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Domestic and family violence can be a difficult topic and reading this report may bring up strong 
feelings for some people. Reach out for help or support on 1800RESPECT – 1800 737 732 or 
Lifeline – 13 11 14.

Table of Contents
Acknowledgement 3

About Domestic Violence NSW 4

About Business NSW 4

About My Business 4

Foreword 5

Executive Summary 7

Introduction 9

What is Domestic and Family Violence? 10

Employer Awareness and Understanding 
of Domestic and Family Violence 11

Legal Responsibilities as An Employer 14

What Can Employers Do to Help? 16

Sources Of Help 19

Survey Methodology and Demography 20

Endnotes 21



3Domestic and Family Violence in the Workplace

Acknowledgement
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About Domestic Violence NSW
Domestic Violence NSW (DVNSW) is an independent, non-government peak body that represents 
and advocates for over 130 specialist domestic and family violence (DFV) services and the women, 
families, and communities they support.

DVNSW works to improve policy, legislative and program responses to DFV and to eliminate DFV 
through leadership in advocacy, partnerships, and promotion of good practice. 

DVNSW advocates for best practice, continuous system improvements and innovative responses 
to domestic and family violence at all levels of government. DVNSW supports early intervention 
and primary prevention work which aims to change the whole-of-community attitudes which drive 
domestic and family violence.

About Business NSW
As the state’s peak business organisation, Business NSW works with businesses spanning all industry 
sectors including small, medium and large enterprises. Operating through a network in metropolitan 
and regional NSW, Business NSW represents the needs of business at a local, state and federal level.

About My Business
My Business helps business owners build better businesses.

My Business provides practical advice, guidance, products and services to help individual business 
owners, their people and their businesses get better.  My Business is an online platform, powered by 
people who believe in small business, supporting the owners who build and run them.
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Foreword

Domestic and Family Violence (DFV) destroys lives.  While it disproportionally affects women in 
society, it also impacts men and far too regularly, children. People who experience DFV are drawn 
from all socio-economic backgrounds, religions, ages, genders, places, races, creeds, colours, 
and sexual orientations.

Over 62% of female victims/survivors are employed1 and 1 in 5 women say the violence they 
experience carries over into the workplace2. DFV is an issue for our society to address and our 
businesses do not operate outside of our society.

Furthermore, our recent survey of Business NSW and My Business members indicated that 
97% believe that more should be done to combat Domestic and Family Violence in Australia.

As such, we have partnered with Domestic Violence NSW to help business owners and leaders 
understand the prevalence of DFV and then to create tools, training and development to help both 
them, their managers and supervisors, to support victims/survivors.

Daniel Hunter 
Chief Executive Officer, Business NSW
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Domestic and family violence (DFV) in Australia is at epidemic proportions. It is a whole community 
issue that requires a whole community response. And our business community plays a role in this 
response by providing safe and respectful workplaces, promoting policies that contribute to gender 
equity, providing information and support to staff, and flexibility for staff experiencing DFV so they 
can remain engaged in the workplace – helping to provide dignity and financial independence to 
victims/survivors.

DVNSW commends both Business NSW and My Business as well as their members for undertaking 
this survey and the valuable insights outlined in this report. It comes at a time when awareness of DFV 
is increasing within society, when the voices of many survivor advocates are being heard and there is a 
planned introduction of paid domestic violence leave. 

Mirroring the statistics that 1 in 4 women have experienced DFV since the age of 15, results from 
this survey showed nearly 1 in 4 respondents had been approached to discuss an instance of DFV 
with a colleague as the victim/survivor. While nearly 70% of respondents felt equipped as a manager 
to respond to disclosures of DFV, many business leaders would like more support, resources, 
information and training. Working with My Business, DVNSW are committed to supporting more 
businesses with the tools, resources and confidence to respond. 

The insidious nature of domestic violence can affect all aspects of a victim’s/survivor’s life and together 
as a community, as businesses and as individuals we can provide support, reduce stigma and open 
the space for victims/survivors to feel safe to speak up.

Elise Phillips (she/her)  
Interim Chief Executive Officer, 
Domestic Violence NSW

Delia Donovan 
CEO, Domestic Violence NSW
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Executive Summary
Domestic and Family Violence (DFV), DFV is any behaviour, in an intimate 
or family relationship, which is violent, threatening, coercive or controlling, 
causing a person to live in fear. DFV occurs in all types of personal or family 
relationships or intimate partnerships and care arrangements, and whilst 
DFV can affect both genders, the primary victims/survivors are women 
and their children. 

One of the key findings was the prevalence of DFV in Australian 
workplaces. 54.77% of respondents indicated that they had 
observed, or suspected, that one of their employees or colleagues 
was experiencing DFV.

As Australians we spend a huge amount of time in the workplace or more recently, interacting with 
our colleagues remotely. As such, employers are uniquely positioned to identify issues and support 
victims/survivors, however, 31.41% of survey respondents3 did not consider themselves to be well 
equipped as leaders to help a victim/survivor in the workplace or to manage the potential negative 
impact on the organisation itself.

The label Domestic and Family Violence (DFV) implies a societal problem which occurs in the home 
and is therefore remote to the workplace. As such, DFV is not always seen as a workplace issue.

However, business does not operate in a vacuum, and neither can it exist outside of society. If a person 
is living with a DFV issue or situation, it will continue to have an impact upon them in the workplace. 
Increasingly businesses are understanding that what happens outside the workplace has an impact 
on the world of work.

Ahead of the proposed changes to either the Modern Awards or the National Employment Standards 
(NES), Business NSW, Domestic Violence NSW and My Business sought to understand the current 
awareness and understanding of DFV amongst business owners and what businesses are currently 
doing to help victims/survivors in their employ.



Domestic and Family Violence in the Workplace 8Domestic and Family Violence in the Workplace 8

In simple terms, Domestic Violence NSW recommends the following 9 points 
that employers should consider to help victims/survivors who have sought help 
from their employer:

Provide a safe work environment that promotes respect and gender equity

Provide opportunities for employees to disclose their experience of domestic and family violence 

and seek support, if they choose to.

Avoid pressuring employees to talk about domestic and family violence if they do not want to

Provide information for employees on where they can obtain help

Protect the privacy of employees experiencing domestic and family violence

Be flexible to support people experiencing violence to maintain their employment 

(financial benefits as well as dignity and normality)

Recognise how difficult it can be for victims/survivors to leave an abusive relationship

Recognise that the period leading up to and after a victim/survivor leaves can be the riskiest in 

terms of their safety

Proactively learn about domestic and family violence, share information with employees 

and contribute to efforts to prevent violence and increase gender equity.

I was physically assaulted by my partner. The police were called, and 
I had to appear in court the next day to apply for an intervention order. 
I rang work and advised that I wouldn’t be in and explained the situation. 
My boss was angry at me for not attending work. The next day when 
I arrived, I was sent on one weeks forced leave as I had visible bruising 
on my face. I had no family, money or support as I was embarrassed. 
I felt so very alone4.
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Introduction
Domestic and Family Violence is a scourge on modern society.  1 in 4 women and 1 in 13 men have 
experienced domestic or family violence (DFV)5. While both genders can be victims/survivors, women 
are disproportionately impacted by DFV, with 1 in 3 women aged over 15 years having experienced 
physical violence at the hands of an intimate partner and on average across Australia, 1 woman a week 
is murdered by her current or former partner6.

The label Domestic and Family Violence (DFV) implies a societal problem which occurs in the home 
and is therefore remote to the workplace. As such, DFV is not always seen as a workplace issue.

However, business does not operate in a vacuum, and neither can it exist outside of society.  If a person 
is living with a DFV issue or situation, it will continue to have an impact upon them in the workplace. 
Increasingly businesses are understanding that what happens outside the workplace has an impact on 
the world of work and moreover, 1 in 5 of victims/survivors experiencing DFV have indicated that their 
experience of violence continues into the workplace7.

We run the risk, at times, of being a nation of bystanders comforted 
by a few statistics. Let me tell you, there are people dying and people 
whose lives are absolutely ruined as a result of domestic violence and, 
what’s more, we are all, as a society, the victim.

David Morrison, former DCA Board Chair and Director, Our Watch.

If the societal burden wasn’t enough, the cost of violence against women is high and increasing 
in Australia. A pre-Covid 2015 report estimated that violence against women cost the Australian 
economy $21.7 billion a year, with victims bearing the primary burden of this cost8. And the cost to 
Australian businesses is equally as high. A subsequent 2016 report estimated the impact of DFV on 
the business sector to be $1.9 billion9 derived of:

$806 million in victim/survivor absenteeism;

$443 million in perpetrator absenteeism; and

$96 million in associated administrative costs, for example sourcing and training replacement staff.
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Both the Fair Work Commission and the Federal Government recognise that business has a role to 
play in helping victims/survivors manage the impact on their lives of instances of DFV.

At the time this report was drafted (September 2022) The Federal Government had introduced 
legislation to amend the Fair Work Act 2009 to provide for 10 days of paid family and domestic violence 
leave in the National Employment Standards (NES), replacing the existing entitlement in the NES to 5 
days of unpaid family and domestic violence leave.

The proposed change to the NES entitlement follows the Fair Work Commission’s decision to increase 
the family and domestic violence leave entitlement in Modern Awards from 5 unpaid days to 10 
paid days, albeit the implementation of this change has been postponed, awaiting the anticipated 
changes to the NES.

What is Domestic and Family Violence?
Domestic and Family Violence (DFV), DFV is any behaviour, in an intimate or family relationship, which 
is violent, threatening, coercive or controlling, causing a person to live in fear. DFV occurs in all types 
of personal or family relationships or intimate partnerships and care arrangements and whilst DFV can 
affect both genders, the primary victims/survivors are women and their children. 

Physical violence;

Sexual assault or sexually abusive behaviour;

Verbal abuse;

Emotional or psychological abuse;

Stalking;

Financial abuse;

Spiritual or cultural abuse;

Behaviour by a person that causes a child 

to be exposed to a situation of DFV;

Abuse or threatened abuse of pets;

Damage to property or belongings;

Technology assisted abuse; or

Serious neglect where there is a 

relationship of dependence.

Coercive control is the most common risk factor present prior 
to a domestic violence homicide10.

Contrary to many people’s opinion, is not just physical in nature and can take many forms, which are 
often more difficult to detect than bruising. According to the Fair Work Ombudsman’s description11, 
examples of DFV may include:
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Employer Awareness and Understanding 
of Domestic and Family Violence
Ahead of the proposed changes to either the Modern Awards or the National Employment Standards 
(NES), Business NSW, Domestic Violence NSW and My Business sought to understand the current 
awareness and understanding of DFV amongst business owners.

It is important to understand the current position to be able to effectively advise business on how 
to manage and implement the proposed new legislation, and importantly, both engage with their 
employees on DFV and prepare their leaders, managers and supervisors for conversations with team 
members about instances of DFV.  

Accordingly, Business NSW, Domestic Violence NSW and My Business undertook a joint survey 
amongst business owners to determine the current understanding and impact of DFV on Australian 
businesses. Details of the methodology and demography of the survey are included in section 9 
of this report.

Concerningly, greater than 40% of respondents were unaware of the proposed changes to the 
NES. Of all respondents, only 23.12% of businesses currently offered a paid DFV leave entitlement, 
indicating that the proposed changes to the NES would have a significant impact on up to 80% of 
Australian organisations. That said, 88.44% of respondents supported paid DFV leave demonstrating 
a strong commitment from businesspeople to help and support victims/survivors.

Over 88% of business leaders support paid DFV leave.

One of the key findings was the prevalence of DFV in Australian workplaces. 54.77% of respondents 
indicated that they had observed, or suspected, that one of their employees or colleagues was 
experiencing DFV. In the majority of cases, the instance of DFV was not physical, demonstrating both 
a wide awareness of the various forms of DFV as well as the pervasive nature of the problem:
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Of those leaders and/or colleagues 
who suspected that a co-worker 
was experiencing DFV, 31% chose 
not to respond or get involved 
in any way, overwhelmingly 
because they were unsure of how 
to respond or how to approach 
the conversation.

Significantly, 23.63% of survey respondents had been approached by a 
colleague to discuss an instance of DFV, and that instance had impacted either 
that victim/survivor individually or their role indirectly.
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Nearly 1 in 4 respondents had been approached to 
discuss an instance of DFV with a colleague as the 
victim/survivor12..
Individuals’ performance at work was also impacted in a number of ways, typified by distress, 
absenteeism, distraction or a general decline in performance.

Understandably and beyond the impact on the 
individual victim/survivor, identified instances 
of DFV had a wider impact on the performance 
of the organisation, with more than 40% of 
respondents indicating a loss of productivity and/
or a direct financial impact.

Over half of business owners 
had observed or suspected 
that an employee was 
experiencing domestic or 
family violence and more than 
40% believe their business had 
lost money as a result of DFV.
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Legal Responsibilities as An Employer

Existing legal responsibilities
Currently, your legal responsibilities as an employer under the Fair Work Act are to provide the 
following relevant minimum entitlements to a team member:

The opportunity for your employee to take unpaid family and domestic violence leave;

The ability to request flexible working arrangements;

Where requested by an employee other than a casual employee, to take annual leave and/or

In certain circumstances, to take paid or unpaid personal/carers leave.

Unpaid family and domestic leave provides for up to 5 days of unpaid leave in each 12-month 
period of employment which:

Does not accumulate;

Is available in full from the first day an employee starts work with a new organisation;

Renews after each full 12 months of employment; and

Can be taken in several or just one tranche.

Employees experiencing FDV or providing care or support to an immediate family or household 
member experiencing FDV can request flexible working arrangements relating to those 
circumstances. If the employee is eligible under s 65 of the Fair Work Act, an employer will need to 
respond to the request in accordance with that Act.

Finally, paid or unpaid personal or carers leave doesn’t necessarily extend to taking leave to do 
something to deal with the impact of family or domestic violence, however, it does apply:

to recover from personal illness or injury 

to provide care or support to an immediate family member or household member recovering from 

personal illness or injury, or 

for unexpected emergencies involving an immediate family member or household member.
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Proposed changes to minimum entitlements
The Federal Parliament has introduced new legislation to ensure business continues to support 
victims/survivors.

To that end, legislation has been introduced to provide a universal annual entitlement to 10 days paid 
FDV leave in the National Employment Standards.

This leave will be available to all employees including casuals when they are rostered and will be 

available ‘upfront’ on commencement of employment.

The leave will be payable at the rate that the employee would have earned had they not taken the 
leave (not the base rate) and is available where: 

a. the employee is experiencing family and domestic violence; and 

b. the employee needs to do something to deal with the impact of the family 

and domestic violence; and

c. it is impractical for the employee to do that thing outside the employee's hours of work.

d. The evidentiary requirement for the new form of paid FDV leave remains the same as the current 
unpaid FDV entitlement, that is:

Evidence that would satisfy a reasonable person that the 
leave is taken because the employee needs to do something 
to deal with the impact of the family and domestic violence 
and it is impractical for the employee to do that thing outside 
the employee's hours of work.

It is proposed that the operative date for this new form of leave is 1 February 2023 for businesses over 
15 employees and 1 August 2023 for small businesses.

This followed a decision in May 2022 where the Fair Work Commission agreed to amend all Modern 
Awards to include a minimum entitlement to 10 days paid FDV leave. The introduction of the NES 
entitlement will mean that those proposed changes to modern awards are now not necessary.
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What Can Employers Do to Help?
As Australians we spend a huge amount of time in the workplace or interacting with our colleagues 
remotely. As such, as employers, we are uniquely positioned to identify issues and support victims/
survivors. Australia’s CEO Challenge recommends a 3-tier approach to supporting victims/survivors in 

the workplace13:

1. Recognise the signs of DFV in the workplace;

2. Respond appropriately to changes in behaviour or performance; and

3. Refer victims/survivors to seek help from qualified providers. 

However, 31.41% of survey respondents14 did not consider themselves to be well equipped as 
leaders to help a victim/survivor in the workplace or to manage the potential negative impact on the 
organisation itself.

Of the 2.45 million active businesses in Australia, 
2.35 million employ less than 20 full-time 
equivalent (FTE) staff. Australia’s economy is 
driven by small businesses and as such, it is 
not surprising that it often falls to the business 
owner to be the person responsible in their 
organisation for helping team members through 

instances of DFV.

Of all respondents, 39.70% had not allocated a 

role to be responsible for helping staff members 

who are victims/survivors in instances of DFV.

We are a small organisation with only one employee. We are small 
enough to be flexible and adjust to not only domestic violence but any 
other life challenges our employees face. I have experienced domestic 
violence myself in the past so have valuable experience to bring to the 
workforce in that regard.
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Leaders are taught to problem solve and, in many cases, 
the impact of DFV on both the affected employee and 
the organisation are not ‘problems’ that can be solved by 
a line manager.

Your leader takes the matter seriously, believes the employee, tells them it’s not their fault and that 

violence (in any form) is never okay;

 Your leader uses a calm and reassuring tone;

Your leader acknowledges how hard it must be for the employee to talk about what is 

happening to them; 

Your leader puts safety first and checks for an immediate threat;

Your leader is aware of how the employee’s cultural and linguistic background could affect their 

understanding of domestic and family violence;

Your leader provides practical support by asking how you, as their employer, can help;

Your leader gives information about their entitlements and your workplace’s family and domestic 

violence policy;

Your leader provides information about local and/or national support services available; and

Your leader follows up with their team member to continue providing support. 

In addition to this recommended approach, your organisation may want to provide additional 
support, however, of those organisations surveyed, only 4 in 10 had any additional proactive 
measures or policies in place to support their leaders, managers and supervisors. Where additional 
support did exist, it was typically in the form of access to Employee Assistance Programs (EAPs). 
Other progressive solutions include flexible work arrangements, DFV leave policy, safe lockers or other 
safety measures such as building security.

If an employee initiates a conversation with their manager or supervisor, or indeed, a leader 
approaches a team member with a concern, the Fair Work Ombudsman recommends that:
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23.63% of survey respondents had been approached by a colleague to discuss their instance 
of DFV, which supports the Fair Work Ombudsman’s approach15, which is to start by listening. 
Their recommendations, in this case, are to:

We have policy on violence including the use of security cameras. 
I have an open-door policy if someone is seeking help. We keep a small 
amount of cash for any emergencies and staff do not have to explain 
if they need the cash and it is understood that people can ask for help 
at any time. We provide healthy lunches for all staff and snack food for 
kids. We have an after-schoolwork space for kids who need to be safe 
and complete homework until their parent has finished work. This is so 
children are not left in unsafe places on their own.

We were always open with our staff having chats about all sorts of things 
but when this was suspected, as a domestic violence survivor myself, 
we invited the staff member in for a chat and broached the subject. 
Asked if she wanted help, which she did, and we were able to assist and 
support her through the processes16.

Start a conversation;

Talk to your colleague about their workplace entitlements and the options available to them, such 

as taking leave or accessing flexible work arrangements;

Discuss possible safety measures you could implement if your employee feels unsafe in the 

workplace, such as screening the employee’s incoming calls, blocking emails, changing a phone 

number, or changing working hours or location;

Provide your employee with information on where they can get help; and finally

Ensure you take steps to ensure all disclosures and activities are kept confidential. 
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Sources Of Help
This is a confronting topic and you or one of your team may find some of the content of this 
report distressing.

If you suspect that one of your team members may be experiencing DFV, you could direct them to 
one of the following sources of help:

1800RESPECT 1800 737 732
A national counselling helpline for information and support

Lifeline Australia 13 11 14
A national charity providing all Australians experiencing emotional distress with access to 24-hour 
crisis support and suicide prevention services.

NSW Domestic Violence Line 1800 65 64 63
A NSW-wide counselling helpline, information and support.

National Violence and Abuse Trauma Counselling 
and Recovery Service 1800 385 578
A 24/7 free and confidential counselling

Men’s Referral Service 1300 766 491
A service for men, or friends and family of men who are using violence.
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Survey Methodology 
and Demography
The survey was undertaken by My Business, in conjunction with Business NSW and Domestic 
Violence NSW, during March and April 2022. 398 respondents completed the survey, which was 
undertaken online.

Age breakdown of survey respondents

Respondents were drawn from 
across Australia.

Respondents were 
representative of all genders.
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