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Executive
Summary

This report reviews the effectiveness of paid Family and Domestic
Violence (FDV) leave in Australia since its introduction as a National

Employment Standard in 2023. Drawing on interviews with 38 I
stakeholders, an online qualitative survey of 70 workers affected by

FDV, and seven in-depth victim-survivor interviews, the study examines
awareness, accessibility, and workplace implementation of the
entitlement across sectors and organisation sizes. While paid FDV leave
is widely regarded as a critical safety mechanism, uptake remains
significantly lower than expected.

Findings highlight a combination of individual, organisational, and
systemic barriers—including stigma, fear of disclosure, confidentiality
concerns, limited awareness, inconsistent processes, and onerous
evidentiary requirements. Casual and precarious workers face
particular challenges, and small businesses struggle with operational
capacity. When implemented well, paid FDV leave provides victim-
survivors with vital financial and job security; however, meaningful
effectiveness requires improved communication, strengthened privacy
protections, trauma-informed training and processes, and more
consistent, supportive workplace practices. The report offers
recommendations to enhance access, reduce gatekeeping, and ensure
that FDV leave fulfils its role as a vital workplace entitlement.
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Background and
Regulatory Context

The evolution of FDV leave in Australia

Family and domestic violence was historically framed as a private matter, with limited
recognition of its profound implications for employment, worker safety, and economic security.
Over the past decade, sustained advocacy by unions, community organisations, and
researchers has repositioned FDV as a workplace issue requiring structural responses. This
shift culminated in the Fair Work Amendment (Paid Family and Domestic Violence Leave) Act
2022 (Cth), which entitles all workers—including full-time, part-time, and casual workers—to
10 days of paid FDV leave per year. The entitlement is designed to support workers
experiencing FDV in maintaining employment while undertaking essential activities, such as
attending court, seeking medical or legal assistance, or making safety plans. Importantly, FDV
is now a protected attribute under the Fair Work Act, prohibiting adverse action or
discrimination against workers who are experiencing or have experienced FDV (Fair Work Act
2009 [Cth], ss. 106A-106C; Fair Work Amendment [Paid Family and Domestic Violence Leave]
Act 2022).

Regulatory framework and implementation challenges

In 2019, the International Labour Organization introduced Convention 190 (C190) on the
Elimination of Violence and Harassment in the World of Work, marking a global milestone
shaped by more than a decade of collaboration among civic organisations, activists, trade
unions, and employer groups. Australia ratified C190 in 2023 and implemented it in 2024,
expanding national obligations to recognise all forms of violence and harassment, including
gender-based violence, across all work-related settings and for workers in diverse contractual
and non-standard forms of employment. Consistent with these principles, this research adopts
the broader term "worker" rather than "employee" to reflect the range of contemporary work
arrangements.

While C190 has informed Australian policy settings, the translation of these standards into
workplace practice remains inconsistent. The 2024 Flinders Review identified persistent
barriers, including low awareness of entitlements, variable implementation across sectors and
business sizes, and the enduring stigma and fear surrounding disclosure. Against this
backdrop, this research examines the effectiveness of the paid FDV leave entitlement in the 24
months following its introduction. By analysing patterns of awareness, access, and use, the
study provides a nuanced understanding of the structural enablers and obstacles influencing
the uptake of paid FDV leave in Australia.
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Research Methods

Data collection

This project adopted a qualitative, multi-method design. This report draws on:

e Stakeholder interviews (n = 38): Semi-structured interviews were conducted with
representatives from unions, employer associations, community legal services, civil
organisations, and employers across small, medium, and large organisations. These
participants provided insights into policy design, organisational processes, implementation
challenges, and sector-specific dynamics.

¢ Online qualitative survey of workers affected by FDV (n = 70): The survey captured rich
narrative data through open-ended questions, enabling workers with lived experience to
describe their awareness, perceptions, and experiences with FDV leave.

¢ In-depth victim-survivor interviews (n = 7): Victim-survivors who had completed the
survey volunteered to participate in interviews to explore their experiences more deeply.
These interviews focused on disclosure, safety, confidentiality, managerial responses,
evidentiary requirements, and outcomes following (attempted) access to FDV leave.

* Document and literature analysis: Organisational policies, internal procedures, training
materials, and relevant academic and policy literature were reviewed to contextualise
participants’ accounts and compare practice against legislative requirements and trauma-
informed best practices.

Data analysis

Data were analysed thematically using a multi-level framework examining micro (individual),
meso (organisational), and macro (institutional or systemic) factors (Cooke et al., 2025).
Systemic factors encompass the broader regulatory, structural, and social conditions that sit
beyond the control of any single workplace yet influence all workplaces and workers. Themes
were iteratively refined, compared across data sources, and triangulated with policy and
documentary evidence to strengthen the credibility and depth of the analysis.

Ethical considerations
The project followed strict ethical protocols including: informed consent and the right to
withdraw at any time; confidentiality and anonymisation of all data; trauma-informed interview

practices; safety planning for participants; secure storage and protection of sensitive
disclosures. Ethics approval was obtained from the three universities involved in the project.
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Sample

Victim-Survivors

Male
2%

Gender

Female
93.9%
GenZ Boomers
7% 11%

Millenials
43% Gex X

39%
Generation

Overseas NSW
5% 7%

WA
32%

SA
vIC
18% 2%

Primarynigh school

2% )
Postgraduate 11.9%

27.7%

Certificate/VET
11.9%

Education

Bachelor
46.5%

** This sample is not representative of all FDV victim-survivors in Australia, but rather of those
who elected to take part in this research project.




Findings

Key themes

All Levels Under-Utilisation of FDV Uptake is lower than expected, despite high prevalence of FDV.
Leave
All levels Stigma and Fear of Shame, stigma, embarrassment, and fear of judgment or job loss

Disclosure

inhibit disclosure and access to leave.

Individual / Organisational

Financial and Job Security

FDV leave is valued as a safety net, but fear of negative career
impacts persists.

Organisational

Awareness and Visibility

Many workers and managers are unaware of FDV leave entitlements
or how to access them.

Organisational

Inconsistent Implementation

Variability in how leave is promoted, recorded, and administered
across workplaces.

Organisational

Privacy and Confidentiality

Concerns about confidentiality breaches deter victims from seeking
support.

Organisational

Manager/Supervisor
Relationship

Trust in managers is critical; supportive relationships facilitate
access, while poor ones hinder it.

Organisational

Workplace Culture

Cultures that stigmatise leave-taking, normalise over-working, or
operate within male-oriented norms can silence victim survivors.

Organisational

Training & Education Gaps

Lack of trauma-informed training for managers and staff.

Organisational

Costs of Implementation

Cost and operational challenges limit implementation, particularly in
small enterprises.

Requests for documentation can be onerous, intrusive, and

Systemic Gatekeeping and Burdening
Evidentiary Requirements inconsistently applied.
Systemic Impacts on Casuals fear loss of hours or future employment; eligibility and
Casual/Precarious Workers access are unclear.
) . Confusion about when to use FDV leave versus sick or annual
Systemic Overlapping Leave Types
leave.
; Confusion about between leave entitlements, WHS regulations
Systemic Overlapping Regulations o g
and discrimination laws.
Systemic Perpetrators - Policy and Concerning limitations regarding perpetrators.

Intervention
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Thematic

Analysis i

Under-Utilisation and Structural Barriers

Despite the high prevalence of FDV, uptake of paid FDV leave remains low. This paradox reflects
individual, organisational, and systemic barriers, including limited awareness, stigma, operational
constraints, and policy gatekeeping. Small businesses, in particular, face financial and practical

challenges in providing paid leave and may lack the resources needed to implement best-practice
responses.

“For the majority of the victim-survivors that we see, it’s not being used.” (K1, DV Service Provider)

“We didn't have any case. Which doesn't necessarily mean that it didn't happen, which is something
that we are trying to learn a little bit more about as well. This is a topic that is new for us. So I don't
think that we are equipped with everything that we could be equipped, so we are taking part in
workshops and conversations to become more aware as well on how, what can we do better, how can
we create an environment that people can trust.” (E5, Employer, Consulting)

Stigma, Fear and Disclosure

A consistent theme across interviews and survey responses is the strong stigma surrounding FDV and
the accompanying fear of workplace disclosure. Many victim-survivors were reluctant to share their
situation due to shame, embarrassment, or concerns about being judged, labelled as a “difficult
employee,” or facing career repercussions. These worries are intensified in small communities or
close-knit workplaces, where maintaining confidentiality is more difficult. Participants frequently
described the emotional burden of disclosure decisions and the ongoing fear of being labelled or
judged by colleagues or managers.

“I think there's still that little bit of that personal stigma and that cost about how is this going to look
on me if I access this, and that is going to impact me negatively and my colleagues are going to look at
me negatively... I do think employees feel that as a cost for accessing the leave, how they might be
perceived.” (E7, Employer, Public Sector)

“I was worried that they would think that they should hire someone who wouldn't be using that leave,
someone that they would get more value out of... And I was worried that, I guess just like gossip
about it as well.” (VS4, Victim-Survivor)

__Page9 __



Thematic

Analysis i

Financial and Job Security

FDV leave is widely regarded as a crucial safety net, providing valuable financial stability during
periods of crisis. At the same time, many victim-survivors expressed concern that accessing the
entitlement could affect both their immediate job security and longer-term career prospects. Fears
included reduced hours, changes to rostering, subtle retaliation, or being viewed as less reliable, as
well as worries about being overlooked for promotion or placed under additional scrutiny. While the
leave itself is highly valued, these concerns continue to influence decisions about whether to disclose

and seek support.

“FDV leave has been something of a lifesaver for me and my family. To know that I can attend to my
and their safety without the concerns surrounding supporting them financially during that time. To be
able to access this leave, I think, had practically saved our lives.” (VS39, Victim-Survivor)

“On my return to work having taken 20 days paid FV leave my employer mandated I be placed on a
'return to work' plan. I had stepped back from my substantive leadership role to heal from injury
suffered as a result of severe FDV. I was treated like an injured worker requiring rehabilitation into the
workplace. It was a most distressing process, and exacerbated my mental health. I was not permitted
to return to my substantive leadership role until I undertook an independent medical assessment by a
clinical psychiatrist. I required advocacy from my union to challenge the mandated HR process. I felt
the process was discriminatory. On my return to work following union representation, I was then served
a 'Performance Improvement Plan' and felt bullied and harassed by my employer. Ultimately, I resigned
and left the organisation.” (VS8, Victim-Survivor)

__Pagel10 __



Thematic

Analysis i

Awareness and Visibility

Despite legislative changes, awareness of FDV leave entitlements remains low among both workers
and managers. Participants noted that FDV leave is rarely promoted within organisations and that
information is often buried within enterprise agreements or intranet sites. This lack of visibility
presents a significant barrier to access, particularly for new workers or those in precarious
employment.

“When I did the trainihg no one knew. I highlighted the fact that we have domestic and family violence
10 days paid leave and no one knew. No one really knew that it was there.” (K14, DV Service Provider,
Workplace Trainer)

“To say that I had to source the policy, explain its meaning, coach on payroll process and educate on
types of FDV (to my employer) would be a gross understatement.” (VS72, Victim-Survivor)

Privacy, Confidentiality and Trust

Concerns about privacy and confidentiality are paramount. Many victim-survivors feared that
disclosures would not be kept confidential, especially in small businesses or workplaces with limited
HR capacity. Reported breaches—such as supervisors sharing information or leaving sensitive
documents visible—underscore these risks and can severely undermine trust and personal safety. Key
deterrents included privacy concerns, limited trust in management, previous breaches of
confidentiality, and experiences of excessive scrutiny when requesting leave.

“The biggest thing that came out through my conversations with the affiliates was privacy concerns

and where there’s a lack of trust that it’s going to be dealt with in the appropriate manner... There

wasn’t a level of trust within their management team that it would be kept confidential. And so they
chose not to access the leave.” (K18, Trade Union)

“Too many questions were asked; then, other staff saw the leave documents near the rosters.” (VS37,
Victim-Survivor)
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Thematic

Analysis i

Organisational Culture and Leadership Support

Workplace culture plays a pivotal role in shaping responses to FDV. Supportive and empathetic
managers and supervisors can make a critical difference, enabling safe disclosure and access to leave,
while unsupportive or untrained leaders may inadvertently reinforce stigma or mishandle disclosures,
leading to further harm. Gender dynamics also influence comfort and trust, with some victim-survivors
less willing to disclose to male managers, and organisations with more women in leadership often
demonstrating more responsive practices. Although supportive managerial responses can be
transformative, participants noted that not all experiences were positive.

“Not everyone’s got a nice manager... some supervisors manage with or without empathy.” (E11,
Employer, Hospitality)

“My boss did not need a reason for why I was accessing the policy. He did not ask me to go into
details. My boss respected my privacy and instead referred me to people who were trained (trauma
informed) I could speak to.” (VS60, Victim-Survivor)

“If we had a staff member come to us and they were in that kind of situation, we would just give them
the days off anyway (...) when people are going through that, you can see that there are issues, I think
it's just human nature that you'd want to help them.” (Employer 4, Childcare).

"We are very understanding and everybody just rallies behind. If there is a situation that you know,

we've become aware of, our first instinct is to ask how do we support this person? What do we do? How
do we rally behind them?” (Employer 7, NGO).
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Thematic

Analysis i

Training, Education, and Trauma-Informed Practice

There is a clear need for stronger training and support for managers, HR staff, and workers. Trauma-
informed approaches are not yet standard practice, and many leaders feel ill-equipped to respond to
disclosures or provide appropriate support. While most organisations rely on Employee Assistance
Programs, this can shift responsibility to external providers rather than building internal capability.
Reviving or integrating specialist roles—particularly within larger organisations—may offer more
sustained, trauma-informed assistance. Clear policies, targeted training, and accessible referral
pathways remain essential for the meaningful implementation of FDV entitlements.

“There’s more you need to just know generally about FDV. So if any employee comes to you, how do
you deal with that?... Employers need to be aware of what to do and how to respond to somebody
sensitively.” (K3, DV Service Provider)

“I think the training is very much online, a screen full of information. Here's a scenario: was it A, B or C
click, click, click... How much of it really sticks?” (K5, Trade Union)

Evidentiary Requirements and Policy Gatekeeping

The requirement to provide evidence (e.g., police reports or medical certificates) to access FDV leave
is inconsistently applied across organisations and frequently acts as a deterrent. While some
employers accept statutory declarations or waive evidence requirements, others request extensive
documentation. The process of “proving” victimhood can be intrusive and re-traumatising,
discouraging many workers from seeking support.

“I had to talk to a man or a stranger in HR. I was not believed... They wanted bank records, doctor’s
notes (...) I didn't go to the doc because coercive control meant partner wouldn't agree to pay for the
appointments, I couldn't get the evidence they wanted.” (VS4, Victim-Survivor)

“The evidence required by employers can be unreasonable, onerous, intrusive, really difficult for a

worker to access (...) Often the evidence they've requested contains, you know, deeply personal and
distressing information, which workers don't want to share with their employers.” (K12, Trade Union)
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Thematic
Analysis

Impacts on Casual and Precarious Workers

Casual and part-time workers face additional barriers. Many are unaware that they are eligible for paid
FDV leave, or fear that requesting it may lead to reduced hours or non-renewal of contracts. The
irregular nature of casual work also complicates the calculation and administration of leave
entitlements, and workers may not be rostered on the days they need support, limiting access in
practice. As a result, casual and part-time workers experience distinct challenges in using the
entitlement.

“Yes, [they] can get‘ the paid leave, but then, [they] might not get any more hours after that.” (K5,
Trade Union)

“If they're casual, the likelihood of them taking a DV leave day isn't very high at all... They don't want
to jeopardise their employment.” (K15, Community Legal Centre)

"I was casual, so I took some time not working (...) I was unaware of FDV leave in my workplace.”
(VS14, Victim-Survivor)
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Analysis

The findings suggest that while the introduction of paid FDV leave
represents a significant policy milestone in Australia, its effectiveness
is constrained by a complex interplay of individual, organisational, and

systemic barriers. Stigma, fear of disclosure, and concerns about
confidentiality create a high threshold for accessing support.
Organisational cultures and managerial responses further shape
workers’ experiences, with access dependent on levels of awareness,
empathy, training, and the consistency of internal processes. Systemic
factors—such as evidentiary requirements, confusion about leave
types, and the distinct challenges faced by casual and part-time
workers—add further complexity to the landscape.

Importantly, although this investigation was funded by the Western
Australian Department of Communities, data were collected nationally,
and the findings reflect a broader national picture of FDV leave
implementation across sectors, regions, and workplace sizes.

The persistent under-utilisation of paid FDV leave, despite its
availability and legislative grounding, underscores that statutory
reform alone is insufficient. Meaningful implementation requires
cultural and structural change: clear and trusted processes, trauma-
informed capability across all levels of the organisation, and proactive
efforts to build awareness and reduce stigma.

To realise the intent of the entitlement, workplaces must move beyond
basic compliance and actively cultivate environments and
organisational processes that promote safety, trust, and genuine
support for workers. Without clear, consistent, and trauma-informed
processes to operationalise existing policies, the effectiveness of the
entitlement will remain compromised.



Recommendations

Increase awareness and promotion

¢ Actively promote FDV leave entitlements through onboarding, regular communications,
and visible policies.

e Ensure information is accessible to all workers, including casual and part-time workers.

* Ensure safe processes are clearly communicated and easy to navigate.

Foster supportive organisational cultures

* Develop and maintain a culture of empathy, trust, and non-judgment.

* Encourage open dialogue about FDV and normalise help-seeking behaviours.

¢ Assign clear organisational responsibility for FDV processes (e.g., a designated HR/WHS
contact, social worker, or FDV liaison).

Enhance manager and staff training

¢ Provide mandatory, ongoing trauma-informed training for all managers, HR staff, and key
personnel.

¢ Include practical guidance on responding to disclosures, maintaining confidentiality, and
supporting affected workers.

Simplify access and reduce gatekeeping

* Minimise evidentiary requirements and accept statutory declarations where possible.

* Streamline processes to reduce administrative burdens and avoid re-traumatisation.

e Offer multiple confidential pathways for requesting FDV leave when possible (e.g., HR,
designated contact officer, secure online form).

Minimise barriers for casual and precarious workers

e Clarify eligibility and ensure equitable access for all worker types.
¢ Develop flexible rostering and leave-calculation methods that account for the nature of
casual work.
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Recommendations

Strenghten privacy and confidentiality protections

e Implement robust protocols to safeguard privacy and confidentiality.
¢ Strengthen digital and document-handling procedures to prevent accidental breaches

(e.g., secure systems, restricted access).
Limit the number of people involved in processing FDV leave requests.

Integrate FDV leave with broader workplace support

Link FDV leave to other supports, such as EAP services with FDV-trained specialists,
flexible work arrangements, and safety planning.

Provide clear referral pathways to external specialist services.

Establish partnerships with civic organisations experienced in FDV support.
Incorporate FDV into broader WHS risk management and safety planning obligations.

Monitor and evaluate implementation

* Collect and analyse data on FDV leave uptake, barriers, and outcomes, and adapt

practices accordingly.
Engage with workers, unions, and community organisations to continuously review and
refine policies and processes.

Policy and legislative review

e Review and update legislation and organisational policies to address gaps (e.g., for gig

workers, kinship definitions).

Review organisational policies and processes for responding to perpetrators of violence,
recognising that effective FDV responses involve supporting victim-survivors and also
addressing perpetration.

Advocate for national training standards.

Provide tailored guidance, templates, and simplified procedures for small businesses to
support consistent implementation of enitlements.
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Conclusion

Concluding remarks

Addressing family and domestic violence requires coordinated action across
government, community services, unions, employers, and broader civil society.
While each stakeholder has a distinct role to play, workplaces occupy a
particularly critical position.

Work can provide financial security, social connection, stability, and a pathway to
safety. Yet, it can also become a site of risk if responses are inadequate.

As the place where many adults spend a significant portion of their time,
workplaces are uniquely positioned to identify concerns early, offer confidential
support, and ensure that victim-survivors are not forced to choose between their
safety and their employment. Strengthening workplace systems, cultures, and
capabilities is therefore essential to realising the protective intent of paid FDV
leave and ensuring that work contributes positively to individuals' safety, recovery,
and long-term wellbeing.




Ongoing monitoring of FDV leave uptake is essential to
understanding how the entitlement is functioning and where
improvements are needed. Continued data collection will support
evidence-based policy and practice. Workers with lived
experience are invited to contribute through our confidential and
anonymous survey, accessible via the QR code below.

Reciprocal approval to conduct this research has been provided by The University of Western Australia,
Curtin University and University of Technology, Sydney in accordance with their ethics review and
approval procedures (2024/ET000539).

If you are in danger, please call 000.
If any emotional discomfort arises as a result of your participation in this survey, please stop it
immediately and seek support: Beyond Blue (1300 22 4636); Lifeline (13 11 14).
If you need any counselling or support service, please contact 1800RESPECT (1800 737 732).
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