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Objectives:

• Identify the impacts of family violence on the 
workplace

• Discuss the role of an employer in 
addressing family violence

• Examine practices for addressing family 
violence at the workplace 

Presenter
Presentation Notes
Why do we call it “partner violence” instead of “domestic violence”?  Because we want to get people out of thinking it is “just a domestic,” or something that only affects two people at home.  By calling it partner violence we also draw attention to the fact that it does not only happen to people who are in a “domestic situation” together -- 

Partner violence by definition is abusive behavior between two people in an intimate relationship—including couples who are dating, living together, or married. The abuse may be physical, verbal, emotional, sexual, or socioeconomic.
According to research in the US, the one risk factor that both victims and batterers share is exposure to violence between their parents in their families of origin.  Partner violence cuts across all classes, genders, ages, faiths, races, and regions. 
So – why isn’t this a private matter – after all, it happens at home, right?
Partner violence can happen to anyone. . . and it happens to people who come to work – and sometimes it is played out at work



What is CAEPV?

• CAEPV (www.caepv.org) is the only 
national nonprofit in the US  founded by 
the businesses with a mission to impact 
partner violence through the workplace. 

Presenter
Presentation Notes
CAEPV is the only national organization of it’s kind founded by the business community itself with a mission to educate and aid in prevention of domestic violence through the influence of the workplace.

CAEPV members are part of this nonprofit partnership of businesses because they believe that ending domestic violence IS everybody’s business, and that the business community is one of the best networks to distribute information about this issue.  Many of them also realize this is an issue of “enlightened self-interest” – it is in their best interest to prevent intimate domestic violence.




Partner Violence:
Definitions

• Type IV Workplace Violence (Personal 
Relationship) –Incidents in which the perpetrator 
may or may not have a relationship with the 
workplace, but has a personal relationship with the 
intended victim. 

• Partner violence is a pattern of coercive or abusive 
behavior (not just physically) from one partner to 
another in an intimate relationship 

Presenter
Presentation Notes
Why do we call it “partner violence” instead of “domestic violence”?  Because we want to get people out of thinking it is “just a domestic,” or something that only affects two people at home.  By calling it partner violence we also draw attention to the fact that it does not only happen to people who are in a “domestic situation” together -- 

Partner violence by definition is abusive behavior between two people in an intimate relationship—including couples who are dating, living together, or married. The abuse may be physical, verbal, emotional, sexual, or socioeconomic.
According to research in the US, the one risk factor that both victims and batterers share is exposure to violence between their parents in their families of origin.  Partner violence cuts across all classes, genders, ages, faiths, races, and regions. 
So – why isn’t this a private matter – after all, it happens at home, right?
Partner violence can happen to anyone. . . and it happens to people who come to work – and sometimes it is played out at work



Why Are We Talking 
About This?

“When you solve million dollar problems every 
day for a living, when you have a problem 
with your partner abusing you, you figure 
you can solve that problem, too.  The trouble 
is, you can’t, because you did not make the 
person start hitting you, and you can’t make 
them stop.”

Presenter
Presentation Notes
IT CAN HAPPEN TO ANYONE.  AS A SENIOR EXECUTIVE IN ONE OF OUR MEMBER COMPANIES SHARED WITH ME, “WHEN YOU SOLVE MILLION DOLLAR PROBLEMS EVERY DAY FOR A LIVING, WHEN YOU HAVE A PROBLEM WITH YOUR PARTNER ABUSING YOU, YOU FIGURE YOU CAN SOLVE THAT PROBLEM, TOO.  THE TROUBLE IS, YOU CAN’T, BECAUSE YOU DID NOT MAKE THE PERSON START HITTING YOU, AND YOU CAN’T MAKE THEM STOP.”
 
WE ALL KNOW THAT NO ONE LEAVES THEIR PROBLEMS OR WORRIES AT THE DOOR WHEN WE GO TO WORK, RIGHT?  IF I’M WORRIED ABOUT MY SICK CHILD, I’M NOT GOING TO STOP WORRYING JUST BECAUSE I’M AT WORK.  
 
THE SAME THING IS TRUE FOR PEOPLE INVOLVED IN FAMILY VIOLENCE.  NOT ONLY ARE THEY THINKING ABOUT WHAT IS GOING ON AT HOME, THEY ARE EFFECTING THEIR WORKPLACE AND THOSE AROUND THEM.  AND HOW MUCH ARE THE PROBLEMS AT HOME AFFECTING WORK?




Victims Words About How 
DV Affected Them at Work:

‘I took time off work  to enable bruising to go away . . .  

‘I resigned-- I was too ashamed to face my colleagues with my 
injuries.’

‘I applied for a promotion and put my life into that interview -- I 
knew it was the only way I could move to another part of the 
country and escape.’

‘The bruises and disfigurement as well as my anxiety should 
have prompted my manager to refer me for some support or 
counseling.’

‘It wasn't the physical violence because bruises and cuts go 
over time, it was the psychological abuse which stayed with me 
and affected my whole life.’

Presenter
Presentation Notes
I WANT TO SHARE SOME WORDS WITH YOU – WORDS FROM VICTIMS OF DOMESTIC VIOLENCE TALKING ABOUT HOW IT AFFECTED THEIR WORK PERFORMANCE:
I TOOK TIME OFF WORK - BOTH ANNUAL LEAVE AND SICKNESS - TO ENABLE BRUISING TO GO AWAY AND SO THAT NO ONE WOULD SEE THE DAMAGE. ALSO, I DIDN'T APPLY FOR PROMOTION AS ABUSER HAD UNDERMINED MY CONFIDENCE SO MUCH.’ ��‘I RESIGNED, AS I WAS TOO ASHAMED TO FACE MY COLLEAGUES WITH MY INJURIES.’ ��‘I APPLIED FOR A PROMOTION AND PUT MY LIFE INTO THAT INTERVIEW, AS I KNEW IT WAS THE ONLY WAY I COULD MOVE TO ANOTHER PART OF THE COUNTRY AND ESCAPE.’ ��‘THE BRUISES AND DISFIGUREMENT AS WELL AS MY ANXIETY SHOULD HAVE PROMPTED MY MANAGER TO REFER ME FOR SOME SUPPORT OR COUNSELING.’ ��‘IT WASN'T THE PHYSICAL VIOLENCE BECAUSE BRUISES AND CUTS GO OVER TIME, IT WAS THE PSYCHOLOGICAL ABUSE WHICH STAYED WITH ME AND AFFECTED MY WHOLE LIFE.’





Medical Costs

• Direct medical costs associated with domestic 
violence in the US are 1.8 BILLION a year

• One study found that US women experiencing 
partner violence have increased health care costs -
- $1,775 more a year than a general female 
enrollee in one study

• Another study found that women experiencing 
partner violence had healthcare costs averaging 
more than  $5,000 (US) per year, compared to an 
average of $2,900 for women in the control groups 

Presenter
Presentation Notes

In the US, we’ve taken a look at the costs as outlined above.  

Direct medical costs associated with domestic violence in the US are 1.8 BILLION a year!
One study found that US women experiencing partner violence have increased health care costs -- $1,775 more a year than a general female enrollee in one study
Another study found that women experiencing partner violence had healthcare costs averaging more than  $5,000 (US) per year, compared to an average of $2,900 for women in the control groups. 

Here are some statistics related to medical costs associated with intimate partner violence

A study that examined 1997 - 2002 medical records of several groups of adult female patients of an HMO in Seattle found that women who are victims of physical or sexual domestic violence visit their doctors more often than other women. Annual health-care costs were significantly higher for the women who were victims of domestic violence. Their health-care costs averaged more than $5,000 per year, compared to about $3,400 for those in the second group and $2,400 for those in the third group. (Ulrich YC, Cain KC, Sugg NK, Rivara FP, Rubanowice DM, Thompson RS. Medical care utilization patterns in women with diagnosed domestic violence. American Journal of Preventive Medicine. 2003; 24(1): 9-15.) 






What Do Employees          
Experience?

• 74% of victims are harassed at work by the abuser
• 37% of those involved in partner violence felt its impact 

reflected in lateness, missing work, difficulty keeping a 
job, and difficulty advancing in careers

• 25% of workplace problems are rooted in family violence
• In the US, intimate partner violence victims lose the 

equivalent of more than 32,000 full-time jobs-and nearly 
5.6 million days of household productivity as a result of 
the violence. 

Presenter
Presentation Notes
What about the employees who are victims? 


74% of victims are harassed at work by the abuser(Report on Costs of Domestic Violence, Victim Services of New York, 1987) 


37% of those involved in partner violence felt its impact reflected in lateness, missing work, difficulty keeping a job, and difficulty advancing in careers(Results of EDK National Telephone Poll, September 1997) 


In the US, intimate partner violence victims lose the equivalent of more than 32,000 full-time jobs-and nearly 5.6 million days of household productivity as a result of the violence ((Costs of Intimate Partner Violence Against Women in the United States, US Centers for Disease Control. Report released April 28, 2003) �
Clearly, these are going to be productivity issues for the business – and work retention issues for the victims




How Is This Affecting the 
Workplace?

Productivity
Absenteeism
Presenteeism
Healthcare

Safety

Manager
Family 
Member

Batterer Co-Worker

Victim



Bureau of Labor Statistics 
Survey October 2006

Playing the Percentages Game:

13% 

24.1%

4%

Presenter
Presentation Notes
13% of  US workplaces have a formal policy or program to address Workplace Violence (WPV)
Of 1000+ workplaces reporting WPV – Domestic violence is #3:  
Co-worker 34.1%
Customer/Client 28.3%
Domestic violence 24.1% 
Criminal 17.2%
Only 4% of workplaces provided training on domestic violence and its impact on the workplace

70% of US workplaces have no formal policy or program to address workplace violence
Of the 30% who do– only 44% of those address domestic violence in the workplace
Half of the largest establishments (employing 1,000 or more workers) reported an incident of workplace violence. The most prevalent type of incident was co-worker (34.1 percent), followed by a customer or client (28.3 percent), domestic violence (24.1 percent), and criminal (17.2 percent)
In this survey, only 4% of all establishments provided training on domestic violence and its impact on the workplace 
 
Note that this found a much lower number of employers addressing domestic violence in the workplace than the CAEPV survey did – this was a much larger sample size representing over 24,000 employers which they could extrapolate to representing over 7 million workplaces with a confidence level of 95% so is probably more accurate. 



Who Does It Affect?

• In February of 2008, the CDC released 
the most comprehensive US survey 
regarding intimate partner violence -
23.6% of women and 11.5% of men 
reported at least one lifetime episode of 
intimate-partner violence. 

Presenter
Presentation Notes
In a report released in July, 2000, the Justice Department and Centers for Disease Control found that nearly 25 percent of women, and about seven percent of men say they have been assaulted by a current or former partner. 




US National Telephone 
Survey- Impact on Victim

• 21% of the full-time employed adults 
polled identified themselves as victims 

• 64% percent of them indicated their 
ability to work was significantly impacted



Telephone Survey –
Impact on Co-Worker

• 31% felt obliged to cover for co-worker who as a 
victim

• 38% were concerned for their own safety

• 27% had to do the victim’s work

• 25% resented co-worker due to the situation

Presenter
Presentation Notes
What about co-workers?  The co-workers we polled felt the impact too.  They felt it in a variety of ways as you can see by this slide.  Just imagine, if a workplace had a domestic violence program, none of these issues would arise, because the situation would be out in the open and the employer would be aware and responding, rather than co-workers feeling they have to cover for a victim.





Impact on Perpetrator’s 
Work Life

The Maine Department of Labor found that: 

• 78% of surveyed perpetrators used workplace 
resources to express  remorse or anger, check up on, 
pressure, or threaten their victim

• 74% had easy access to their intimate partner’s 
workplace

• 21% of offenders reported they contacted the victim  
at the workplace in violation of a no contact order

Presenter
Presentation Notes
Impact of Domestic Offenders on Occupational Safety & Health:  A Pilot Study from Maine of 2003 found that:




What is CAEPV?

• The only NGO in the US  founded by corporations 
themselves with this mission 

• Members companies represent over a million 
employees across the US

• Members include large and small private employers, 
units of local government, and service providers 
themselves

• Corporate Alliance Against Domestic Violence UK 
and Hurriyet in Turkey are international sister 
organizations and members

Presenter
Presentation Notes
CAEPV is the only national organization of it’s kind founded by the business community itself with a mission to educate and aid in prevention of domestic violence through the influence of the workplace.

CAEPV members are part of this nonprofit partnership of businesses because they believe that ending domestic violence IS everybody’s business, and that the business community is one of the best networks to distribute information about this issue.  Many of them also realize this is an issue of “enlightened self-interest” – it is in their best interest to prevent intimate domestic violence.

Currently, Corporate Alliance member companies in the US reach over a million employees nationwide with this message. Members include companies like VERIZON WIRELESS/ Illinois Wisconsin Region, American Express, Mary Kay, Philip Morris, Kraft Foods, Liz Claiborne, and Eastman Kodak.  These companies work together and share information about their programs related to domestic violence and the workplace, as well as  how they can work together to help employees involved in domestic violence.  





Why Was CAEPV 
Created?

• Business community as area of influence in society

• Workplace has existing mechanisms for 
communicating with people (their employees) 
through workplace communications

• Opportunity for businesses to work together on this 
issue and bring a unified message that partner 
violence is a business issue 

Presenter
Presentation Notes
To help you understand this a bit better, I would like to share a story with you that I think will help you understand one of the reasons the Corporate Alliance was created:

In 1987 the Philadelphia Coalition on Domestic Violence ran a print ad targeted at the local business community with the headline “Do You Want a Solution to a $5 Billion Dollar Problem?”   The advertisement ran in metro Philadelphia newspapers, suburban newspapers, and local business publications.  It emphasized that domestic violence is a social problem and labor crisis that businesses needed to address.  It offered free assistance and literature to businesses.  The Coalition did not receive a single call



Why Not Get Rid of All the 
Victims and Batterers?

• You don’t know who they all are –

• You’ve created a disincentive for reporting – that is 
a safety concern

• It is less expensive to keep a current employee

• It is against the law in some states and 
municipalities to get rid of a victim of domestic 
violence solely because he/she is a victim



What Is An Employer’s 
Role?

• Recognize – domestic violence as an issue 
impacting the workplace

• Respond – appropriately within the context 
of the workplace

• Refer – to the professionals who can assist 
the employee

• Reach Out – to community resources for 
partnership, expertise, and to support them



What Is An EAP’s Role?

• Expertise – Be sure EAP Counselors have 
specific expertise in recognizing and responding to 
DV as a workplace issue and as a co-issue for 
other cases.

• Advice – Provide advice to employers about the 
appropriate response to DV within the context of 
the workplace, including performance 
management.

• Provide resources and training – to  employers 
for their DV in the workplace programs.



In The News 

Man shoots ex-girlfriend, kills himself in Portage, MI

A Battle Creek woman was shot in the head by her former boyfriend, who then killed himself 
in the parking lot of a State Farm Insurance Company Claims Center.  The female victim, 
28, was taken into surgery at Bronson Methodist Hospital and listed in critical condition. 
The female victim and the man, also 28, had recently ended a 6 ½ year relationship. 

They met in the parking lot of the State Farm Claims Center to exchange some possessions 
when the man shot the woman in the head. Then he got into a truck and shot himself in 
the head. 

There were no witnesses to the shooting, police said. State Farm officials said the female 
victim has worked for the company for the past five years as a claims representative. 
Company officials had on-site counseling today for employees at the Portage Road 
location and offices in Grand Rapids and Marshall for employees who know the female 
victim. 

"We're very concerned and our hearts are going out to her and her family," The State Farm 
spokeswoman said.  



Possible Warnings Signs 
Potential Victim

• Uncharacteristic absenteeism or lateness for work
• Sudden or sustained drop in productivity
• Uncharacteristic signs of anxiety or fear
• Isolation, unusual quietness, keeping away from 

others
• Unexplained injuries or injuries that do not fit the 

explanations of how they occurred
• Minimization and denial of harassment or injuries
• Sensitivity about home life or hints of trouble at home

Presenter
Presentation Notes
Uncharacteristic absenteeism or lateness for work
Sudden or sustained drop in productivity
Uncharacteristic signs of anxiety or fear
Requests for special accommodation, such as leaving early or time off to attend court
Isolation, unusual quietness, keeping away from others
Unexplained injuries or injuries that do not fit the explanations of how they occurred
Sensitivity about home life or hints of trouble at home




Possible Warning Signs 
Potential Victim 

• Excessive calls/visits/faxes from a current/former 
partner (Do these interruptions seem to cause distress 
to the employee? Is there a reluctance to converse or 
respond to messages?)

• Irrational or unfounded fear about losing his/her job
• Inability to  travel for work
• Clothing inappropriate to season (long sleeves in 

warm weather/wearing sunglasses inside)
• OVERACHIEVER (remember – work may be this 

person’s only lifeline)

Presenter
Presentation Notes
Excessive calls/visits/faxes from a current/former partner (Do these interruptions seem to cause distress to the employee? Is there a reluctance to converse or respond to messages?)
Minimization and denial of harassment or injuries
Irrational or unfounded fear about losing his/her job? 
Inability to  travel for work?
Clothing inappropriate to season? (long sleeves in warm weather/wearing sunglasses inside)
OVERACHIEVER (remember – work may be this person’s only lifeline)




Possible Warning Signs:
Potential Batterer

• May (or may not) demonstrate violence at work
• May bully others at work
• Blames others for problems, especially the victim
• Denies problems
• Defensive injuries (scratches)
• Absent or late due to court or other issues related 

to the abuse
• Calls victim repeatedly during work hours

Presenter
Presentation Notes
An abuser may behave in the following ways: 
•  May or may not demonstrate violence at work. 
• May bully others at work. 
• Blames others for problems, especially the victim. 
• Denies problems. 
• Shows “defensive injuries” (such as scratch marks). 
• Is knowledgeable about the legal and social service systems and use it to his/her advantage so it appears that he/she is the victim. 
• Is absent or late related to his/her actions toward the victim or for court or jail time. 
• Calls victim repeatedly during work. 




Creating A Workplace 
Program

Step One:  
• Get buy in from the top
• Organize a multi-disciplinary team to 

oversee the process
– Human Resources
– Legal
– Security
– Other (Medical, Communications, EAP,etc)
– Subject Matter Experts

Presenter
Presentation Notes





Creating A Workplace 
Program

Step Two: Develop a workplace policy 
on Domestic Violence

• Make it clear that using your workplace 
time and resources to threaten or 
commit domestic violence is not 
acceptable

Presenter
Presentation Notes





Creating a Workplace 
Program

Step Three: Develop and Provide 
Training 

• Multidisciplinary Team 
– These individuals should be trained on the policy 

and protocol and also “DV 101.” Local subject 
matter experts can assist with this.

• Managers
• Employees

Presenter
Presentation Notes
Step Three – Provide training.  There are a series of departments within each organization that should be trained; first and foremost, all members of the interdisciplinary team. This includes awareness and general knowledge of intimate partner violence, as well as familiarity with the company’s policies and protocols in handling such cases. This should include specifics like who brings the team together when a case comes up, how are cases reviewed, etc. This must take place before any internal publicity about the policy/program.
 
Managers - Goal is to train managers to be aware of signs of violence for potential victims and perpetrators, and local domestic violence service providers can often assist with this training at little or no cost.    Because the manager is not in a position to address domestic violence as a separate issue unless the employee self-discloses, it is important that managers understand how to appropriately address changes in behavior affecting performance and who to call internally if such a situation arises.   
Training should also include issues of privacy and confidentiality.  In some companies, information regarding a domestic violence situation is kept separately from the regular employee file in an effort to protect the confidentiality of the victim.  Company representatives should not give personal advice or counseling (unless they are part of an in-house employee assistance program)—this should always be left to the experts. It is also helpful to include an explanation of items such as protective orders and how to enforce them under local law.  Training should outline what actions are appropriate and what referrals are available.  At the same time, it is important to keep in mind that policies and protocols are guidelines, as there are not always black and white “right answers.” Many incidents will have to be handled on a case-by-case basis.  

Security - should be trained specifically to perform threat assessments, help create individual workplace safety plans and assist victims of intimate partner violence by providing escorts to and from the office, securing parking and work spaces, call screening, and other services. In some states, employers can apply for orders of protection on behalf of victimized employees. Arizona, Arkansas, California, Colorado, Georgia, Indiana, Nevada, Rhode Island and Tennessee currently have laws regarding workplace restraining order Employees -- Employee education should include an understanding of intimate partner violence, possible warning signs, and how to respond sensitively and confidentially when victimized employees are identified. It is also important to inform employees how to communicate with a victim or a perpetrator. As in the case of managers, co-workers are not to become counselors, but rather facilitators for helping co-workers get the help they need.  
� 



Creating a Workplace 
Program

Step Four: Build awareness through 
workplace communications

• New Employee Orientation
• Posters
• Brochures
• Employee Health Fairs
• Department Meetings
• Intranet/Internet

Presenter
Presentation Notes
Step Four - 
Build awareness through workplace communications.  Employers can use newsletters, payroll stuffers, e-mail, company intranet, posters, and brochures to provide ongoing information to employees.  Many such materials are available free-of-charge or for a nominal fee from local service providers and other organizations such as the Corporate Alliance to End Partner Violence. Employers should also incorporate domestic violence awareness information into employee orientation programs, handbooks, or intranet-based human resource information.  For best effect, domestic violence awareness and education programs should be intertwined with other programs that are complimentary.  Employee wellness fairs, workplace safety programs, and family issues seminars are all effective venues for sharing intimate partner violence information. 



Creating a Workplace 
Program

Step Five: Enlist employees’ help in ensuring 
the workplace is a violence-free zone

• Employees won’t be penalized for seeking 
help

• Employees won’t be penalized if they are 
concerned about someone else

Presenter
Presentation Notes

Employees should know that they will not be penalized for seeking help for themselves, their families, or co-workers. 
Employees should be educated regarding security procedures to keep themselves and others safe in the workplace, including how to avoid inadvertently giving batterers access to victims and where to go to report a potential threat. Employees should receive information on how to recognize the signs of a troublesome or abusive relationship and know where to turn for assistance for themselves or for co-workers. 
A 2001 study found that perpetrators of deadly domestic violence had several common characteristics, including extreme jealousy and possessiveness, stalking, and hitting victims at least once before the death occurred. All of these abusers had been violent with a previous partner. In this study, everyone who was close to the victims and perpetrators knew that something was wrong in the relationships but did not intervene. Companies should empower employees to take a stand—as caring co-workers and as the company’s ambassadors. Interested employees can form a communications task force that works within the guidelines established by the cross-functional steering committee to implement a communications plan.















Ancillary issues may include conducting threat assessments or watching for “toxic” gossip





Creating a Workplace 
Program

Step Six: Broaden communications to 
include members of the community 
including stakeholders in your industry and 
other organizations

Reach out into the community to 
strengthen community response to 
domestic violence– this enables 
community organizations to be good 
resources for employees 

Presenter
Presentation Notes
Step Six - Broaden communications to include the community and important stakeholders in the company’s industry and other organizations. 

Employers can spread the word and encourage other companies to participate by communicating the message to key external stakeholders including local and trade media, community and trade organizations, customers, suppliers, shareholders, and government officials. Networking with other employers to share case studies and best practices not only strengthens the employer’s program, but it provides a forum to provide assistance to other employers that may be interested in addressing domestic violence as a workplace issue. 





Best As A Team Effort -
DVRT

• Multi-Disciplinary Team/Domestic Violence Response 
Team
– A case = DV situation that currently affects or has the 

potential to affect workplace security and performance. 

– Suggested DVRT includes: Security, Human Resources, 
Legal,  Employee Assistance Program. Local law 
enforcement and subject matter experts   may be 
consulted as needed.

– Back-ups for each employee above should be 
determined in the event they are unavailable

Presenter
Presentation Notes
Multi-Disciplinary Team/Domestic Violence Response Team
A case = DV situation that currently affects or has the potential to affect workplace security and performance. 
Designated member of the DVRT is notified by the HR or Corporate Security member who first speaks with the victim or manager.  
Suggested DVRT includes: Security, Human Resources, Legal,  Employee Assistance Program. Local law enforcement and subject matter experts   may be consulted as needed.
Back-ups for each employee above should be determined in the event they are unavailable




The CIGNA Team Approach
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Role of Managers,HR 
and Security

• Managers, Human Resources and Security should 
avoid taking the role of a counselor when talking 
with or providing resources to an employee 
experiencing domestic violence. 

• Rather, they should provide support, workplace 
resources, and referrals. In addition, they should 
focus on security and safety for both the victim and 
entire workplace. 

Presenter
Presentation Notes
Human Resources and Corporate Security should avoid taking the role of a counselor when talking with or providing resources to an employee experiencing domestic violence.  
Rather, they should provide support, workplace resources, and referrals. In addition, they should focus on security and safety for both the victim and entire workplace. 




Workplace Violence
Assessment Tool

(Courtesy Gap Inc.)

Presenter
Presentation Notes
This first sample is from the Assessment Phase, and is a new tool.  This tool will assist us with initially determining the risk level and appropriate partner for any type of alleged workplace violence situation.
(walk through the tool, explaining how to use it)

Transition to the next tool, the Interim Safety Steps



Interim Safety Steps
(Courtesy Gap Inc.)

Presenter
Presentation Notes
This tool will help us to review and recommend the most appropriate safety steps to take, based on the threat level determined using the assessment tool.

What you can’t see here is that this tool also contains suggested safety steps for the employee who may need to take precautions outside of work.

(transition to the next tool, WPV Resource Guidelines)



Why Doesn’t My 
Employee Just Leave?

Would You? . . . .

Presenter
Presentation Notes
Have people go through exercise of process if it was them leaving

WHAT ARE THE BARRIERS TO A VICTIM LEAVING? 
It is difficult for victims to leave domestic violent relationships. Contributing to that difficulty are (1) the dynamics of a violent relationship; (2) the failure of society to hold abusers accountable for their abuse; and (3) the lack of social support for victims. 
Some of the specific barriers that victims may face include: 
  Economic dependency 
  Religious beliefs 
  Cultural issues 
  Feelings of shame, love, and fear for themselves and/or their children 
  Fear for their lives — the chances of a victim being killed by an abuser rise dramatically during the departure/separation period 
10



Potentially The Most 
Dangerous Time?

• In cases of homicide related to domestic 
violence; 75% of the time it is when the 
victim is leaving or has left the abuser

• Leaving is potentially VERY dangerous for a 
victim – this must be kept in mind and 
communicated to employees



Possible Safety 
Procedures

• Distribute perpetrator's photo
• Close parking space/parking in supervised area 
• Security escort to car/public transportation
• Change employee shift 
• Telephone directory/email– consider having the victim’s 

number/email removed from external access or changed. 
• Offer temporary relocation to another facility 
• Ensure employee has an emergency cell phone
• Avoid locating victim in isolated workstation out of site of 

fellow employees

Presenter
Presentation Notes

Implementing Safety Procedures If you suspect an employee is a victim of domestic violence, be sure that you and any security personnel you have on your staff are well trained and aware how to approach the issue and the employee . Remember to take IMMEDIATE ACTION every time you become aware of a problem or potential problem. These recommendations can be used as part of an overall workplace safety plan if there is an immediate threat to the employee: 

Distribute perpetrator's photo
Give victim a close parking space or parking in a supervised area 
Offer victims a security escort to their cars or to  public transportation
Change the employee's shift 
Review staff telephone directory – consider having the victim’s number removed, or having external calls to the victim re-routed
Offer temporary relocation to another facility 
Ensure the employee has an emergency cell phone
Avoid locating the victim in an isolated workstation out of site of fellow employees




What About Possible 
Abusers?

• Follow written company policies 

• Include other team members as appropriate 
before taking any action (ex: Security, HR)

• Respond Appropriately

• Discipline or terminate carefully

• Provide EAP as a Counseling and Referral 
Resource Tool

Presenter
Presentation Notes
What about abusers?  What if you think an employee is an abuser?  

First of all, it is important to note that it is NOT a negative reflection on your business to employ batterers  -- statistically it is just as likely as it is that you employ victims!

Bearing in mind that this is uncharted territory –what do we know about batterers?

They come from all walks of life
Battering is a learned behavior
Battering is not gender-specific
Battering doesn’t stop when the victim leaves
Battering leads to death - 
Batterers work for you

 Getting an abuser to professional help is the abuser’s best shot at changing.  If someone you know is an abuser, urge him or her to get professional help if you feel you can safely approach the person.  Urge the abuser to:

Contact the employer’s EAP for a confidential consultation
Look in the telephone book for services, or call area shelters for information on abuse groups








Things to consider

• Policies and protocols are guidelines only

• Environment must be open and comfortable for 
employees to come forward to get help

• Integrate this issue into existing infrastructure you 
already have

• Do you an EAP provider?  Check in with them and 
find out how they handle domestic violence cases.  
Don’t assume they are trained

Presenter
Presentation Notes
I would also add that your system has to work correctly at all levels so the training issue is exceedingly important.

In the case of the University of Washington, Rebecca Griego did all the right things in reporting her situation to the proper people, indicating she had a restraining order, etc, but the communcation broke down with a supervisor.




Preliminary Key Findings 
(Harris Poll of Women Using 

EAPs)

• Background and Outcomes of EAP Contacts:
• Among EAP users, nearly half (46%) of women 

contacted their EAP after being encouraged by 
someone they know; 20% were encouraged by a 
manager or supervisor.

• The vast majority of EAP users (89%) used the 
help they received.

• 71% of EAP users report that their work                
performance improved after contacting their EAP.



Preliminary Key Findings 
(cont’d)

Satisfaction with EAPs and Areas for 
Improvement

• Nearly all EAP users (93%) say that they 
would recommend that other women who 
have had similar experiences contact their 
EAPs for help.



Preliminary Key Findings 
(cont’d)

Barriers to EAP Use for Intimate Partner Violence
• Among women who did not contact their EAP 

about IPV experiences, the most common reasons 
given were they did not think of it (32%) and were 
not comfortable talking about it (24%).

• Among EAP users, confidentiality was the most 
common concern reported with two-thirds (67%) 
saying they were worried that their employer would 
find out.



Use of EAP Help

No
11%

Yes
89%

Did you use the help 
you received when you 
contacted your EAP?

What actions did you take 
as a result of contacting your EAP?



Change in Work 
Performance

BASE: CONTACTED EAP AS A RESULT OF IPV OR SIDE EFFECT (n=760)
Q1000  Did you use any of the help you received when you contacted your EAP about…?
Q1005  Which of the following actions, if any, did you take as a result of contacting your EAP about …?  Please select all that apply.



What Happens In A “Four R” 
Workplace?

• Workplace policy -- and understand DV affects 
workplace productivity, absenteeism, turnover, healthcare 
costs, and safety

• Managers/HR DO -- understand how to recognize 
potential warning signs, how to respond in the workplace

• Managers/HR are NOT -- domestic violence counselors –
but provide referrals to resources –

• Leave/Benefit Policies -- PTO is available for use to go 
to court, counseling, move to shelter, etc.  

Presenter
Presentation Notes
Workplace policy --  addressing domestic violence and an understanding that the issue affects workplace productivity, absenteeism, turnover, healthcare costs, and safety

Managers/HR DO -- understand how to recognize potential warning signs, how to respond in the workplace – when behavior and performance intersect

Managers/HR are NOT -- domestic violence counselors – but provide referrals to resources – HR, EAP, National DV Hotline, Neville House

Leave/Benefit Policies – PTO is available for use to go to court, counseling, move to shelter, etc.  




What Happens In A “Four R” 
Workplace? (cont.)

• Education/Communications – Employees are provided with 
information about domestic violence, how it impacts the 
workplace, where they can get assistance. 

• Safety – Safety of employees is primary consideration

• Integration – Messages are integrated into all aspects of 
work/life. 

• Workplace culture – People understand they can come 
forward to get help and won’t lose their jobs

• Partnerships – Volunteerism, donations, use of business 
services, etc.
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Education/Communications – Employees are provided with information about domestic violence, how it impacts the workplace, where they can get assistance. 
Safety – Employee safety is taken into consideration – workplace is listed on order of protection, employee shift or location may be changed, employee parking may be changed, etc.
Integration – Messages are integrated into all aspects of work/life.  Safety, family, health, new employee orientation - any where it fits.
Workplace culture – People understand they can come forward to get help and won’t lose their jobs




Resources 

• CAEPV Sample Policy
• CAEPV Article on “Six Steps” for 

creating a workplace program
• Liz Claiborne Sample Policy & 

Guidelines 
• Liz Claiborne RRR Wallet Card & Tri-

Fold Pamphlet
• CAEPV Newsletter National Telephone  

Survey Results



For More Information

Corporate Alliance to End Partner 
Violence  

www.caepv.org
domesticviolenceworkplace.blogspot.com

kwells@caepv.org

Presenter
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Here are two web sites that can help you with additional information and ideas for setting up your own workplace program – our CAEPV web site and a web site created by some of our CAEPV members in New York.  Sample policies and steps implementing some of the ideas I talked about today are just a few examples of the information you will find on these web sites.

Although measurement of costs and benefits may be an important consideration, it should not stop employers from recognizing the good they can do for their employees and society by implementing awareness and education programs on intimate partner violence within the workplace. Employers who take on the challenge of addressing intimate partner violence as a workplace issue are true leaders. They are choosing enlightened self-interest in an effort to save lives— and change society. As a survivor of intimate partner violence shared with me, ‘‘Were it not for my company’s program on intimate partner violence, not only would I probably not have a job, I would probably not be alive today.’’




“The world is a dangerous place to live, not 
because of the people who are evil, but 
because of the people who do not do 
anything about it.”

Albert Einstein
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