
Responding to 
Domestic Violence, 
Sexual Assault, and 

Stalking in the 
Workplace



Training Agenda

•Definition of Domestic Violence, Sexual Assault, and Stalking 

•Warning Signs & Signals

•Protocol for Responding to and Assisting Employees

•Workplace Violence Policies

•Human Resources Professionals Commitment

•WEAVE Services



Training Goals

Learn To:
•Recognize the signs of abuse

•Respond by communicating a sense of 
empathy for abuse victims and have policies in 

place to reflect this

•Refer clients to help when appropriate



Why Should Employers Care?



Domestic Violence Affects Your Employees

• A woman is victimized by an intimate partner every 1.2 
minutes. 

• At least one million women and 371,000 men are victims 
of stalking in the U.S. each year. Stalkers often follow the 
victim to the workplace.

• Domestic violence and sexual assault costs tax payers at 
least  $8.5 billion a year.

• About half of US mayors report domestic violence as the 
primary cause of homelessness. 

We Can’t Afford Not To Care



Domestic Violence is a Security 
and Liability Concern

• Ninety-four percent of security directors surveyed rank 
domestic violence as a high security problem at their 
company.

• Employers who fail to protect their employees from 
violence at work may be liable. Jury awards for 
inadequate security suits average $1.2 million nationwide 
and settlements average $600,000.

We Can’t Afford Not To Care



Domestic Violence Directly Affects
Employee Productivity

• In one study of batterers, 41 percent had job performance 
problems and 48 percent had difficulty concentrating on the job as 
a result of their abusive behaviors.

• Thirty-seven percent of victims who experienced domestic 
violence reported that the abuse had an impact on their work in 
the form of lateness, missed work, keeping a job, or career 
promotions.

• The Centers for Disease Control and Prevention estimates that 
the annual cost of lost productivity due to domestic violence 
equals $727.8 million, with more than 7.9 million paid workdays 
lost each year.

We Can’t Afford Not To Care



Domestic Violence is a Management Issue
• In a 2002 survey of senior corporate executives, 91 percent 

said that domestic violence affects both the private and 
working lives of their employees.

• In addition, more than half (56 percent) of those surveyed 
were aware of employees who have been affected by 
domestic violence.

• In a 2004 survey, 66 percent of executives said their 
companies’ financial performance would benefit from 
addressing the issue of domestic violence among their 
employees.

We Can’t Afford Not To Care



Sexual Assault and Impact on the Workplace

• The United States Department of Justice estimates that eight 
percent of rapes occur while the victim is working.

• Rape and sexual assault were reported to police at the lowest 
percentage (24%) when compared to other violence crimes in 
the workplace. 

• In 2000, 36% of rape/sexual assault victims lost more than 10 
days of work after their victimization.

We Can’t Afford Not To Care



We Can’t Afford Not To Care

Stalking Directly Impacts the Workplace
• In one study, over 51% of stalking victims indicated that it had occurred at least 

once on work premises.
• Employees may feel more fearful and less able to concentrate on work due to a 

threat, even if not acted upon.
• Stalkers pose risks to company property such as: Damaging buildings, vehicles, 

and other physical property
• Installing spyware on company computers and cell phones
• Monopolizing phone lines by making repeated calls
• One in 8 employed stalking victims lost some time from work for a variety of 

reasons including: Fear or concern for safety, Changing a phone number, moving, 
fixing damaged property.

• The amount of time lost from work ranged from less than 5 days to over 25 days or 
more.



Definition of 
Domestic Violence

• Between intimate partners 

• Pattern of controlling behavior

• Different forms of abuse 

• Abuse takes place on a continuum

• Done to gain power and control 



Five Types of Abuse

1. Physical

2. Emotional

3. Sexual

4. Financial

5. Spiritual



Cycle of Violence

Explosion

False HoneymoonTension Building

Trigger



Warning Signs 
of an Abuser

• Extreme jealousy and 
control

• Quick relationship 
movement

• Unrealistic 
expectations

• Isolation
• Blames others for 

problems/ feelings
• Past abuse

• Hypersensitivity
• Verbal abuse/ threats of 

violence
• Rigid gender roles
• Cruelty to animals or 

children
• Rape fantasies
• Dr. Jekyll and Mr. Hyde 

type personality



Why Do They Stay?



Ask yourself…

• Is there one person in control in 
this relationship?

• Is there anyone fearful in this 
relationship?



Definition of Sexual 
Assault

• Any unwanted sexual act which is attempted or 
committed without the other person’s consent

• Forced sexual contact by date, spouse, family 
member, acquaintance, or stranger

• Any sexual act committed through restraint, 
intimidation, coercion, intoxication, force, or 
unconsciousness



Sexual Assault

• Complex array of symptoms, which may be 
experienced by victims of rape/sexual assault 

• Symptoms similar to Posttraumatic Stress Disorder
• Specialized reaction to trauma
• Rape Trauma Syndrome is usually experienced in 3 

phases:
– Acute Crisis
– Outward Adjustment
– Integration



Acute Phase

• Typically occurs at or near the time of the sexual assault 
and/or when the client is safe to experience this phase.

• It can last hours or days
• Survivors may feel a myriad of different emotions including:

– Shock/Disbelief
– Denial/Minimization of assault
– Depression
– Guilt
– Shame
– Self-blame, self-doubt
– Fear
– Confusion



Acute Phase
• Survivors may also experience behavioral changes:

– Sleep disturbances and nightmares
– Changes in appetite
– Uncontrollable crying
– Panic attacks and inability to control emotions
– Increased irritability and lashing out at others
– Intrusive thoughts
– Inability to concentrate
– Hyperviligance
– Connected to a fractured sense of self and the world
– Flashbacks



Outward Adjustment Phase

• To outside observers, the survivor looks like they are 
getting back to normal, appear to be adjusting.
– Going to work, school
– Take care of family, kids
– Returning to routine activities

• They may verbalize that they are “fine”, “over it”, 
“moving on”, “moving forward”, “not dwelling on 
something that can’t be changed”, etc.



Symptoms In Outward 
Adjustment

• Persistent anger
• Persistent feelings of 

shame, blame, 
helplessness.

• Persistent negative self-
image or body image

• Depression
• Mood swings
• Nightmares with themes 

of violence

• Preoccupation with personal 
safety

• Withdrawal from support
• Inability to trust
• Sexual/intimacy problems
• Physical ailments related to 

stress and/or assault
• Flashbacks
• Panic attacks



Integration Phase

• With integration comes a level of acceptance…
– Symptoms have been alleviated or eliminated
– They begin to feel a sense of empowerment
– They are in touch with their feelings AND are able to 

manage the anxiety and pain
– They gain insight into their feelings

• “The reason I am having nightmares is because the anniversary of my 
assault is next week.”

• “I’m feeling distrustful because I’m in a new phase of my relationship.”



The Trigger

• A trigger may reactivate the crisis
• This can happen at any phase in the healing 

process, even integration.
• Symptoms from the Acute Crisis and Outward 

Adjustment phases may reappear.
• It’s important to reassure them that triggers are 

normal and common AND that he/she is not back 
at square one.



Stalking Defined

Stalking is a course of conduct directed at 
a specific person that would cause a 

reasonable person to feel fear. 



Common Stalking 
Behaviors

• Repeated phone calls (including hang-ups) & making annoying/ 
threatening phone calls

• Vandalism of victim’s property
• Following victim or showing up at places victim frequents
• “Drive-bys” of victim’s home, work, friends, etc. 
• Information gathering on victim – Internet searches, post office, 

utilities, employer, school, etc. 
• Sending letters, gifts, photographs, mementos
• Making false police reports against victim
• Contacting family members & friends of victim
• Violating restraining/stayaway orders
• “Spying” on victim and/or taking photographs of victim



Impact of Stalking

• Psychological
– 80% reported increased anxiety & arousal due 

to stalking
– 75% reported chronic sleep disturbances
– 33% met criteria for PTSD diagnosis

• Economic
– 26% of victims lost time from work
– 7% never returned to their jobs



Why Human Resources 
Professionals?

• Positive Relationship Between Management and 
Employees

• Ability to Notice Changes in Employees

• Unique Opportunity to Reach and Refer 
Victims of Domestic Violence



Employee 
Warning Signs

• Change in work performance
• Inability to keep appointments or focus
• Change in attendance and promptness
• Unusual, explained bruising or other injuries
• Injuries are minimized and/or explained away
• Partner always accompanies employee to work
• Excessive worry about being home on time
• Comments about partner’s controlling or jealous 

behavior
• Partner calls or visits the workplace frequently or 

unexpectedly



Starting the Conversation 
with your Employee

• Talk discreetly

• Be non-judgmental

• Listen and believe your Employee

• Respect her/his right to refuse help

• Give your employee WEAVE’s Support and Information Line 
Number or a Silence Doesn’t Work Here Information Card



How Co-workers Can 
help

• If co-workers confide in you that they are being abused, believe them.
• They may not know it is abuse- acknowledge it and name it
• Listen without judging.  Victims of abuse often believe their abusers negative 

messages and feel responsible, ashamed and afraid they will be judged.
• Tell them that they are not alone and that help is available.
• Document what your co-worker is experiencing and encourage them to do 

the same
• Encourage them to get support themselves- “empowerment” model

• Give your Co-Worker WEAVE’s Support and Information Line Number or 
a Violence Doesn’t Work Here Information Card

• Refer your Co-Worker to VSP’s Employee Assistance Program- Cigna 
Behavioral Health, the HR Business Partner, or the HR service center



Building a 
Workplace Safety Plan

• Encourage your employee to talk with someone 
they trust

• If your company has on-site security personnel, 
notify them of your concerns

• Have your employees calls screened, transfer 
harassing calls to HR 

• Review the safety of your parking arrangements.  



Adopting a Threat 
Assessment Procedure

• Identify exact nature and context of the threat 
and/or threatening behavior

• The identified target (general or specific) 

• The threatener's apparent motivation

• The threatener's ability to carry out the threat



What to do when a potential 
workplace threat is identified

• Ask about and assess facts that are relevant to any 
workplace threat. 

• Keep any information that the victim provides confidential 
whenever possible

• Do not hold the victim responsible for the perpetrator's 
threats or violent actions. 

• Additional information about the perpetrator may be 
obtainable through local law enforcement, adding to your 
ability to assess the nature of any workplace threat. 



Why Policies are Critical

•Gives manager proactive and practical direction

•Fills in the gaps between other policies

•Incorporates any state legislation related to victim rights’ laws 
into your company’s existing policies. 

•Outlines personnel practices that provide employers and 
employees with options for decreasing personal and 
workplace risks and liability



Employment Laws- CA
Leave Rights for Survivors

• Domestic Violence, Sexual Assault, and Stalking Survivors Leave Laws
• Labor Code 230

• Job Protected time off to go to court-including TRO, restraining 
order, court-ordered relief to help ensure the health, safety or 
welfare of the victim or his/her child

– No employer size or seniority requirement
• Labor Code 230.1

• Job Protected time off for services
• Services Include:

• Doctor or counseling visits
• Temporary or permanent relocation, shelter stay
• Safety Planning
• Meeting with a DV or SA advocate

– Employer must have at least 25 employees and no seniority requirements 
(prohibits retaliation)



NEW for 2014 (SB 400)
•Extends Time Off leave protections for Survivors of 
Stalking
•Reasonable Accommodations for Domestic Violence, 
Sexual Assault and Stalking Survivors

•Gives right to a reasonable safety related accommodation
•Employer should participate in an “interactive process’ 
with the employee 
•This accommodation cannot cause undue hardship to the 
employer

•Prohibits employers for retaliating against a survivor 
who requests a leave or a reasonable safety 
accommodation

Employment Laws- CA



Disclosure and Certification

• When requesting a leave or safety-related accommodation 
under these Labor Codes, an employee must inform his/her 
employer that he/she is a survivor of domestic violence, 
sexual assault, or stalking

• An employer cannot retaliate or discriminate against the 
survivor for the request or disclosure

• Employers may require certification of this status by any of 
the following:
• Letter from a domestic violence or sexual assault 

counselor or a health care provider
• Police report documenting the violence
• Court order, such as a restraining order

• An employer can request certification every 6 months



Employer 
Commitments

• Educate: Distribute information and resources at worksites on domestic 
violence, sexual assault, and stalking.

• Refer: Refer employees to internal resources (Human Resources, 
Employee Assistance Programs) and WEAVE.

• Support: Policy/Practices-based responses to the workplace needs of 
employees, including requests for time off and performance concerns. 

• Secure: Determine if a domestic violence, sexual assault or stalking threat 
is a workplace threat. 

Contact WEAVE if you need further information or assistance with an 
employee situation



WEAVE Services
• All Services are available to women, men, teens and children for 

free or sliding scale
• Individual and Group Counseling

– female and male victims
– LGBT victims
– Teens
– Children

• Emergency Shelter
• Legal Advocacy
• Rape Crisis Center
• Servicios en Español
• WEAVE welcomes clients of all backgrounds, races, ethnicities, 

religions, genders, sexual orientations



24-Hour Support and 
Information Line: 

916-920-2952
• Confidential

• Multilingual

• Support 

• Information 

• Referrals



COMPANY ABC
Human Resources- ext. XXX 

EAP- XXXXX
Phone: XXXX

Website: XXXXX
Employer ID: XXXX

WEAVE RESOURCES
24-Hour Support and Information Line: 916-920-2952 or 

866-920-2952
Business Line: 916-448-2321
Website: www.weaveinc.org



Advocate Training



• Right to a safe workplace and freedom form hostile 
workplace environment (OSHA/Title VII)

• Job protected leave to care for own serious health 
condition or serious condition of a family member 
(FMLA/CFRA)

• Reasonable accommodation for disabilities related to the 
violence (ADA/FEHA)

• Wage Replacement while on leave from work or after 
having to quit job to stay safe (SDI/PFL/UI)

Other Employment Protections



Wage Replacement During Leave

• California’s State Disability Insurance (SDI) provides wage 
replacement for temporary disabled workers.  It provides up to 
55% income for up to 52 weeks for eligible workers.

• California’s Paid Family Leave (PFL) program provides wage 
replacement for workers taking time off to care for a seriously 
ill family member or bonding with a new child.  PFL provides 
55% of wages for up to 6 weeks.  Currently this is to care for a 
seriously ill child, spouse, parent, or registered domestic 
partner.   
• (Beginning July 1, 2014, a “family member” also includes a 

grandparent, grandchild, sibling or parent-in-law.)



Unemployment Insurance

• In CA, “good cause” includes leaving employment to protect 
the employee or the employee’s children from domestic 
violence.

• To establish good cause a survivor must show that:
1. The Survivor and/or survivor’s children experienced an 

act or threat of domestic violence abuse;
2. The survivor has a restraining order, police report, or 

other information that identifies the batterer and/or 
verifies the abuse;

3. a leave of absence or transfer that was not available or 
would not have resolved the problem



An employer’s reserve account is not charged, 
provided the employer notifies the department of the 

circumstances within 10 days of the filing claim.



Agencies for Employment Rights

• Equal Employment Opportunity Commission (EEOC)
• Federal agency; violations of federal employment 

protections (disability, gender, including sexual 
harassment) 

• www.eeoc.gov; (800) 669-4000
• Department of Fair Employment and Housing

• State agency; violations of state employment protections 
(disability, gender, including sexual harassment; CFRA leave 
rights)

• www.dfeh.ca.gov; (800) 884-7684
• Questions about rights 

• Legal Aid Society- Employment Law Center’s Project 
SURVIVE Helpline (888) 864-8335; http://www.las-elc.org



Building Community Partners

Board of Directors

•Implement at their own companies
•Open the door with other companies
•Serve as ambassadors

Non-profit Partners

•Include in collaborative projects
•Offer customization and be flexible to their culture
•Create a “warm line” for staff and client referrals



Building Community Partners

Reach Human Resource Professionals through Trade Associations

• Society for Human Resources Management, etc.

• Local Area Chapters

Reach Leadership through Employer Groups

• Chambers of Commerce

• Business, Industry & Trade Associations

• Bar Associations

• Association of Corporate Counsel, etc.

• Women’s/Specialty/Minority Business Organizations 

Engage vendors who reach businesses

• Insurance Brokers

• Risk Management Consultants

Reach Business Owners through service Organizations

• Rotary,  Kiwanis,  Soroptimist,  Lions, etc.



Building Community Partners

Other Ideas:
• Work with businesses publications to build awareness
• Pick a particular industry and go deep and wide (medical, hair 

salons)
• Hold events to bring partners together to share their 

experiences
• Reach out to past sponsors/supporters to build your pool and 

offer training as a benefit
• Write journal and newsletter articles for other organizations to 

run in their publications


