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Introduction
This document is intended to inform area businesses 
and organizations on issues involving domestic 
violence in the workplace, along with available 
resources to help with planning, training, advocacy, 
and support when incidents occur.

This toolkit contains vital information for employers 
seeking to make changes to their workplaces in order 
to better confront abuse and its many effects. This 
information includes examples of productive policy 
changes, discussion of employer’s legal obligations, 
and a list of diverse strategies for approaching issues 
domestic violence in the workplace. Lists of resources 
for employers, survivors, and co-workers can be found 
at the end of this document.

This document was produced by a subcommitte comprised of representatives 
from the St. Louis city and county Family Violence Councils.  Questions and 
concerns should be directed to the St. Louis County Domestic and Family 
Violence Council (www.stlouiscodvcouncil.com) and/or the St. Louis Family 
Violence Council (fvcstl.wordpress.com).

The subcommittee intends to regularly review and edit the information 
contained in this toolkit to reflect the current issues affecting our community as 
well as the resources available in our area. To suggest changes to the information 
in this toolkit, please reach out to the organizations listed above. This edition of 
the toolkit was last updated on November 5th, 2017. 

Future Updates
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Domestic Violence in the Workplace

What is Domestic Violence?
Domestic Violence, also known as Intimate Partner Violence, is a pattern of coercive 
or assaultive behaviors that adults or adolescents use against their former or current 
intimate partners that causes physical, sexual, or emotional harm. (National Coalition 
against Domestic Violence - NCADV)

Domestic Violence affects people of all ages, races, genders, sexual orientations, and 
abilities, and can occur at any stage of a relationship, including after a relationship has 
ended. 

Many domestic violence victims also experience stalking—unwanted following or 
surveillance that causes fear or distress—as part of a pattern of abuse. Stalking can 
include the use of technology to monitor or impersonate a victim to cause fear.

The tactics abusers use against their partners in the workplace are designed to 
disempower the partner as a person and as an employee. These tactics can seriously 
interfere with an employee’s ability to get to and stay at work and be productive.

Being the victim of domestic violence can adversely affect an employee’s physical and/
or psychological health, often resulting in absenteeism because of injury or illness or an 
employee’s lack of focus on the job.
 
Additionally, abusers seeking to control or harm their partners may interfere with 
the functioning of workplaces—disrupting the typical patterns of business, harassing 
individuals who are co-workers of the person being abused, either virtually or in person, 
and, in some cases, by using violence against others in the workplace.

Supporting employees who have been affected by domestic violence creates safety, both 
for individuals who have been abused and for other employees in the workplace, while 
boosting morale and productivity at work.  Effective prevention and planning in support 
of employees affected by domestic violence can also save businesses money in the long 
run.

“The number one occupational hazard for working women is being murdered by an 
intimate partner.” (Boyle, 2015)
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How Employers and 
Supervisors Can Help

Having a comprehensive plan in place before an 
incident occurs can be helpful in intervening 
effectively and early. Employees who know that 
their workplace has a comprehensive policy 
designed to support them will be more likely to 
disclose problems with abuse earlier rather than 
later. Here are a few suggestions to consider when 
developing a plan:

Many employers have an Employee Assistance Program (EAP).  Referrals to EAP may 
be extremely helpful to individual employees as they confront abuse and its many effects.  
EAPs, however, are only part of a comprehensive workplace solution. 

1. Develop a Workplace Policy before an Incident Occurs

• Form a team to develop company-specific 
protocols to respond to domestic violence 
and to implement this policy.  Team members 
may include at least one representative from 
the following areas: Human Resources, Legal 
Counsel, Security, Employee Assistance 
Program (EAP), and any associated employee 
unions.

• Develop a process for providing information 
about options and referrals to employees 
affected by domestic violence as confidentially 
as possible.

• Identify a management-level employee as a 
designated official for gathering reports of 
violence committed against employees and for 
investigating cases of employee-perpetrated 
violence.

• Ensure that members of this team are trained 
on domestic violence and any state-specific 
legal requirements related to domestic violence 
(see the resource pages in the appendix).

Domestic violence costs 
employers $3-5 billion 
each year in medical costs 
and lost productivity.  Lost 
wages, absenteeism, and sick 
leave connected to domestic 
violence costs employers an 
additional $100 billion each 
year.

Many of these costs can 
be avoided with proactive 
workplace policies that 
support employees who 
are suffering from or 
perpetrating domestic 
violence.

Employers can play a crucial 
role in making workplaces 
safe for everyone, including 
victims/survivors, other 
employees, and business 
clients. 

(Centers for Disease Control, 
2003)  

The Costs of  
Domestic Violence
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Ensure Nondiscrimination to Victims of Domestic     
Violence and Stalking—and to Those Who Report It
Avoid retaliating against or disciplining an employee for abuse or stalking committed 
against that person, even if the abuse and/or stalking took place at work.
Provide referrals to community resources to support employees faced with personal, 
economic, or legal challenges resulting from abuse.

Let an employee know that termination of employment will not happen strictly based 
on them being a victim of crime and encourage the employee to not be afraid to speak 
out about their situation. Support the employee during the crisis by connecting them 
to community resources and creating safety plans around the office. Getting the HR 
department involved will show support for the employee and help to make them feel 
safe at their place of employment. 

• Employee will notify employer in advance when possible
• Employer may require documentation of violence or stalking
• Employer will work with the employee to provide paid leave when possible before offering 

unpaid leave

Ensure Safety and Confidentiality for Employees

Safety Planning at Work: Allow the employee who has been directly affected by 
domestic violence or stalking shape the response to the abuse to the extent feasible. 
Most often, someone affected by violence is in the best position to know what strategies 
a perpetrator is likely to use—and the steps that can be taken to ensure greater safety 
for everyone involved. Safety looks different in different workplace contexts. What may 
be safe in one workplace may not be safe in another, and what works for one employee 
may not work for another. 

Never require employees who are victims of abuse to obtain Orders of Protection (or 
Restraining Orders) or to call for law enforcement assistance. For some people affected 
by abuse or stalking, such legal actions can actually make the abuse or stalking worse. 
Respect the employee’s wishes and knowledge when it comes to taking legal steps or 
making other serious changes.
Policies that include employee leave and other reasonable accommodations can 
promote safety:

4Encourage Employees Affected by Domestic Violence 
or Stalking to Report Incidents or Concerns
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Cultivate Professional Relationships with Key 
Community Organizations 

Develop a training for all employees as 
a condition of employment

The Occupational Safety and Health Act of 1970 states that:

“Each employer shall furnish to each of his employees employment and 
a place of employment which are free from recognized hazards that 
are causing or are likely to cause death or serious physical harm to his 
employees.”  (29 U.S.C. Section 654 (a)(1)).

Partnerships with local organizations can be extremely helpful 
in ensuring workplace safety of victims of domestic violence and 
stalking. Research the local organizations to find the best fit for your 
business. Most agencies can provide direct services to employees that 
include: crisis intervention, follow-up contacts, safety planning, and 
crisis counseling. Agencies can also provide services to your business 
that include: onsite trainings and education, consultations, and policy 
updates. 

Educating all employees about the definitions and dynamics of 
domestic violence can help survivors and their co-workers more 
easily identify the early signs of abuse, provide appropriate support 
to survivors, and, when safely possible, interrupt abusive behaviors 
before they escalate.  Providing factual information about domestic 
violence is essential, since offering help or advice based on inaccurate 
information or myths about domestic violence can have harmful 
unintended consequences.  

Provide specialized trainings for management and Human Resources 
personnel whose roles include making referrals for survivors or 
perpetrators of domestic violence and for making employment-
related decisions that affect the survivor, perpetrator, and/or their 
respective co-workers.
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Publicize Community Resources that Support 
Survivors of Violence
Visible and regular messaging to employees in official and unofficial venues may be an 
effective way to communicate an employer’s commitment to supporting survivors of 
violence and may enable employees to reach out for resources before violence begins to 
affect them or others in the workplace.

Aid in the Enforcement of Orders of Protection 
and Legal Cases

• Placing signs and posters in break rooms and restrooms
• Hosting health fairs with updated information and in-person advocates
• Providing informational sessions before or after work or during lunch hours

Require that employees who become respondents to active orders of protection or who 
are defendants in criminal cases resulting from domestic violence, sexual violence, 
or stalking immediately notify the designated manager in Human Resources of legal 
actions taken against them. Employees can be warned that their failure to notify 
appropriate personnel can result in disciplinary action.

Employers should be supportive of victims/survivors of abuse who provide the 
employer with a copy of court orders. The order may preclude the respondent from 
coming to the workplace. Should the respondent/defendant attempt to enter a 
workplace in violation of an order, the employer can take prompt and appropriate 
security measures and call for law enforcement assistance. When security and law 
enforcement officers know of the existence of court orders, they can take immediate 
action to resolve the situation. For example, violations of such orders can lead to the 
arrest of the offender. Support your employee who has obtained an Order of Protection 
by documenting violations of the order and by collecting records of abusive actions 
and/or stalking incidents.

Examples include:

67.
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Can an employer get an order of protection?

If the abusive person is affecting the workplace by stalking employees or patrons, the affected person(s) 
may consider filing a petition to obtain an order of protection Generally, for someone not in an intimate 
relationship with the abuser, there must be at least two incidents of stalking in which the abuser acted 
in a manner in which the victim feared physical harm. Even when an Order of Protection may not be 
appropriate, the Court can grant a restraining order against the person to preclude them from coming to 
the workplace. It is recommended that employers speak with an attorney about the best way to proceed.



Ensure Accountability and Support for Employees 
who Engage in Abusive or Stalking Behaviors

Immediately terminating an employee accused of abuse or stalking 
behaviors may not be the safest solution for ending the abuse, either for 
the employee directly experiencing violence or for the other employees 
in the workplace. 

If the victim/survivor of the abusive employee is also an employee, 
consult and develop a plan that promotes the safety of the victim/
survivor and others in the workplace. 

Provide your employees with appropriate referrals to counseling, legal, 
or supportive services; when possible, consult with experts in your area 
to ensure that those on a list of referrals are qualified professionals.  
Regularly update your list of referrals to maximize its usefulness.

Employers can take important security measures to support 
employees who are experiencing abuse.  Such measures include:

• Requiring visitors to the workplace to present identification
• Allocating more secure parking for employees
• Providing security escorts when necessary
• Allowing employees to transfer to safer work areas or locations
• Providing call screening for affected employees
• Circulating copies of Orders of Protection to key personnel and 

security officers on site

Model Employer Policies:

79.



Legal Obligations of Employers

Missouri Law

Federal Law

The Equal Employment Opportunity Commission (EEOC) enforces 
civil rights laws when there are allegations of discrimination in the 
workplace under Title VII of the Civil Rights Act of 1964, the Americans 
with Disabilities Act, and other federal statutes. The EEOC has issued 
a publication available on its website that warns employers it is illegal 
for a company to terminate or penalize an employee when the company 
discovers that the employee is a victim/survivor of domestic violence and 
the company takes actions that discriminate on the basis of a protected 
class. The use of at-will employment is not a valid reason for termination 
if discrimination has occurred.

Although the Occupational Safety and Health Administration (OSHA) 
does not offer specific guidelines concerning domestic violence, its 
“general duty clause” mandates that employers provide a safe workplace 
(29 U.S.C. Section 654 (a)(1)).  If an abuser causes injury to an employee 
and the employer knew or should have known about the potential danger, 
that employer may be held accountable.

Not having a protocol or set of policies in place designed to address 
domestic violence or stalking in the workplace may lead to serious 
consequences, including further (escalating) violence and legal action. 
Planning ahead is the best prevention.

The Missouri Commission on Human Rights enforces allegations of 
workplace discrimination under state law provisions that are similar to the 
federal law provisions enforced by the EEOC (chapter 213, R.S. Mo.).

Liability Concerns
Inadequate domestic violence policies can be expensive for workplaces. 
If employers are aware of the danger and do not take steps to protect the 
employee, employers may be at risk of litigation that can result in financial 
penalties. Having policies and protocols in place can prevent further 
violence and lawsuits.
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If a victim and perpetrator work for the same employer, the employer may be liable 
in a discrimination case for terminating a female employee who was assaulted by a 
co-worker with whom she was involved in an intimate relationship. Rohde v. K.O. 
Steel Castings, Inc., 649 F.2d 317 (5th Cir. 1981), found that there is a cause of action 
for discrimination “where two employees were engaged in an altercation and the 
aggressor went unpunished while the victim, a member of a minority protected by 
the Act, bore the full brunt of retribution.”

An employer was found to have a legal duty to protect employees when the employer 
had prior knowledge that one of the employees was a danger to others in the 
workplace. Yunker v. Honeywell, Inc., 496 N.W.2d 419 (Minn. Ct. App. 1993).

Employers also should be aware that domestic and sexual violence may include 
sexual harassment in the workplace. It is well-recognized that sexual harassment at 
work is a prohibited form of discrimination. Meritor Savings Bank v. Vinson, 477 U.S. 
57 (1986).

Case Law

A Local Example
In 2017, a Missouri appellate court in St. Louis noted there was a public policy 
exception to the at-will employment doctrine and found an employer at fault for 
demanding a survivor of domestic violence withdraw the full order of protection that 
a court had granted her. Ballard v. Siwak, 521 S.W.3d 296 (Mo. App. E.D. 2017).

In this case, the issue was whether an employer may demand as a condition of 
continued employment that an employee withdraw a full order of protection that 
was previously granted. Here, the employee claimed wrongful termination under the 
public policy exception to the at-will employment doctrine. The employee asserted 
Section 455.050 of the Missouri Adult Abuse Act set forth a clear mandate of public 
policy encouraging victims of domestic violence to seek protection from the court by 
obtaining and maintaining orders of protection against their abusers. The employee 
also asserted her employer effectively discharged her in violation of this public policy 
when they refused to place her on the work schedule unless she agreed to withdraw 
her full order of protection. The Missouri Court of Appeals agreed and found 
that such an action violates the public policy exception to the at-will employment 
doctrine, in that the Missouri legislature has established a clear mandate of public 
policy to protect victims of domestic violence.
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Resources
Resources for Employers and Supervisors

 Corporate Alliance to End Partner Violence

The Corporate Alliance to End Partner Violence is a national nonprofit organization 
dedicated to reducing the costs and consequences of partner violence at work - and 
eliminating it altogether.  From policies and programs to legal issues and legislation, 
CAEPV is a credible source for information, materials, and advice. 

 Futures Without Violence: “Workplaces Respond” (Webinar)

This webinar contains vital information about the ways that domestic and sexual 
violence and stalking impact the workplace, and provides assistance to employers in 
effectively and proactively responding to incidents of workplace violence.

Web: futureswithoutviolencewebinars.adobeconnect.com/p1573msfmaa/ 
 
 Woman’s Place 

Woman’s Place offers “How to Help” and community education classes for friends, 
families, and community members.  For dates and times of upcoming sessions go to 
www.ywcastlouis.org, and click on “What We Do.”  Information about classes can be 
found on the Personal Empowerment Programs page underneath the Women’s Place 
tab.

 PreventEdge (Crime Victim Advocacy Center) 

CVAC trains individuals, law enforcement, schools, corporations and community 
organizations in crime prevention and victim service strategies to improve the safety 
and well-being of our community. Topics include community safety and basic crime 
prevention, understanding victims’ needs following crime or violence, mass trauma, 
vicarious trauma, restorative justice principles, and more.

To find out more or arrange for a free training for your group or organization, please 
contact (314) 652-3623.
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Batterer Intervention Programs (BIPs)
Completion of a batterer intervention program by an abusive partner may be 
mandated by a judge during court proceedings associated with the acquisition of 
orders of protection.  In some cases, abusers may attend such programs without a 
court order (often referred to as “partner mandated” as opposed to “court mandated”).   
The programs listed below are all members of the Association of Batterer Intervention 
Programs (ABIP):

 Extensive Prevention Intervention Counseling Service (EPICS) 
 (314) 409-8606
 Developing Options to Violence (DOV) Counseling 
 (314) 623-5859
 Men Ending Domestic Violence (MEDV) - Provident Counseling 
 (314) 802-2598
 Preventing Abusive Relationships (PAR) 
 (314) 502-6265
 KM Group 
 (314) 956-0547
 Strength Through Emotions Management (STEM) 
 (314) 997-6463

The resources on this list may be helpful for employees who have been mandated 
by the court to participate in a BIP, or who have otherwise disclosed that they have 
abused a partner.  While these resources may be helpful to an employee experiencing 
abuse who wants their partner to attend counseling, it is important to remember that 
not all employees will be in a position to safely negotiate with their partners, and 
pressuring employees to bring these resources to an abusive partner has the potential 
to cause more harm than good.

11Life Source Consultants

Life Source Consultants (LSC) is a domestic and sexual violence crisis center which 
provides workshops, seminars, and professional training for groups, including 
businesses, organizations, and community and religious groups.  LSC can also provide 
posters, brochures, and information packets for displays.

Phone: 314-524-0686
Web: www.lifesourceconsultants.org
E-mail: contact@lifesourceconsultants.org

http://www.lifesourceconsultants.org


 ALIVE (Alternatives to Living in Violent Environments) 

ALIVE offers a free, 24-hour crisis line and provides emergency sanctuary to adults 
and children impacted by domestic violence.

24-hour Crisis Line:
St. Louis: 314-993-2777     
Franklin County: 636-583-5700
Web: www.alivestl.org/

 LAAW (Legal Advocates for Abused Women) 

LAAW offers free legal representation to victims of domestic violence at Order of 
Protection hearings in St. Louis city and many surrounding counties (St. Louis, St. 
Charles, Jefferson, Franklin, and Lincoln). 

Phone: 314-664-6699 or 1-800-527-1460
Web: www.supportvictims.org/laaw 

 LSEM (Legal Services of Eastern Missouri) 

Resources permitting, LSEM’s Lasting Solutions Family Law Program may provide 
free legal services and case management for low-income people experiencing domestic 
violence.  Lawyers at LSEM can help with Orders of Protection, many custody issues, 
and divorce. 

Phone: 314-534-4200 or 800-444-0514
Web: www.lsem.org

 Woman’s Place 

Woman’s Place provides in-person crisis intervention, safety planning, and personal 
referrals for people who have experienced abuse.  No appointments necessary. All 
services are free and there are no eligibility requirements.

Phone: 636-373-7911
Web: www.ywcastlouis.org -- click on “What We Do.”  Information can be found on 
the Women’s Place tab.

12Resources for Survivors
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 ROW (Redevelopment Opportunities for Women) 

ROW offers free classes to women who have been affected by poverty, homelessness, 
and/or intimate partner violence. Classes focus on  economic literacy and offer a 
path to access ongoing economic advocacy and, for women who have experienced 
domestic violence, participation in individual development accounts (IDA). 

Classes are provided on site and at numerous locations throughout St. Louis. 

Childcare is provided at many locations for children younger than 6. Advance 
registration is necessary.

Phone: 314-588-8300 
Web: www.frcmo.org/services/row  or  www.familyforwardmo.org

 Safe Connections 

Safe Connections provides free individual counseling to youth (ages 12-19) and 
adults who have experienced rape, domestic or dating abuse (physical, sexual, or 
emotional) and/or childhood sexual abuse.

Safe Connections also offers a range of free support groups and classes on topics 
including effective communication skills, healthy relationships, healing through art, 
and the impact of trauma.

To schedule an assessment or appointment, call 314-646-7500 (ext. 118)
24-Hour Crisis Helpline: 314-531-2003
Web: www.safeconnections.org

 Life Source Consultants

Life Source Consultants (LSC) is a domestic and sexual violence crisis center which 
provides crisis intervention, professional counseling, emergncy legal advocacy, case 
management, support groups, and referrals to resources for individuals, regardless of 
age, ability, sex, sexual orientation, gender identity, circumstance, or race. 

Phone: 314-524-0686
Web: www.lifesourceconsultants.org
E-mail: contact@lifesourceconsultants.org 
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Resources for Co-Workers

 Woman's Place

Woman’s Place offers “How to Help” and community education classes for friends, 
families, and community members.

“Domestic Abuse 101” is an introductory class for women that covers the nature and 
dynamics of domestic violence, safety planning strategies, and community resources. 
Preregistration is required.

For dates and times of upcoming sessions go to www.ywcastlouis.org, and click 
on “What We Do.”  Information about classes can be found on the Personal 
Empowerment Programs page underneath the Women’s Place tab.

“How to Help” is a 3-hour session for friends and family members of domestic 
violence survivors.  Call to schedule a session: 314-645-4848

 Safe Connections

Safe Connections provides community outreach and prevention education for 
students, teachers, healthcare professionals, businesses, community organizations, and 
religious groups. For more information, call 314-646-7500.

 Emergency Shelter Resources

Employees who are experiencing domestic violence may need to seek shelter from 
their abusive partners.  While there are several shelters in the St. Louis area, they are 
largely confidential, and information about their locations is not available publicly.

Finding space in a shelter can also be a complicated process, and assistance from an 
advocate is often necessary.  Individuals seeking shelter should contact one of the 
organizations listed above, such as ALIVE, Safe Connections, or Women’s Place, for 
assistance during this process.
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