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Consistent with the Second Action Plan’s priorities, this submission supports a comprehensive 
workplace framework with stronger emphasis on prevention, workforce capability, victim-survivor-centred 
approaches and system integration. Australia has made substantial progress by recognising FDV as a 
workplace issue and by introducing paid FDV leave through national employment standards. However, 
our research shows that awareness, accessibility, confidentiality, stigma, manager capability, 
employment insecurity and inconsistent organisational practices continue to limit practical access to 
support. The Second Action Plan therefore presents an opportunity to move beyond compliance and 
embed a comprehensive workplace systems approach. 

3. Key Findings: Workplace Research 

 

Our research identifies six recurring challenges that should inform the Second Action Plan.  

First, awareness of FDV leave and workplace support remains uneven, where information is located in 
policies, enterprise agreements or intranet pages that workers may not access at moments of crisis. 
Some workers only discovered the entitlement through unions, colleagues or external support services. 
To address this, workplaces should implement a centralized, clearly communicated, and easily 
accessible system for sharing information about FDV leave and available support. 

Second, fear of stigma remains a major barrier for disclosure. Victim-survivors fear judgement, 
reputational harm, career consequences, reduced rostered hours or adverse treatment. In small 
workplaces, concerns about confidentiality can be particularly acute. Workplace systems that rely 
heavily on victim-survivors self-identifying therefore place additional burden on people already 
experiencing risk and vulnerability. 

Third, workplace capability is inconsistent. Some organisations provide high-quality support, designated 
contact officers, compassionate management and clear referral pathways. Others lack basic awareness 
of obligations and available options. Manager responses are especially important. While a trauma-
informed and confidential response can support safety and confidence; a poorly handled response can 
deepen harm and discourage further help-seeking1. Nationally endorsed training and guidance would 
help reduce this variability. 

Fourth, casual workers face particular challenges. Workers in precarious employment may fear loss of 
shifts, reduced future opportunities or negative perceptions if they request leave or adjustments. These 
concerns are important because employment insecurity can intensify economic dependence and reduce 
the practical ability to leave violence. The Second Action Plan should ensure that workplace support is 
accessible to all workers. 

Fifth, hybrid and remote work require renewed attention. Research on working from home during the 
COVID-19 period showed that employers often relied on visible cues or informal workplace observation 
to identify distress2 . These approaches are inadequate where violence is hidden, where coercive control 
is digital, or where a worker is isolated from colleagues. Guidance for remote and hybrid environments 
should address safe communication, privacy, technology-facilitated abuse, flexible arrangements and 
alternative pathways to support that do not depend on visible disclosure. 

Sixth, workplace responses currently focus mainly on victim-survivors and insufficiently address people 
who use violence. Workplaces can be misused to perpetrate abuse through phones, email, rosters, 
surveillance, payroll information, leave systems or contact with colleagues. The Second Action Plan 
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status, occupation or location, can access safe and meaningful support, and that workplaces contribute 
actively to the National Plan's vision of ending violence against women and children within a generation. 
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