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When Domestic Violence Comes to Work
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DID YOU KNOW?

Fast Facts About Domestic Violence
• A study of domestic violence survivors found that 74%
percent of employed battered women were harassed
by their partner while they were at work.
• While many think only about the physical abuse
associated with domestic violence, financial abuse
occurs in 99% of all cases of domestic violence.
• Financial instability is one of the largest obstacles for
survivors seeking safety and one of the reasons that
survivors most often give for why they stay or have
returned to their abuser.
• Relatives and other personal acquaintances committed
28% of all workplace homicides in which women were
victims, and 4% of all workplace homicides in which
men were victims.
• Approximately 37% of women seeking injury-related
treatment in hospital emergency rooms were there as a
result of injuries inflicted by a current or former spouse
or partner.

emphasize that no violence or
threats of violence should take
place on workplace grounds or
while an employee is on duty
or acting in the interests of the
employer, and they should spell
out potential consequences of
such actions. This approach
holds true whether the person
making the threat is to a coworker, vendor, or intimate partner
at home. It allows companies to
discipline abusive employees
who are violent or who threaten
2

violence, including those who
use workplace phones, faxes,
or e-mail to harass their intimate
partners.
State and municipal laws vary
greatly with reference to intimate
partner violence and workplace
issues such as unemployment
insurance and nondiscrimination
laws.
Companies
should
work directly with their legal
departments to develop policies
and
programs.
They
can

access up-to-date information
on
legislation
regarding
intimate partner violence and
unemployment insurance, leave
for victims of domestic violence,
nondiscrimination laws, domestic
violence policies, and workplace
restraining orders at the Legal
Momentum
website
(www.
legalmomentum.org). The focus
of workplace policies and plans
should be safety issues for the
victim and for the workplace.
Keep in mind that a workplace
policy and program is only as
good as the internal culture that
supports it. Companies must
create a workplace in which
victimized employees believe that
they will get help and will not be
fired or discriminated against for
sharing this information with a
supervisor or manager. The same
must be true for batterers who
voluntarily seek help through
workplace resources.
STEP THREE: Provide training – recognize, respond, and refer
A series of departments within
each organization should be
trained; first and foremost, all
members of the interdisciplinary
team should receive training. This
training includes awareness and
general knowledge of intimate
partner violence and familiarity
with the company’s policies and
protocols in handling such cases.
The Florida Coalition Against
Domestic
Violence
and
local
certified
domestic
violence centers can assist
with providing training and
assistance
to
community
partners and organizations. For
additional information email:
bottomlineondv@fcadv.org.
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The goal is to train managers to
recognize -- to be aware of signs of
violence for potential victims and
perpetrators, and local domestic
violence service providers often
can assist with this training at little
or no cost. Because managers
are not in a position to address
domestic violence as a separate
issue unless the employee
self-discloses
the
problem,
managers should understand
how to respond – to appropriately
address changes in behavior that
is affecting performance. Finally,
managers should learn to whom
to refer – whom to call internally
and externally if such a situation
arises.
The
Florida
Domestic
Violence Hotline is available
24 hours a day/7 days a
week at 1-800-500-1119
and is staffed with trained
advocates available to assist
domestic violence survivors,
their family and friends, as
well as community partners.
Hotline advocates provide
support, advocacy, outreach
and information and referral
services.

Training should include issues of
privacy and confidentiality. In some
companies, information regarding a
domestic violence situation is kept
separately from the regular employee
file to protect the confidentiality of
the victim. Company representatives
should not give personal advice
or counseling (unless they are part
of an in-house EAP)—this type of
help should be left to the experts.
Explanations of items, such as
protective orders and how to
enforce them under local law, are
helpful. Training should outline what

actions are appropriate and what
referrals are available. Policies and
protocols are guidelines, however,
and there are not always blackand-white correct answers. Many
incidents have to be handled on a
case-by-case basis.
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. Employees should
learn how to communicate with a
victim or a perpetrator. As in the
case of managers, co-workers are
not counselors but are facilitators
for helping co-workers.
STEP FOUR: Build awareness through
workplace communications
Employers can use newsletters,
payroll stuffers, e-mail, intranet
sites, posters, and brochures to
provide ongoing information to
employees.
Employers
should
incorporate
information
about
awareness of domestic violence
into employee orientation programs,
handbooks,
or
intranet-based
human resources information. For
the best effect, educational and
awareness programs on domestic
violence should be intertwined with
other complimentary programs.
Employee wellness fairs, workplace
safety programs, and family issues
seminars are effective venues for
sharing information about intimate
partner violence.
STEP FIVE: Enlist employees’ help to
ensure a violence-free workplace
Employees should know that they
will not be penalized for seeking
help for themselves, their families,
or co-workers. In conjunction with
the human resources department
and
EAP
(if
applicable),
employers should offer resources
for victims of intimate partner
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violence and abusers. 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. Employers must
work with victims to develop an
individualized workplace safety
plan without making assistance
contingent on any action by the
abused person (eg, leaving the
batterer). For additional employee
education, employers can invite
local resource groups, such as local
shelters, counseling groups, or law
enforcement agencies, to provide
speakers for company programs.
Most local groups are happy to
provide speakers and information.
STEP SIX: Broaden communications
to include the community, 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,
3

suppliers,
shareholders,
and
government officials. Networking
with other employers to share
case studies and best practices
strengthens
the
employer’s
program and provides a forum
to provide assistance to other
employers that may be interested
in addressing domestic violence
as a workplace issue.
Employers who implement best
practices are willing to network
with other businesses about how
to handle tough and delicate
issues and challenges. Whether
individually or in groups, these
employers are committed to
reaching out to the community
to engage local service providers
in training their staff or EAP
members. They also engage
employees in volunteer activities
for service providers. They partner
with service agencies for events,
such as medical fairs, employeewellness fairs, and community
projects, and conduct drives to
collect clothes, toys, furniture,
or money for a local domestic
violence program or shelter.

One example of this type
of partnership is Changing
Lives:
A
Collaboration
Between Florida Allstate
Agents
and
Domestic
Violence
Centers.
The
Allstate Foundation, Allstate
Florida and FCADV focus
on two primary goals, to
increase financial resources
available
for
economic
opportunities for domestic
violence
survivors
and
establishing
communitydriven partnerships between
local Allstate agents and
their community’s certified
domestic violence center.
For
more
information:
www.fcadv.org/changinglives-collaborationbetween-florida-allstateagents-and-domesticviolence-centers
Employers who take on the
challenge of addressing intimate
partner violence as a workplace
issue are true leaders. They
are choosing enlightened self-

Sponsored by FCADV and the State of Florida, Department of Children and Families.

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.”
Printed with permission from
the Corporate Alliance to End
Partner Violence edited for space
considerations. Full article is
available at: http://www.caepv.org/
membercenter/files/six_steps_for_
creating_a_successful_workplace_
program__may_2009_.pdf

FCADV serves as the professional
association for Florida’s 42 certified
domestic violence centers and is the
primary representative of survivors
and their children in the public policy
arena. The Coalition works to end
violence by providing leadership,
advocacy, education, training,
technical assistance, public policy
development, public awareness
and support to certified domestic
violence centers in Florida.

Florida’s Certified Domestic Violence Centers
Abuse Counseling and
Treatment, Inc.
Aid to Victims of Domestic
Abuse, Inc.
Another Way, Inc.
CASA-Community Action
Stops Abuse
Center for Abuse and
Rape Emergencies, Inc.
Citrus County Abuse
Shelter Association
Dawn Center of Hernando
County
Domestic Abuse Council,
Inc.
Domestic Abuse Shelter, Inc.

Family Life Center
Favor House of Northwest
Florida, Inc.

Ocala Domestic Violence/
Sexual Assault Center

Harbor House, Inc.

Peace River Domestic
Violence Center

Haven of Lake and Sumter Counties, Inc.

Peaceful Paths
Quigley House, Inc.

Help Now of Osceola
County, Inc.

Refuge House, Inc.

Hope Family Services,
Inc.

Safehouse of Seminole
County

Salvation Army
Brevard County
Domestic Violence
Program
Salvation Army Domestic
Violence and Rape Crisis
Program of Panama City
Salvation Army Domestic
Violence Program of West
Pasco County
Serene Harbor, Inc.

Hubbard House, Inc.

Safe Place and Rape
Crisis Center

Lee Conlee House

SafeSpace, Inc.

Shelter for Abused
Women & Children, Inc.

Martha’s House, Inc.

Safety Shelter of St.
John’s County (Betty
Griffin House)

Sunrise of Pasco County,
Inc.

Miami-Dade Advocates
for Victims

Shelter House, Inc.

The Haven of
R.C.S.
The Spring of
Tampa Bay, Inc.
Victim
Response, Inc.
(The Lodge)
Vivid Visions
Women in
Distress of
Broward County
YWCA of Palm Beach
County (Harmony House
Program)

Micah’s Place

Remember: Help Is Here!
Florida Domestic Violence Hotline • 1-800-500-1119 • 24 hours a day/7 days a week

