and more specifically to:

· Raise awareness of GBV as a serious health and social issue, highlighting its hidden nature and the impact on those affected by it. 
· Provide guidance and support to all employees of the Trust who are experiencing GBV in their personal lives – whether as a victim or perpetrator. 
· Clarify the scope for managers to interpret and apply provisions within existing policies when responding to GBV.  
· Ensure a sympathetic approach to the handling of situations arising from gender based violence by providing reassurance that they will be dealt with sensitively, quickly and confidentially.
· Provide a mechanism for employees to report gender based violence in a confidential and supportive manner. However, in circumstances where it is believed that there may be a risk to others, including harm to children, local child/adult protection procedures should be followed.  
· Provide access to GBV trained advisers.  
· Clarify the scope for Managers in identifying and dealing with incidences where violence or its effects become apparent in the workplace, and enabling them to appropriately support their employees, through the requirement for managers to complete the relevant learning module. 
· Send a positive message to employees with experience of GBV that they will be listened to and supported and take a victim focused approach when abuse is disclosed. 
· Project a clear signal that the actions of employees who perpetrate abuse, within or outside the workplace, is not acceptable and could lead to action being taken under the Trust’s Disciplinary Policy.
· Provide a mechanism for addressing the behaviour of employees who are alleged to be perpetrators of abuse and who may pose a risk to other employees within the context of their work. 
6. GUIDANCE FOR MANAGERS

The following sections are designed to assist line managers in recognising and providing support to employees experiencing GBV.

6.1 IDENTIFICATION OF THE PROBLEM AT WORK

Whilst it is for the employee to recognise they are the victim of GBV, there are signs which may indicate an employee may be a victim.  These may include: 

· The employee may confide in their colleague/manager;  
· Employees may inform their manager that they believe a colleague is suffering from domestic abuse; 
· Sudden changes in behaviour such as an employee becoming withdrawn and quiet and/or demonstrating a significant change in behaviour;
· Changes in the quality of their work for unexplained reasons, despite a previously strong record; 
· Injuries such as bruises that are explained away; explanations for injuries that are inconsistent with the injuries displayed; and 
· Having more frequent, sporadic absences without explanation. 
It is essential to understand that any of the above may arise from a range of circumstances of which domestic abuse may be one. Managers supporting employees in such matters should address the issue positively and sympathetically by ensuring that the employee is aware that support and assistance can be provided. The Trust respects employees’ right to privacy and, whilst we strongly encourage victims of domestic abuse to disclose for their safety, we also recognise that they do not need to share this information if they do not want to.

6.2  CONFIDENTIALITY

Employees who disclose experiencing GBV should be assured that the information they provide is confidential and will not be shared with other members or employees without their permission.  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 you have to breach confidentiality you should seek specialist advice from the Director: Centralised Activities before doing so. If it is decided to proceed in breaching confidentiality after having taken advice, you should discuss this with the employee and seek the employee’s agreement where possible. 

All records concerning GBV should be kept strictly confidential. Records should be neutral and should not include any additional subjective commentary.  As far as possible, information should be shared on a need-to-know basis and there should be no adverse impact on the employment records of victims disclosing GBV. Absence due to GBV should be recorded on CHRIS via the provisions provided by both the Special Leave and Supporting Attendance at Work policies.

6.3 REPORTING GENDER BASED VIOLENCE

The Trust recognises the need to provide a safe and secure method for employees to report incidents of GBV.  Employees experiencing GBV may choose to disclose, report to or seek support from a union representative, Manager or colleague.   Any incidents reported by employees will be recorded in a central and confidential location.  

6.4. PROVIDING SUPPORT
 
The Trust expects Managers to be supportive in situations where gender based violence issues have been disclosed or if they suspect employees are experiencing abuse. In cases where an employee raises their experience of abuse you should provide flexible support tailored to meet the circumstances of each individual, taking into account any additional needs that they may have including children. Managers should believe an employee if they disclose that they are experiencing GBV and should not ask for proof under any circumstance.   

The Trust recognises that developing a life free from GBV is a process, not an event, and we should provide ongoing support for employees who disclose. It should also be recognised that even after a life free from GBV is achieved, the effects of that period of time may remain with someone in terms of their mental health for a long time.  You should respond sympathetically, confidentially and effectively to any member of staff who discloses that they are experiencing abuse. Where GBV has been reported line managers should treat unplanned absences and temporary poor timekeeping sympathetically. Line managers may offer employees experiencing GBV a broad range of support. This may include, but is not limited to:  

· Up to ten day’s paid special leave can be granted to support employees who are experiencing GBV and  applies to situations which include attending emergency housing appointments, solicitor appointments and all other agency relevant to their circumstances;
· 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; 
· Utilising other existing policies, including Flexible Working, Carers Leave, and Dignity at Work; 
· Access to counselling/support services will be facilitated during working hours if required;  
· Favourable consideration will be given to requests for an advance of pay in circumstances of financial hardship resulting from gender based violence;  
· A mobile phone or personal alarm will be provided if necessary, especially for those in lone working circumstances and will be funded by the Service. 
Line managers should respect the right of employees to make their own decision on the course of action at every stage and must not be 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. Contrary to popular belief, evidence shows that the most significant episode of violence can be experienced at the point of ending an abusive relationship or once the relationship has ended.   

Other existing provisions (including occupational health, independent counselling service, and cognitive behaviour therapy) should also be signposted to employees as a means of help.  

It is essential to remain non-judgemental and supportive.

6.5 SAFETY IN THE WORKPLACE

Managers should prioritise the safety of employees if they make it known that they are experiencing GBV and a risk assessment should be carried out immediately.  Speak to the employee about their immediate and future safety and assist them to think through their options, for example, agree a safety plan, discuss support networks, protection strategies and provide telephone numbers for organisations that can help including women’s aid, men’s aid and rape crisis (Appendix A). Reassure the employee that the Trust has an understanding of how domestic abuse may impact them within the workplace and the support that can be offered. 

If an employee is, or may be subjected to harassment from the perpetrator at the workplace, via telephone, e-mail, or unannounced arrival at the workplace, reasonable steps to protect the employee’s health and safety will be taken with the agreement of the employee. For example: 

· Identifying a work colleague for support and an emergency contact should the employing service be unable to contact the employee. 
· Advising other colleagues of the situation on a need-to-know basis, and agreeing what action is needed if the perpetrator contacts the office.
· Diverting phone calls. 
· Diverting emails to a separate folder. 
· Reminding employees never to divulge personal information, such as home address, hours of work etc. to anyone, including family members. 
· Reviewing next-of-kin information to ensure the perpetrator is replaced, if applicable. 
· Allowing the employee to use an assumed name at work, and use that chosen name. 
· Where practical, moving the employee out of public view i.e. they are not visible from reception areas or ground floor windows.  
· Where practical, ensuring the employee does not work in an isolated area.   
· Alerting reception staff if the perpetrator is known to come to the workplace, including issuing them with a photograph/description and car registration details, if appropriate.  
· Ensuring reception staff know to call the police in the event of aggressive/threatening or violent behaviour.  
· Checking the employee has arrangements in place for safely getting to and from home.
7.  AWARENESS AND TRAINING

The Trust is committed to ensuring all line managers are aware of GBV and its implications in the workplace by ensuring all line managers are able to: 

· Identify if an employee is experiencing difficulties because of GBV. 
· Respond to disclosure in a sensitive and non-judgemental manner. 
· Provide initial support – be clear about available workplace support including inhouse specialist employees where applicable.  
· Discuss how the organisation can contribute to safety planning.   
· Signpost to other organisations and sources of support.   
· Implement and communicate the Policy to all employees and ensure its implementation.
8.  PERFORMANCE AND ABSENCE MANAGEMENT SUPPORT

When dealing with work performance issues, appraisals, or implementing the Trust’s Supporting Attendance at Work policy, managers will take into account how the stress on an employee in abusive circumstances may impact on their performance/attendance at work. Managers will consider ways in which to support the employee if performance is affected and should utilise the provisions made for supporting employees experiencing GBV in the Special Leave Policy. 

Some employees may wish to discuss the impact the gender based violence is having on their work, however it is recognised that revealing such personal details to a line manager can be difficult or embarrassing and the employee may therefore choose to discuss the situation initially with someone else, for example the Director: Centralised Activities or the Strategic Lead: Organisational Culture.

If the employee’s work performance has been deteriorating prior to their disclosure of GBV then you should still continue to monitor this and support the employee as necessary. Any changes to the working pattern or other support offered to the employee may be enough to remedy any issues with the employee’s work performance/attendance. Where appropriate, meetings can take place with the employee, their Trade Union Representative where applicable, and a EAC HR Business Partner to discuss any issues arising from the employee’s absence related to the physical, psychological and emotional impact of GBV.


9. GUIDANCE FOR EMPLOYEES

Where employees have concerns that a colleague may be experiencing GBV, either as a victim or a perpetrator, they can tell their line manager in confidence.  In dealing with a disclosure from a colleague, employers should ensure that the person it concerns is made aware of the existence of this guidance.   

Any concerns about an employee should be raised in confidence and where possible with the permission of the individual. Never divulge personal information about colleagues to others, including other colleagues, without their permission.

10. ALLEGATIONS OF ABUSE WITHIN THE WORKPLACE 

In cases where both the victim and the perpetrator of GBV are employees of the Trust, appropriate action needs to be taken.  The risk assessment conducted with the victim should identify if the alleged perpetrator poses a risk to other colleagues and the wider workplace.   

In addition to considering disciplinary action against the employee who is perpetrating GBV, action may need to be taken to ensure that the victim and perpetrator do not come into contact in the work place. 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. This may include a change of duties for one or both employees or withdrawing the perpetrators access to certain computer programmes or offices.

11. PERPETRATORS OF GBV 

GBV perpetrated by employees should not be condoned under any circumstances, nor should it be treated as a purely private matter. However, the Trust recognises that it has a role in encouraging and supporting employees to address violent and abusive behaviour of all kinds.  

If an employee discloses abusive behaviour you should provide information about the services and support available to them, and encourage the perpetrator to seek support and help from an appropriate source. Information about the organisation Respect is provided in Appendix A.  

Any allegation, disclosure or conviction of a GBV related offence should be treated on a case-by-case basis with the aim of reducing risk and supporting change. An individual charged with a criminal offence may be subject to the Trust’s Code of Conduct policy. In some circumstances it may be deemed inappropriate for the individual to continue in his/her current role(s), due to a caution or conviction. In these circumstances the possibility of redeployment into an alternative role or precautionary suspension should be considered. The Trust views the use of violence and abusive behaviour by an employee, wherever this occurs, as a breach of our Code of Conduct and may result in action under the Disciplinary Policy. 

There are four potential strands in the consideration of an allegation:  
· A police investigation of a possible criminal offence; 
· Disciplinary action by the employer; 
· Safety for the victim; and 
· Identifying areas of potential risk in the workplace and safety measures.



12. ALLEGATIONS WITHOUT FOUNDATION 

Making false or unsubstantiated allegations with malicious intent will not be tolerated and will be dealt with under the Trust’s Disciplinary Policy and Procedures.

13. VICTIMISATION 

Employees should not suffer victimisation as a result of the application of any aspect of this Policy. Where there is evidence that an employee has been victimised this will be considered as a serious employee conduct issue and will be investigated under the Trust’s Disciplinary Policy and Procedure. 

14. ADVICE AND GUIDANCE

All Employees can obtain advice and guidance on any issues relating to GBV as detailed in the Policy from:  

· Director: Centralised Activities
· Strategic Lead: Organisational Culture
· Trade Union Representative 
· Occupational Health    
A list of organisations that can offer further advice and practical guidance on domestic abuse and related issues are detailed in Appendix A.  

15. APPEALS PROCEDURE 

If an employee makes a disclosure and is unhappy with the support they have received in respect of any section of this policy then they may raise a grievance under the Trust’s Grievance Procedure. Advice on this process can be sought from the Corporate team and Trade Union representative.

16. B.E.S.T. 

This approach reflects the B.E.S.T. values and behaviours which the Trust has agreed will be embedded within our employment policies to ensure that the Trust are providing a caring and sympathetic approach to all aspects of our employees lives. 

17. REVIEW

The Policy and Procedures will be subject to an annual desktop review to assess whether a more detailed review is required. The desktop review will take account of operational experience or impending legislative changes. Otherwise, the Policy and Procedures will have a full scheduled review every three years. 




Record of Change

	Date Reviewed

	

	October 2025
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APPENDIX A 			FURTHER INFORMATION 

There are a number of organisations that can offer further advice and practical guidance on domestic abuse or gender-based violence in the workplace and related issues. For example: 

LOCAL SERVICES 
East Ayrshire Womens Aid 
Telephone 
Kilmarnock 01563 536001 
Cumnock 01290 423434 
Email: info@eastayrshirewomensaid.org.uk 
Website: http://eastayrshirewomensaid.org.uk  
North Ayrshire 01294 602424 
South Ayrshire 01292 266482 

Break the Silence (Rape and Sexual Abuse) 
Telephone: 01563 559558 
Email: info@breakthesilence.org.uk 
Website: www.breakthesilence.org.uk  

The Star Centre 
Telephone 01563 544686 
Email: admin@starcentreayrshire.org  

Victim Support 
Kilmarnock Office 01563 540252 
Email: victimsupport.eastayrshire@victimsupportsco.org.uk  
Ayr Office 01292 266411 
Irvine Office 01294 277040 
Scottish Helpline 0800 160 1985 
Website: www.victimsupportsco.org.uk 

Housing Options Team 01563 554554 
24 hour emergency helpline: 0345 724 0000 
Email: homelessness@east-ayrshire.gov.uk 

SOCIAL WORK SERVICES
Social Services (Cumnock) 
Rothesay House, 1 Greenholm Road, Cumnock KA18 1LH 
01290 427810 social.work@east-ayrshire.gov.uk  

Social Services (Dalmellington) 
33 Main Street, Dalmellington KA6 7QL 
01292 552900 social.work@east-ayrshire.gov.uk 

Social Services (Kilmarnock) 
The Johnnie Walker Bond, 15 Strand Street, Kilmarnock KA1 1HU 
Telephone: 01563 554200 social.work@east-ayrshire.gov.uk  
www.east-ayrshire.gov.uk/SocialCareAndHealth/Socialcareandhealth.aspx  

Citizens Advice Bureau 01563 543379

Employee Counselling Service 0330 660 0365 

Samaritans 116 123 
www.samaritans.org/scotland/branches/ayrshire/ 

NATIONAL SERVICES 
24-hour National Domestic Violence - Refuge
Helpline 
A service for women experiencing domestic violence, their family, friends, colleagues and 
others calling on their behalf. It is run in partnership between Women’s Aid and Refuge. Callers may first of all hear an answer phone message before speaking to a person. 
0808 2000 247 FREEPHONE 
helpline@womensaid.org.uk www.nationaldomesticviolencehelpline.org.uk  

Rape Crisis Scotland National Helpline on 08088 01 03 02. You can phone the Helpline free any day between 6pm and midnight or if you are deaf or hard of hearing on minicom number 0141 353 3091. 
Email: support@rapecrisisscotland.org.uk  www.rapecrisisscotland.org.uk  

SHATKI WOMEN’S AID
Helpline: 0130 475 2399
Website: http://shaktiedinburgh.co.uk/ 

MEN’S SERVICES
Men’s Advice Line – RESPECT 0808 801 0327 
www.mensadviceline.org.uk 

Mankind Initiative 01823 334 244
www.mankind.org.uk  

GENERAL SUPPORT SERVICES
Homeless Helpline-Shelter 0808 800 4444 
https://scotland.shelter.org.uk  

Refuge www.refuge.org.uk  

Scottish Women’s Rights Centre
Helpline: 08088 010 789
Website: https://www.scottishwomensrightscentre.org.uk/ 

Police Domestic Abuse Unit
Website: https://www.scotland.police.uk/advice-and-information/domestic-abuse/ 

Scottish Domestic Abuse and Forced Marriage 0800 027 1234 
https://sdafmh.org.uk  

White Ribbon Campaign www.whiteribbonscotland.org.uk  

Black Association of Women Step Out
Helpline: 0800 731 8147
Website: www.bawso.org.uk  

National LGBT + Domestic Abuse Helpline (Galop) 
Helpline: 0800 999 5428 
Email: help@galop.org.uk  


ENGENDER			
Website:
https://www.engender.org.uk/content/publications/1663694699_MODEL-Sexual-Harassment-Prevention-and-Action-Policy.pdf 
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