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The workshop began with a presentation from Ann looking at the ‘history’ of domestic abuse as a workplace issue and the current issues for employers. There was then time for questions and discussion about the issues raised. 
Ann’s presentation began by looking at changes in employer’s attitude towards domestic abuse and linking this to the strengthening of women’s position within the trade union movement. Traditionally many employers did not identify domestic abuse to be an issue they needed to consider, however campaigns by women in the 70s + 80s meant domestic abuse and other women’s issues such as sexual harassment became trade union issues. 
Later on, significant developments included the 1999 publication by UNISON of guidance for union reps on supporting women experiencing domestic abuse. The Centre for Healthy Working Lives also began drawing links between domestic abuse and mental well-being at work.
Ann went on to look at current issues and identified that the current financial climate makes it more difficult for organisations to fund cover for staff absences or vacancies, providing a further incentive for them to be pro-active in supporting for women and helping them remain in employment. 
A useful insight into women’s recent experiences came from a survey carried out by the TUC in 2003. This identified that whilst almost half of respondents recognised that their union identified domestic abuse as a workplace issue, only 7% of those who had experienced abuse had raised this with their union.
A particularly significantly point Ann made, was to highlight that a domestic abuse policy may not always be the most helpful way to support women and that supportive use of other policies may be more beneficial. She suggested more supportive absence monitoring policies and greater flexibility around payment of wages (particularly in the current economic climate) as helpful mechanisms for supporting women. 
Other pro-active steps employers can take include promoting the acceptability of talking about domestic abuse, ensuring women can network and make links with other women and access women-only spaces (particularly important in male-dominated environments). Pre-natal support and mentoring schemes for women returning from maternity leave were highlighted as being very helpful, as was giving employees the option of temporarily moving out of roles that involve contact with the public, especially if they involve risk of harassment or abuse.
Questions and Discussion: 
Anni Donaldson (West Dumbartonshire Council, Violence Against Women Partnership) highlighted the need to be aware of the unintended consequences domestic abuse policies can have for women. Examples of these unintended consequences were discussed, for instance if a man is dismissed after being convicted of assaulting his partner, the loss of earnings can have a huge impact on his partner. 
Further consequences of domestic abuse policies have included employers having legal action taken against them for discriminating against men. This has also affected trade unions if they will represent women but not men, where domestic abuse is an issue.
Amanda Jones (SWA Director) suggested employers might take another approach and use other policies in a more supportive way, as highlighted in Ann’s presentation (flexible working and special leave policies, treating domestic abuse absence as disability absences etc). These ‘gender neutral’ approaches still allow support to be provided to women, without appearing discriminatory.
Ann highlighted the role of the trade unions in increasing the flexibility of these policies, identifying that it is much easier for a union to achieve a change to core working hours for instance, than it would be for an individual woman. She added that it would be very helpful to hear from women accessing support from Women’s Aid about changes to policies and procedures that would be most beneficial.
Ann also advised that she would circulate links to examples of helpful policies. 

Discussion was also had about women needing to leave their jobs as a result of the abuse they were experiencing. The impact on benefit entitlement due to voluntary unemployment was identified and concerns were expressed around the possibility of women being forced into continuing to live with abuse, particularly in light of the forthcoming Welfare Reform Bill. Exit interviews and maintaining local control of working hours to take account of individual needs, were suggested as ways to support women to stay in employment 
Ann Paton from North Ayrshire Women’s Aid highlighted the value of mentoring schemes in the workplace, as a means of providing women with emotional or practical support. Ann (Henderson) highlighted that if a woman’s experiences were likely to affect her safety whilst a work, employers have a statutory obligation to ensure the health and safety of their employees whilst at work.
Valerie Quigley from NHS Lothian CAMHS identified a need for more training for managers in how policies can be used in a supportive way. This was something Ann agreed to look at, and suggested a checklist for union reps might be helpful.
