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Introduction 

Good Afternoon. I am delighted to have the opportunity to represent Women’s Aid before the 

Committee today. 

Women's Aid is a leading national organisation that has been working in Ireland to stop domestic 

violence and abuse1 since 1974. In this time, the organisation has built up a huge body of 

experience and expertise on this issue, enabling us to best support women and share this 

knowledge with other key stakeholders.  

 

Women's Aid endorses the introduction of paid Domestic Violence Leave in Ireland as a vital 

support for survivors, and welcomes the opportunity to make this statement to the Joint 

Committee today regarding the Domestic Violence Leave Bill.  

 

Financial independence from an abusive partner is essential for women experiencing domestic 

abuse, and employment is a key element of financial independence. Women’s Aid believes that 

paid Domestic Violence Leave, can play an important role is supporting abused women to remain 

in employment and therefore expanding their agency and choices. 

 

Women’s Aid warmly welcomes this Bill and its proposed vehicle primarily being through an 

amendment to the Working Time Act.  

 

Why is this needed? 

At least 1 in 4 women in Ireland have been subjected to some form of abuse (emotional, physical, 

sexual, economic, coercive control) from a current or former partner.  

 

                                                            
1 While recognising that the legal term in Ireland is ‘domestic violence’ we acknowledge that many victims/ survivors 

identify more with the term ‘domestic abuse’ or 'intimate partner violence'. Women’s Aid uses these terms 
interchangeably in this submission to refer to the same set of abusive behaviors perpetrated by current or former 
intimate partners (including emotional, physical, sexual and financial abuse and coercive control).  
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A 2014 survey carried out by the Trade Union Congress in the UK and the Republic of Ireland found 

that domestic violence affects performance and attendance at work. Of those who experienced 

domestic violence over 40% said the abuse affected their ability to get to work and 56.7% said they 

had to take time off work as consequence of the abuse. 

 

Benefits introduction of statutory paid leave for survivors of Domestic 

Violence/Abuse. 

Paid Domestic Violence Leave is used in other jurisdictions for survivors to be able to attend to 

important and urgent matters related to domestic violence, which cannot be dealt with after hours 

or which need immediate attention. This could be because these activities are at a specific time, 

which cannot be changed, (e.g. Court), because they are not open after hours or because it is safer 

for the survivor to attend while the perpetrator thinks they are at work. Domestic Violence Leave 

should include activities are not already covered by other forms of leave such as Sick leave or Force 

Majeure. 

The introduction of paid Domestic Violence Leave through this Bill potentially offers survivors a 

number of important benefits including: 

 retaining employment and financial independence, which is critical to being able to make 

choices about leaving 

 reducing the risk of poverty and deprivation 

 enhancing safety:  

 repositioning responsibility to the external factor of the abuser 

 supporting dignity in the workplace 

 the request of leave could be an opportunity to offer other forms of support and link in 

with specialist organisations 
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Legislation that works for Victims/Survivors 

Our concerns with any such legislation are that there should not be excessive barriers to paid leave 

for domestic violence being requested or granted including: 

 employers requiring high level of proof of domestic violence such as accepting only Police 

reports or court orders  

 lack of awareness of the paid leave as an option 

 fear that confidentiality will not be maintained 

 stigma and shame 

Ideally, all employers should introduce clear domestic abuse policies and procedures to create a 

clear, consistent and transparent context for responding to employees suffering abuse, and 

employees perpetrating abuse. There should not be an emphasis on requiring proof for employees 

to avail of this leave.  

We advocate an approach based on trust and collaboration. Our position is that this will be sufficient 

given the low likelihood of an employee unnecessarily disclosing an experience of domestic abuse 

for anything but authentic reasons. This issue carries with it stigma and shame which any statutory 

measures ought to try to mitigate and not exacerbate by requiring further ‘proof’ of abuse2.  

                                                            
2 Women’s Aid does not believe it likely that this would be a form of leave that would be ‘abused’. In fact, in Australia research by the 

University of New South Wales investigating the implementation of domestic violence clauses in selected workplaces, shows that both 

the uptake of Domestic Violence Leave and the number of days taken are low.  

 

The UNSW Report found that only 35.3% of employers offering Domestic Violence Leave had received a request for this Leave in the 

previous 12 months. This means that the majority of these employers had no Domestic Violence Leave requests. Of those that had 

requests, the average time off for paid leave in the previous 12 months was 43 hours (ranging between 8 and 202 hours). The average 

time off for unpaid leave was in the previous 12 months was 19 hours (ranging between one and 65 hours).  

 

The Australian Council of Trade Unions confirms this is consistent with what other employers have identified. For example, Telstra, which 

has approximately 33,000 employees, stated that for the period November 2014 (when the Family Violence Policy was introduced), to 

July 2015, only 17 individuals across Australia had used the leave entitlement (12 women and 5 men), taking a total of 45 days leave. In 
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Notice of Leave 

While employees should be required to give advanced notice of leave when possible, there may be 

emergency situations when this is not and this should be allowed for. It therefore needs to be 

treated in a similar fashion to Force Majeure whereby it can be applied at short notice or 

retrospectively. 

 

In our reading of Section 23D,  the Bill does appear to accommodate circumstances where leave 

cannot be pre-arranged and we also welcome the fact that there is no requirement for ‘evidence’ 

stipulated, which is extremely important to ensure the leave is actually fit for purpose. 

 

We note a reference to employees giving notification of Domestic Violence leave ‘in the prescribed 

form’ however; and, would wish to ensure that there is care taken to assure that interpretation of 

what the ‘prescribed form’ for requesting this leave should be. This may be useful to assure that 

employers do not seek to invoke unnecessary and intrusive barriers to employees who may need 

to avail of this particular leave. 

Terms of Leave 

Amount of paid leave 

Women’s Aid believe that the Leave should be at minimum 10 days per rolling 12-month period, 

which is stipulated in the Bill. This should not be reduced3.  

 

Provision additional paid/unpaid leave? 

In certain cases, 10 days may not be enough, and additional unpaid leave may be necessary. 

                                                            
Italy, uptake had been extremely low, with only 150 women having requested it more than one year after it became available, although 

this is possibly because women are not aware of this entitlement 

 
3 This is not overly-generous, for example in Australia and in the UK many Collective Bargaining Agreements grant 20 days paid leave. 

In Italy the law provides for 3 months over 3 years of paid leave 



 

   

   6

 

We recommend consideration of, a process for additional leave to cover exceptional circumstances. 

Ideally, this should be additional paid leave, but at a minimum, some unpaid leave provision which 

could work similarly to Maternity Leave provisions. 

Confidentiality 

A key consideration in regards to Domestic Violence Leave) is confidentiality. Records of Domestic 

Violence Leave must be confidential and only shared on a need to know basis. While the legislation 

is Domestic Violence, how this is treated in a workplace must assure the highest standards of 

confidentiality and data protection, as would sick leave and other sensitive matters. 

 

Under S23D (4) of the Bill employers are to maintain confidentiality in relation to DV leave and it is 

an offence not to do so. There are exceptions to this including disclosing information to “employees 

or agents of the employer who require the information to carry out their duties”. This may be 

sufficient for the legislation, but for successful implementation may benefit from some more 

guidance to assist employers in developing a policy that will be clear on what these exceptions may 

(and may not) be. 

 

Additionally, if there is a dispute about DV Leave in the Labour Courts, there is no requirement that 

this would be in camera, and these can be public. We note that this was previously discussed in the 

JOC and we simply refer again to this possibly requiring some further attention. 

Technical point: 

The definition of coercive control in S 23A seems to apply only to intimate partner perpetrators, and 

not to adult children, parents and to other household relationships. This needs just to be adjusted 

to reflect the definition of domestic violence in the Domestic Violence Act 2018.  
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A question for the Committee 

As stated at the outset, Women’s Aid supports this legislation. We welcome this Bill in particular as 

one that has undergone extensive development consultation and consideration of similar practices 

in other jurisdictions. Many good employers in Ireland have already taken or commenced this step 

to create supportive initiative for employees subjected to domestic abuse as they see it as a 

complete ‘win win’ to be a good employer, and boost productivity and staff retention in a way that 

empowers those most in need. Women’s Aid are currently actively collaborating in this work with a 

range of such employers, as we know are some of the unions.  

 

I want to acknowledge that in early 2021, the Minister commenced an additional consultation 

process on a statutory leave to which we duly made a submission. This was mooted, as a process 

after which it was expected legislation for Domestic Violence leave would be produced. We expected 

the findings of the submissions process and any recommendations to have been published late 2021, 

but they have not yet been. At the same time, the Minister has alluded to some other (yet 

undrafted?) legislative vehicle for a domestic violence leave. Women’s Aid are deeply concerned 

that the opportunity to enact this critically important law should not be delayed; it should not be 

hitched to other legislation, which may be seeking to achieve other tangentially related ends. This 

Bill (which appears on the face of it) to have cross party support – indeed why would it not – should 

be the legislation that Government supports. It cannot wait. 

 

We have met employers, employers groups, unions and of course so many survivors who see the 

huge value of this, with a limited actual cost. We hope that the work by this Committee can progress 

a cross party endorsement for this Bill, without delay or deflection. 

 

Thank you again for the opportunity to submit our views on this important legislation. I am very 

happy to respond to any questions the Committee members may have. 
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Appendix: Other arrangements employers should implement to support employees to 

support implementation of this leave: 

Women’s Aid believes that paid leave is only one element of a number of supports that should be 

available to employees subjected to domestic violence. All employers should ensure that they have 

a clear and accessible domestic violence policy to support affected staff, encourage, and facilitate 

application for paid leave, if required. The arrangements below should be considered for inclusion 

in such policies to support employees and increase their safety (this list is not exhaustive): 

 

• Short-term, flexible working hours and the possibility of changing hours and shift 

patterns 

• Remote working or change of location or duties where possible 

• change of employees work contact details such as email or phone number 

• Safety planning to increase safety in the work place 

• Financial support (e.g. pay advance to cover relocation) 

• Protection from dismissal or adverse action against an employee because of 

domestic violence 

• Referrals to specialist organisations 

• Access to designated staff trained in domestic violence within the workplace 

 

More generally, awareness-raising activities in the workplace, including signposting to clear policies 

and information on the rights of employees who are victims of domestic abuse would help in 

promoting a supportive culture and facilitate disclosure. Training of managers and HR staff is also 

key to provide appropriate support. 

 

Women’s Aid provide dedicated consultancy, support and training service to employers who are 

interested in enhancing welfare and wellbeing initiatives for their employees by introducing 
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Domestic Abuse policies and procedures. More information can be found by contacting our Training 

Administrator on 01 6788858 or email training@womensaid.ie.  

 

www.womensaid.ie 

National 24hr Freephone Helpline: 1800 341 900 

 

 

mailto:training@womensaid.ie
http://www.womensaid.ie/

