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άΧaȅ ǇŀǊǘƴŜǊ ǿƻǳƭŘ ƛƴǎǘŀƴǘ ƳŜǎǎŀƎŜ ƳŜ ŀƴŘ Ŏŀƭƭ ƳŜ ƛƴŎŜǎǎŀƴǘƭȅ ƻƴ Ƴȅ ǿƻǊƪ ǇƘƻƴŜΦ IŜ ǿƻǳƭŘ ǘǊȅ Ƴȅ ŎŜƭƭ ǇƘƻƴŜ ŀƴŘ 
ǿƘŜƴ L ŘƛŘ ƴƻǘ ŀƴǎǿŜǊΣ ƘŜ ƛƳƳŜŘƛŀǘŜƭȅ ŎŀƭƭŜŘ Ƴȅ ǿƻǊƪ ǇƘƻƴŜ Χƛǘ ƻŎŎǳǊǊŜŘ ǎƻ often that the Office Manager had to tell 
ƘƛƳ ƴƻǘ ǘƻ Řƻ ǘƘŀǘ ŀƴȅƳƻǊŜΦέ                            -- Survivor of domestic violence on how abuse impacted her work life 

Executive Summary 

This report informs policy makers and employers about the way Vermont workplaces are affected 

by domestic violence.  It provides important information to help employers make decisions about 

policy and procedural responses to employees involved in domestic violence.  

The pervasiveness and severity of domestic violence perpetrated through workplace resources and work 

time and the impact of these actions on the workplace is not well known in Vermont or in the U.S. This 

study offers Vermonters valuable information on domestic violence and the workplace and adds to this 

growing body of knowledge. The study findings come from a representative sample of men enrolled in 

batterer intervention programs in Vermont who have abused their intimate partners (95%, +/-4.5%). We 

focused on domestic violence perpetrated by men against their female intimate partners because the 

Vermont Criminal Information Center (2009) reported that women are the victim of men in 80% of 

domestic violence cases. The Vermont Council on Domestic Violence partnered with the Center for Rural 

Studies at the University of Vermont and Spectrum Youth and Family Servicesô Violence Intervention and 

Prevention Programs to combine our topical and research expertise to design and implement this study. 

This study examined the impact of domestic violence on the perpetrator and victimôs workplace, including 

abusive contact at the workplace, paid and unpaid time taken off from work, and productivity and safety. 

We also examined the workplace response to domestic violence from supervisors, co-workers, and 

policies and procedures. In addition, offendersô gave their perspective on useful measures employers can 

implement to improve the workplace response to domestic violence.   

Key Study Findings: 

¶ 73% of respondents reported never having been in trouble with their employer for other issues 
such as drugs, alcohol, or violence at work; 45% of respondents had a criminal background check 
performed when they got their job. 

¶ 29% of respondents contacted their partner while at work to say something that might 
have scared or intimidated her; 40% of supervisors were aware this type of contact 
occurred at work.  

¶ 31% of respondents took paid or unpaid time off to be abusive or to deal with the aftermath of 
abuse during a specific incident. 

¶ Participants lost a total of 44,515 days of work ð equivalent to 22 years of full time 
employment ð because they were in jail as a result of domestic violence. 

¶ As a result of domestic abuse, 14.5% of time offenders took off from work and 13.6% of time 
partners took off was paid for by employers.  

¶ Common reasons why respondentsô partners took time off work were to address emotional and/or 
mental issues, address physical injuries, attend court/legal meetings, and recover post incident.  

¶ 83% of supervisors were aware of why respondents took time off of work due to their domestic 
violence offense; however, only 32% of supervisors gave any response to the employee about his 
domestic violence incident, his behavior, or his relationship in general.   
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¶ 53% of respondents reported feeling their job performance was negatively affected by 
domestic violence. 

¶ 59% of respondents suggested it would be helpful for supervisors to confront an 
employee whom they suspect is abusive toward their intimate partner. Confronting the 
abuser includes: offering counseling, resources, help and support, and warning about the 
consequences of domestic violence.  

¶ Between 41% and 44% of respondents felt that workplace meetings that emphasize company 
policies on domestic violence, setting a workplace culture against domestic violence, and 
presence of a written company policy would be very effective measures that workplaces could 
take to prevent domestic violence.  

¶ 40% of respondents recommended that employers respond with disciplinary action when 
employees are found to be using work time and resources to abuse intimate partners.  

¶ Two out of three respondents said that their workplace did not have a domestic violence policy.  

RECOMMENDATIONS FOR VERMONT EMPLOYERS 

Private, nonprofit and state employers can play an important role in providing clear guidelines 
and creating a supportive and productive workplace by implementing model practices and 
policies that respond to domestic violence.  

Domestic violence impacts the workplaces of both victims and perpetrators. Employers must balance their 
workplaceôs response to domestic violence, ensuring that victim safety is paramount and perpetrators are 
held accountable.  Employers should affirm that a victim of domestic violence is not responsible for the 
abuse and that only the perpetrator can stop the violence. Employers should also be aware that their 
workplaceôs response to an employee who has been abusive to an intimate partner may have unintended 
consequences for the victim. Therefore, we encourage employers to draw on the expertise of domestic 
violence advocates in their community when crafting their businessô response to domestic violence.  

The following recommendations represent a range of appropriate actions that employers can take 
to address the impact of domestic violence on their workplace:   

¶ Protocols and Policies: Adopt a protocol and implement leave, benefit, and referral policies that 

address domestic violence in the workplace. Sample protocols and policies can be found at the 

Vermont Attorney General's website http://www.atg.state.vt.us/issues/criminal-law/domestic-

violence, the Vermont Commission on Womenôs website at http://women.vermont.gov/, and in the 

appendix of this report. 

¶ Train: Mandatory domestic violence trainings for managers, supervisors, and human resources 

staff raise awareness and sensitivity, making the workplace safer and more productive. Staff 

training ensures that supervisors give the right messages to employees who are victims or 

perpetrators of domestic violence. Experts in Vermont are available to offer and support training. 

Contact the Vermont Attorney Generalôs Office at http://www.atg.state.v.us/issues/criminal-

law/domestic-violence.php or (802) 828-5512 for more information. 

 

  

http://www.atg.state.vt.us/issues/criminal-law/domestic-violence
http://www.atg.state.vt.us/issues/criminal-law/domestic-violence
http://www.atg.state.v.us/issues/criminal-law/domestic-violence.php
http://www.atg.state.v.us/issues/criminal-law/domestic-violence.php
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73% of offenders said that domestic abuse posters and brochures in 

the workplace would help prevent abuse from impacting the business. 

 

¶ Educate and Inform: Educate staff through brown bag lunches, workshops, and 

newsletters.  Inform employees who may be victims or perpetrators of domestic violence about 

resources available to them through their employment and in the community. Post and distribute 

resource and referral information in areas of high visibility and on websites.  Ensure that human 

resource and/or Employee Assistance Program staff has updated referral information for 

employees.  

¶ Consider Security: Review worksite security measures to protect employees. Work with victims 

to address potential safety concerns unique to their situation. Keep requests for assistance 

confidential.  

¶ Work Environment: Create a fair and supportive work environment where it is safe to disclose 

abuse. Employees should not be disciplined, terminated, or denied opportunities because they 

are victims of domestic violence. Respect the authority and autonomy of adult victims to direct 

their own lives in all responses to domestic violence. Treat employees who commit acts of 

domestic violence at or from the workplace in the same manner as employees who commit other 

acts of violence at or from the workplace. Be clear that domestic violence will not be tolerated. 

View the Futures Without Violence ñPledge to Address Domestic and Sexual Violence in the 

Workplaceò at http://www.workplacesrespond.org for more information. 

¶ Utilize Community Resources: Taking a stand against domestic violence is not always easy, 

but we can make a difference when we stand together. Learn how employers can connect with 

community-based efforts to end domestic violence. Contact the Vermont Network Against 

Domestic and Sexual Violence at http://www.vtnetwork.org or at 802-223-1302 to find domestic 

violence service programs in your area. Or contact the National Network to End Domestic 

Violence at http://www.nnedv.org/. 

¶ Know the Law: Be aware of state laws such as the Survivor Transitional Employment Benefit 

Program from the Vermont Department of Labor at http://www.labor.vermont.gov and statutory 

protections preventing discharge or discipline if an employee or family member is subpoenaed to 

court, as described in 13 VSA Section 5313. 

  

http://www.workplacesrespond.org/
http://www.vtnetwork.org/
http://www.labor.vermont.gov/
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Vermont Criminal Information Center (2009) statistics show that women are the primary victims of intimate 
partner violence - 80% of spousal abuse victims and 81% of victims abused by a non-spouse partner are women. 

The Vermont Study on Domestic Violence and the Workplace 

In recent years, the issue of how domestic violence affects the 

workplace has gained attention in the nation and in Vermont. 

In 2007, as a result of case reviews conducted in 2005 and 

2006, the Vermont Domestic Violence Fatality Review 

Commission (the Commission) made a recommendation 

encouraging all Vermont employers to review their existing 

workplace and domestic violence policies and consider 

adopting policies if none existed. The Commission also encouraged employers to provide training for 

employees on domestic violence.  

The Vermont Council on Domestic Violence partnered with the Commission to establish the Domestic 

Violence and the Workplace workgroup ð bringing together experts to discuss the impacts of domestic 

violence on the workplace and consider how the Commissionôs recommendation could be implemented 

statewide. As a result of generous funding from the Vermont Center for Crime Victim Services, a study of 

male offenders enrolled in batterer intervention programs in Vermont was conducted by the University of 

Vermontôs Center for Rural Studies and staff of the Violence Intervention and Prevention Program at 

Spectrum Youth & Family Services. This study was also supported by The Vermont Network Against 

Domestic and Sexual Violence, the Vermont Attorney Generalôs Office, The Vermont Council on Domestic 

Violence, The Vermont Commission on Women, and the members of the workgroup.  

Study Objectives 

The objectives of this study were to: 

¶ Identify and quantify how domestic abuse affects victimsô and offendersô work performance, 

productivity, lost work time, absenteeism, and workplace accidents; 

¶ Determine the frequency and impact of domestic abuse offenders contacting the victim at her 

workplace, including use of vacation or sick days to cover time away from work; 

¶ Examine employer responses to this behavior when it is recognized; 

¶ Determine the frequency of workplace violence policies in effect; and 

¶ Examine offendersô views on useful measures employers can implement to enhance 

workplace safety and accountability. 

Definition of Domestic Violence 

Domestic violence, also called intimate partner violence or domestic abuse, is defined as a pattern of 

abusive behaviors utilized by one person to exert and maintain power and control over another 

person (National Coalition Against Domestic Violence, 2007). The National Coalition and the Vermont 

Network Against Domestic and Sexual Violence (the Network) (2011), a statewide coalition of domestic 

and sexual violence programs, report that domestic abuse usually occurs between intimate partners or 

ex-partners and tactics may include physical, sexual, emotional and economic abuse, isolation, coercion 

and threats. Incidents of domestic abuse do not happen only once. Men who batter use tactics to 

manipulate victims repeatedly. The abuse impacts every aspect of the victimôs life; psychologically, 

physically, socially, and economically.  It also affects the family and community, which can extend into the 

workplace.   

In Vermont, from 1994 to 2010, there have been 
at least four domestic violence related 

homicides that occurred in connection with the 
ǾƛŎǘƛƳΩǎ ŜƳǇƭƻȅƳŜƴǘΦ 

 

Vermont Domestic Violence Fatality Review Commission 
Report 2011 
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Prevalence of Domestic Violence 

Vermont and national statistics demonstrate the prevalence of domestic violence. The Violence Policy 

Center (2010) reported national and state-by-state statistics on female homicides involving one female 

murder victim and one male offender, using 2008 data collected by the Federal Bureau of Investigation. 

Nevada was ranked first in the nation in the rate of 2.96 women killed by men for every 100,000 women. 

Vermont was ranked second, with a female homicide rate of 2.54 women killed by men for every 

100,000 women. Nationally, the rate of women killed by men in single victim/single offender instances 

was 1.26 per 100,000 women. In cases where the victim to offender relationship could be identified, 92% 

of female victims were murdered by someone they knew - 64% were wives or intimate acquaintances.  

The 2009 Vermont Crime Report shows that 93% of violent crimes involved intimate partners, family 

members or acquaintances (Vermont Criminal Information Center, 2009). This percentage has remained 

consistent since 2007 while other crime data has fluctuated. Women are the primary victims of intimate 

partner violence as 80% of spousal abuse victims and 81% of victims abused by a non-spouse partner 

are women. Regarding homicides in Vermont, 51% of all Vermont homicides that occurred 

between 1994 and 2010 were cases involving domestic violence (Vermont Domestic Violence Fatality 

Review Commission, 2011). More than half (56%) of these homicide cases and 80% of domestic violence 

murder/suicide cases were committed with firearms. More recently, in 2010, the Vermont Network 

received and responded to 4,000 additional hotline and crisis calls resulting in a 37% increase in calls 

from 2009. The Vermont Department for Children and Families, Family Services Division, also received 

an 18% increase in intake calls of child maltreatment that co-occurred with domestic violence (Vermont 

Domestic Violence Fatality Review Commission, 2011).  

Domestic Violence and the Workplace 

Domestic violence offenders often use workplace resources to abuse their intimate partners, regardless 

of whether the victim is employed at the same place of work or not. From 2001 to 2005, 9.5% of nonfatal 

female intimate partner victimizations in the U.S. occurred outside of the home and in a public location, 

most likely a place of employment, such as a commercial place, parking lot or garage, or a school 

(Bureau of Justice Statistics, 2005). The 2009 Vermont Crime Report shows that 48 or 5% of cases of 

intimate partner violence occurred at a public place of employment, such as a commercial 

location, a school or college, or a government or other public building (Vermont Criminal 

Information Center, 2009). Further, from 1994 to 2010 there have been at least four domestic violence 

related homicides in Vermont that occurred in connection with the victimôs employment (Vermont 

Domestic Violence Fatality Review Commission, 2011). A study of domestic violence assaults that 

occurred in the workplace determined that 92% of victims were female with male perpetrators (Trauth & 

Lee, 2009). Twenty percent of assaults occurred in the parking lot and 42% occurred at the start of the 

work day. In 12% of cases, there was either a recent incident of abuse perpetrated at the workplace or a 

direct warning from the abuse victim about the threat for abuse to occur at the workplace. Employers took 

any precaution prior to the assault in only 10% of cases. 

Domestic abuse that occurs at home, work, or elsewhere and the associated physical and mental health 

consequences experienced by victims and survivors can negatively impact the workplace. In a study 

conducted by the Maine Department of Labor, 78% of domestic violence offenders used workplace 

resources to contact or harass the victim (Ridley, 2004). Loss of productivity or work time, absenteeism, 

employee turnover, and an actual or perceived unsafe, hostile or intimidating work environment are some 

common impacts on the victimôs workplace, as reported by scholars and practitioners (Brush, 2000; 

Kimerling, Alvarez, Pavao, Mack, Smith, & Baumrind, 2009; Ridley, 2004; Rothman & Perry, 2004). 

Nationwide, nearly 8 million paid workdays were lost due to domestic violence in 2003, which equates to 

32,000 full time jobs (Center for Disease Control and Prevention, 2003). Abuse can also affect a victimôs 
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career advancement and overall ability to maintain employment, which has implications for stressing state 

and federal social support services.  

Offendersô workplaces are also impacted by lost work time and productivity, increased accidents, 

employee turnover, inappropriate and inefficient use of company resources, and an actual or perceived 

unsafe, hostile or intimidating work environment (Ridley, 2004; Rothman & Perry, 2004). Employers and 

all citizens pay the price of added costs and increased demands on social and financial support services. 

Nationally, medical and mental healthcare services used in relation to intimate partner violence cost 

employers nearly $4.1 billion a year, with an additional $1.8 billion in productivity losses (in 1995 dollars) 

(Center for Disease Control and Prevention, 2003).  

Vermontôs Batterer Intervention Programs for Male Offenders 

In Vermont, there are three tiers of Batterer Intervention Programming (BIP) for men who batter. 

Independent community organizations around the state offer programs open to any man who admits to 

his abuse of a female partner. The Vermont Department of Corrections (DOC) offers an intensive 

program for men under supervision in the community for aggravated or repeat domestic violence 

offenses, as well as an intensive program for men who are incarcerated for their offenses. In total as of 

March 2011: 

¶ Certified independent organizations provide 23 community-based batterer intervention groups 

at 12 sites. 

¶ The Vermont Department of Corrections provides: a) 16 Intensive Domestic Abuse Program 

(IDAP) groups at 9 sites and b) 4 Incarcerative Domestic Abuse Program (InDAP) groups at 

one correctional facility.    

 

These programs are intended for adult men who batter their female intimate partners. They are not 

intended for women, perpetrators of violence in same sex relationships, or for intervention in other forms 

of family violence such as child or elder abuse.  

Methodology 

This study is modeled after a study conducted in Maine by the Department of Labor (Ridley, 2004; 

Rothman & Perry, 2004). The researchers obtained permission to use their survey instrument as a 

foundation for developing Vermontôs survey instrument. The study design was further developed with 

input from BIP staff across the State of Vermont. The study protocol was approved by the University of 

Vermontôs Committee on Human Research in the Behavioral Sciences after a full Committee review. 

Survey Instrument 

The survey instrument was designed to collect data on menôs use of workplace resources to perpetrate 

violence against an intimate partner and the impact of abuse on their own and their partnerôs workplace. 

The survey also collected data on workplace intervention and prevention policies, and procedures and 

strategies that would prevent men from abusing partners from and in the workplace. The interview script 

contained qualitative and quantitative measures to gauge various indicators of domestic violence and its 

impact on the workplace. Questions covered these topics: 

¶ Paid and unpaid time lost from work because of domestic abuse; 

¶ Use of workplace resources and time to abuse an intimate partner; 

¶ Impact of domestic abuse on participantôs and partnerôs work performance and safety; and 

¶ Participantôs employer, supervisor and coworker response to domestic abuse.   
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Survey Response Rate: 

¶58% (193) completed 

¶35% (115) refused 

¶4% (14) withdrew 

¶3% (10) absent 

Sample 

A total of 193 interviews were completed with BIP participants from November 2010 to March 2011. A 

sample of this size is representative of the population of BIP enrollees in Vermont (n= 330 in September 

2010) with a 95% confidence level and a margin of error of +/- 

4.5%. Men from a total of 43 BIP groups were invited to 

participate in the study through 

an informational memo that 

was given out by group 

facilitators. Four sites declined 

participation because they 

were not willing or able to 

meet the approved study 

protocol (such as participants being interviewed in person, during 

group time, and in a private setting.) Two sites declined due to 

low participant enrollment or closure of the groupôs location. Due 

to inclement weather and scheduling issues, interviewers were 

not able to visit two group sites. For the purposes of calculating 

the survey response rate, participants at declined sites were 

considered as refusals and participants at sites that were not visited were considered withdrawn from the 

study. In total, 193 men (58%) completed the survey (meaning they agreed to participate, signed an 

informed consent form, and completed the interview); 14 (4%) withdrew from the study (they agreed to 

participate, signed an informed consent form, and did not complete the survey); 115 (35%) refused to 

participate, and 10 (3%) were not in attendance during scheduled interview times. The breakdown of 

survey participants by program type is: 

¶ 50% (96) from community-based BIPs 

¶ 32% (61) from IDAP 

¶ 19% (36) from InDAP  

Table 1 displays the frequency and percentage of respondents by the location of the group site. The 

highest percentage of respondents is from the larger communities of Burlington, Barre and Springfield as 

well as the Northern State Correctional Facility located in Newport, VT. 

Procedures 

The research team informed BIP group facilitators of the study several months in advance of data 

collection by mailing packets of study information materials, including two information sheets for 

facilitators and ten information sheets for participants. The information sheet reviewed the study purpose, 

that participation was voluntary, data collected was confidential, and that participants could decline 

answering questions or participation at any time without any consequences. Approximately one to two 

weeks before data collection, BIP group facilitators distributed the study information sheet to group 

members in attendance and let them know that the study would be taking place in the following weeks.  

At the time of data collection, one to two trained interviewers arrived at each site and briefly reviewed the 

information sheet with the group, without BIP group facilitators present. The informed consent and 

interview process took place individually and in a private setting on site. Informed consent was obtained 

by all persons who agreed to participate in the interview. Interviews lasted 30 to 45 minutes in duration. 

Interviewers asked participants questions from a pre-programmed survey script using the Computer 

Assisted Personal Interviewing (CAPI) program and typed all answers directly into a password protected 

Table 1 Group Locations of Respondents 

Location % (n) 

Burlington 24% (46) 

Correctional Facility 19% (36) 

Barre 12% (24) 

Springfield 11% (22) 

Bennington 10% (19) 

St. Albans 9% (17) 

Brattleboro 8% (15) 

St. Johnsbury 3% (6) 

Middlebury 2% (4) 

Rutland 1% (2) 

Windsor 1% (2) 
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computer. At the end of this process, interviewers asked the men to return to their group and reminded 

them of their own confidentiality and to maintain that of their fellow group members.  

Confidentiality 

Numerous measures were taken by the research team to protect participant confidentiality. Participants 

were informed that confidentiality would be maintained to the fullest extent possible, except if a person 

disclosed certain information during their interview in accordance with Vermont law, including: 1) 

information about suspected abuse or neglect of children or vulnerable adults (which includes elders or 

disabled adults), or 2) they revealed that they are a current danger to themselves or someone else. If 

respondents revealed this information during their interview, the interviewer would report only this specific 

information to the BIP facilitator, who would then take the appropriate actions according to the law, such 

as contacting local law enforcement, contacting a Probation Officer, and filling out an incident report form.  
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73% of respondents had never been in trouble at work for other issues such as drugs, alcohol, or violence. 
45% had a criminal background check performed on them when they got their job. 

Study Findings 

The total number of respondents for statistics presented in the findings section is 193 unless otherwise 

noted as (n). 

EMPLOYMENT STATUS AND ROLE AT WORK 

Respondents were asked about work status during the two years before the domestic abuse incident 

occurred to the present. Responses fell into four categories of work status. Two thirds (67%, 129) worked 

for an employer only, 16% (31) worked both for an employer 

and were self-employed, 9% (18) were self-employed only, and 

8% (15) were not employed. The number of employers ranged 

from one to twenty, with a median of two employers and mode 

(39%) of one employer (n=160). Table 2 shows that the size of 

businesses employing respondents was fairly evenly spread 

from a micro business (1-5 employees) to very large business 

(500+). The highest proportion, 36% of respondents, was 

employed at workplaces with 11 to 50 employees. Two thirds 

(63%, 101) of respondents had a supervisory role at work and 

19% (33) reported that their partner was employed at their same place of employment. 

Types of Employment 

A total of 162 men specified their main types of work as:  
  

¶ Physical/manual labor (44%, 71) 

¶ Restaurant/food service (15%, 25) 

¶ Professional/business services (13%, 21) 

¶ Production or manufacturing (9%, 15) 

¶ Warehouse or inventory (7%, 11) 

¶ Auto mechanic or auto body work (6%, 9) 

Physical labor referenced includes construction, forklift operation, carpentry, lineman work, 
housekeeping, well digging, concrete work, janitorial work, and roofing. Restaurant employees were 
primarily chefs, line-cooks, and fast food counter sales staff. Professional or business positions included 
sales, real estate, human services, retail, data entry, and marketing positions. Other types of work 
included: 
 

¶ Agriculture, including farming 

¶ Hospitality, including work at a ski resort or hotel 

¶ Military, including Army and National Guard 

¶ Truck driver 

¶ Photographer 

¶ Coach/athlete 

¶ Computer technician and electrician  

Table 2 Range of Employees at Workplace 

Range of Employees  % (n) 

5 or fewer 15% (24) 

6-10 16% (26) 

11-50 36% (58) 

51-100 12% (19) 

101-500 16% (25) 

500 or more 5% (8) 
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Participants lost a 
total of 44,515 
days of work ς 

equivalent to 22 
years of full time 

employment ς
because they were 

in jail for 
perpetrating 

domestic violence. 

Other Problems in the Workplace 

A total of 45% (69) reported having a criminal background check performed on them when they got their 

job. In addition, 73% (117) reported that they have never been in trouble at work for other issues (i.e. 

drugs, alcohol, or violence at work). As referenced by eight respondents, reasons why participants got in 

trouble at work were related to inappropriate use of work time, disruptive and/or inappropriate behavior, 

and alcohol/drug related issues. Time issues included taking too many cigarette breaks, taking too much 

time off, and not showing up for work or arriving late. Disruptive and/or inappropriate behaviors referred to 

arguing on the phone with a partner, a partner interfering at his workplace, being disruptive to employees 

and customers, and saying negative words about a supervisorôs partner. Alcohol/drug related issues 

included coming to work hung-over and using cigarettes or other drugs while at work.  

Work Locations and Access to Work Resources 

Respondents reported spending a fairly equal split of work time onsite and at offsite work locations. 

During an average work day, 55% (98) worked onsite at an office, store, facility, restaurant, or other work 

location, while 49% (86) worked at an offsite location. Of those who had access to a company vehicle, 

48% (67) drove this vehicle regularly or occasionally. A cellular phone, either personally owned or 

supplied by employer, was the most common type of office equipment that 49% (87) of respondents used 

to conduct business. Less often used equipment were computers, the internet, and email. The breakdown 

of office equipment used to conduct business on a regular basis includes a: 

¶ 49% (87) Cell phone 

¶ 38% (67) Landline telephone 

¶ 34% (60) Computer 

¶ 26% (45) Internet 

¶ 22% (38) Email 

¶ 26% (45) None of the above 

In addition to these work resources, 13 respondents regularly used communication equipment such as a 

walky-talky or two-way radio (4 respondents), a cash register (4 respondents), kitchen appliances and 

utensils (2 respondents), and other office equipment such as a scanner, head phones, and photo copier. 

LOSS OF WORK TIME DUE TO DOMESTIC VIOLENCE 

Respondents were asked a series of questions to understand how much paid and unpaid work time men 

may have lost as a result of their abuse of their intimate partners. Paid time off referred to time taken off 

from work for which the employee was still paid, such as vacation or sick time, 

combined time off, personal leave or a paid leave. Unpaid time off referred to 

time taken off from work for which the employee was not paid or lost work time 

when a person was unable to work due to incarceration. For respondents who 

were not incarcerated, unpaid time off from work did not include loss of work 

due to a job termination.  

Unemployment 

During the two years prior to the study, 67% (129) were unemployed at one 

point in time. Of this group, 32% (37) felt they lost their job as a result of their 

domestic abuse and 23% (30) collected unemployment to make up for lost 

wages.  

Access to a cellular phone, either personally owned 
or supplied by an employer, was the most common 
type of office equipment that 49% of respondents 

use regularly for work.  
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Loss of Offendersô Work Time 

Reasons for taking paid and unpaid time off are shown in Table 3. Respondents were asked to provide 

the unit of time (i.e. days, months, etc.), which was then calculated into days for comparative purposes. In 

general, a low proportion of time that men took off from work was paid for by employers, ranging from .2% 

of time off while in jail and 3.7% of time off to attend legal meetings or court. Table 3 shows that 

participants lost a total of 44,515 days of work ï equivalent to 22 years of full time employment ï 

because of time spent in jail for perpetrating domestic violence. Work time was also more commonly 

lost because of meeting with probation officers or attending a BIP. 

Table 3 Paid and Unpaid Days Off from Work due to Consequences of Domestic Abuse 
 Paid and Unpaid Time (Days) Paid Time Only (Days) 

Reason Range Mean Median Mode Total n Range Total n 

Jail 1-3,650 416 120 60 44,515 107 0-60 240 107 
BIP group sessions .5-1,095 68 7 20 4,389 65 0-29 30 65 
Probation officer meetings 0-1,095 33 .5 0 4,315 131 0-29 33 75 
Counseling or anger management 0-730 55 3 3 2,191 40 0-1 1 40 
Legal, attorney, court 0-570 17 2 0 2,171 129 0-42 127 81 
Dept. of Children and Families 1-450 48 4 1 1,010 21 0 0 21 

Loss of Work Time due to a Critical Incidence of Violence 

A third (31%, 55) of respondents said that they took paid and unpaid time off from work to be abusive to 

an intimate partner or deal with the aftermath of abusive actions from a specific incident. Of these men, 

30% (34) took paid time off for this critical incident of violence. Almost half of respondents (48%, 64) said 

their partner also took time off from work to deal with the effects of an abusive incident, with 32% (21) 

estimating that part or all of the time she took off was paid for by an employer.  

Table 4 summarizes the number of paid and unpaid days that perpetrators and victims took off from work 

due to a critical incident of domestic abuse. In total, men reported losing 3,528 days of paid and unpaid 

work time related to a critical incident with their partner, of which 14.5% of this time (513 days) was paid 

for by employers. Their partners took an estimated total of 1,110 days of paid and unpaid time off from 

work related to a domestic violence incident, of which 13.6% was paid for by employers. 

Table 4 Paid and Unpaid Days Off from Work due to a Critical Incident of Domestic Abuse 
 Paid and Unpaid Time (Days) Paid Time Only (Days) 

 Range Mean Median Mode Total n Range Total n 

Respondent 0-1,825 74 3.5 2 3,528 48 0-317 513 48 
Partner 0-420 20 4.5 2 1,110 56 0-30 152 49 

Reason for Partnersô Lost Work Time 

Respondents were asked to indicate reasons why their partner took time off from work due to domestic 

violence. As identified by 54 respondents, common reasons why their partner took time off work 

included to: 

¶ Address emotional and/or mental issues (26%, 14) 

¶ Address physical injuries (26%, 14) 

¶ Attend court/legal meetings (24%, 13) 

¶ Rest and recover post incident (9%, 5) 

Emotional and mental issues included having panic attacks and generalized anxiety, and feeling stressed, 

distraught, overwhelmed, or upset. Physical injuries included: blackened eyes, bruises, broken bones, 

and general pain from a shove, smack, or punch. Rest and recovery time referred to time taken off from 
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Almost half of respondents (48%) said their partners took time off from work to deal with the 

effects of an abusive incident - 32% of this group estimated that part or all of this time off was 

paid for by an employer. 

work because of staying up late and/or losing sleep from fighting the night before. Other reasons why 

partners took time off from work are: 

¶ Visiting a police station or hospital 

¶ Complying with partnerôs demand that she not attend work 

¶ Visiting her partner in jail 

¶ Moving out of the house 

¶ Avoiding partnerôs harassing phone calls received at work 

¶ Avoiding her partner at their shared place of employment 

¶ Addressing relationship issues with her partner 

WORKPLACE RESPONSE TO DOMESTIC VIOLENCE 

Workplace Policy on Domestic Violence 

Table 5 shows that two out of three respondentsô (64%) workplaces did not have a domestic violence 

policy, 11% had a policy on domestic violence, and 25% of respondents did not know if their workplace 

had a policy (n=158). 

Table 5 Domestic Violence Policy at the Workplace 

Response % (n) 

Yes 11% (18) 

No 64% (101) 

Donôt know 25% (39) 

Supervisor Awareness and Response 

During an average workday, respondents were in the presence of a supervisor from one to 15 hours a 

day, averaging five hours a day. More than a quarter (29%) was in the presence of their supervisor for 

eight hours a day. Figure 1 shows that 83% (99) of supervisors were aware of why respondents took time 

off from work due to a domestic violence offense (n=120). However, respondents reported that only 32% 

(52) of supervisors said or did anything in response to this incident, the employeeôs behavior, or his 

relationship in general (n=160). 

When supervisors did respond to offenders, common responses included (n=53):  

¶ Providing an opinion about their relationship (30%, 16) 

¶ Expressing empathy for the situation (26%, 14) 

¶ Reiterating need for separation of work and home life (25%, 13) 

¶ Offering to help the offender with the situation (13%, 7) 
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Figure 1 {ǳǇŜǊǾƛǎƻǊǎΩ !ǿŀǊŜƴŜǎǎ ŀƴŘ wŜǎǇƻƴǎŜ ǘƻ hŦŦŜƴŘŜǊ 

 

Supervisor opinions included statements such as "You should end the relationship", "Just think about 

the kids", "Just stay away from her", "It is a failed relationship", and "Get a life". In the case where 

supervisors expressed empathy, supervisors hoped that everything would be ok, wished the employee 

well, offered support or help, and offered for the employee to take some time off from work. In one case, a 

respondent said his supervisor ñwas very supportive and more like a sponsor or advisor.ò In a few cases, 

supervisors were able to relate to the employeesô situation because they had gone through the same 

experience. Comments from supervisors that referenced separating work and personal life include, 

"Try not to let your relationship interfere with work" and "Keep your mind on work". Other supervisors 

responded by firing the employee or telling them that they couldn't keep their job because of their criminal 

record.  

A few supervisors tried to help the employee, such as by mediating relationship issues, working with a 

probation officer to accommodate the employeeôs work schedule, and offering strategies for dealing with 

the situation. As one respondent noted,  

ñ[My supervisor] expressed concern. We discussed strategies for dealing with 

domestic situations. Not necessarily abuse, but the overall domestic rituals of life. 

He was concerned about safety for both [me and my partner] and my emotional 

stability overall.ò  

Another respondent stated,  

ñ[My supervisor] was a friend to me. He gave me ideas about what I should do or 

how to ignore things. He was just someone I could talk to. He told me to just let her 

talk, ignore the fact that she's trying to pick fights, and he said that if things weren't 

going to work, and if we weren't meant to be, we should go our separate ways.ò  

In one reported instance, a supervisor was blatantly colluding with the abuser, stating, ñ[My supervisor 

would ask me, ódid she bleed?ô [He would tell me] to kick [her] because it hurts them less. We joke about 

it all day, every day.ò  
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Co-Worker Awareness and Response 

Almost all respondents, 98%, had co-workers during the time of the domestic violence incident. Contrary 

to supervisorsô response, Figure 2 shows that 65% (111) of co-workers were aware of the domestic abuse 

perpetrated by their co-worker (n=171) and 67% (115) responded in some way to the offender (n=173). 

 

When co-workers responded to offenders, common reactions noted by 111 respondents included:  

¶ Providing an opinion about their relationship (33%, 37) 

¶ Offering support and understanding (25%, 28) 

¶ Giving help and advice (14%, 15) 

¶ Suggesting he keep his personal life out of work (7%, 8) 

¶ Giving no response or doing nothing (15%, 17) 

Co-workers who were supportive and understanding were described as being a good listener, 

someone to talk to, and expressing general concern. Co-workers also offered support and advice, such 

as providing suggestions to improve the relationship and resources to get help. One respondent 

commented that his co-worker ñlistened, gave feedback and shared from his experience.ò While another 

stated, ñ[My co-workers would] tell me ways to improve my relationship [and give] insight from their own 

relationships and how they approached [relationship issues].ò  Several co-workers suggested that the 

respondent keep his personal life outside of work, with statements such as, ñleave it at home and donôt 

bring it to work. Use this time [at work] to get your mind on something else [and] focus on work.ò  

Co-workers also colluded with the abuser by laughing and joking about the incident, making fun of the 

co-worker, and telling him about his partner's whereabouts. Opinions expressed by co-workers included, 

"Get rid of her", "You can do better than her", "Kick her out", "Don't do anything stupid", and "Run while 

you still can". As one respondent noted, his co-worker said he ñsaw my wife doing coke and [that she] 

was sleeping around.ò Another respondent recognized that his co-workerôs response added ña lot of 

negativity.ò  He said that people should ñnot turn to friends for support on domestics because they patted 

me on the back [and said things like] ógood jobô and ôthat's taking controlô.ò Fifteen percent of respondents 

said that co-workers did nothing in response to their situation, giving statements such as, ñthey didn't get 

in the middle of what was going on,ò ñthey would mind their own businessò, and ñno-one dared askò.    

 
Figure 2 Co-²ƻǊƪŜǊǎΩ !ǿŀǊŜƴŜǎǎ ŀƴŘ wŜǎǇƻƴǎŜ ǘƻ hŦŦŜƴŘŜǊ 
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41% of co-ǿƻǊƪŜǊǎ ŀƴŘ нм҈ ƻŦ ǎǳǇŜǊǾƛǎƻǊǎ ǊŜǎǇƻƴŘŜŘ ǘƻ ǘƘŜ ƻŦŦŜƴŘŜǊΩǎ ŘƻƳŜǎǘƛŎ ǾƛƻƭŜƴŎŜ ōȅ 

blaming or talking badly about their partner. 

Other Responses of Supervisors and Co-Workers 

In addition to the open-ended responses summarized above, Table 6 shows the percentage of 

supervisors and co-workers that gave other types of responses to the offenderôs situation. The most 

common response from 43% of supervisors was to make it seem like the employeeôs personal life 

was none of his or her business or not a big deal. In addition, 31% of supervisors focused on the legal 

implications of the employeeôs actions and 21% blamed or talked badly about their partner. The primary 

response by 51% of co-workers was to offer help to the offender. An equal proportion of co-workers (41% 

to 42%) focused on the legal consequences, blamed or talked badly about their partner, or made it seem 

like the situation was none of their business. Roughly a quarter of both co-workers (23%) and 

supervisors (22%) warned the employee that he might face disciplinary action or get fired from 

work and only 7% of both referred the employee to resources for help. 

Table 6 Supervisor and Co-Worker Response to Employee regarding Domestic Violence 

Response Supervisor Co-Workers 

Offered to help offender out in any way N/A 51% (66) 

Made it seem like their personal relationship was not a big deal or none of their business 43% (68) 41% (70) 

Warned that they might get in trouble with the law because DV is a crime 31% (49) 42% (54) 

Warned that they might face disciplinary action or get fired from work 22% (35) 23% (30) 

Blamed or talked badly about their partner 21% (33) 41% (70) 

Referred to EAP, human resources or a counselor 7% (11) 7% (9) 

 

CONTACT WITH PARTNER DURING THE WORKDAY 

Two thirds of respondents (66%, 104) said that they were allowed to use company resources such as the 

telephone or email for personal use during their work hours. Most respondents contacted their partners 

during the work day.  

Reasons for Contacting a Partner during the Workday 

During the two years prior to the study, respondents said they contacted their partner during the workday 

to:  

¶ Change plans they had made (63%, 110) 

¶ Tell his partner to do something he wanted (62%, 109) 

¶ Convince or reassure his partner that he loved her (61%, 108) 

¶ Tell his partner when to pick him up from work (49%, 86) 

¶ Try to make up about a fight (44%, 78) 

¶ Check up on his partner to see what she was doing (44%, 78) 

¶ Yell at his partner or express anger about a fight (36%, 63) 

¶ Find out if his partner was where she said she would be (34%, 59) 

¶ Tell his partner when he wanted her to be home (25%, 44) 
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29% of offenders 
contacted their 

partner while at 
work to say 

something that 
might have scared 

or intimidated her.  
 

40% of supervisors 
were aware that 
employees were 
contacting their 

partner in this way 
while at work. 

55% (47) of respondents have used their �}�Á�v�������o�o���‰�Z�}�v�����}�Œ�������(�Œ�]���v���[�•�������o�o���‰�Z�}�v�� to contact their partner 

while at work for the purposes of threatening, controlling, or abusing her. 

Of particular concern is that 21% (37) of respondents contacted their partner from work to 

threaten her and 29% (50) contacted her to say something to scare or intimidate her. Of this group 

of respondents, 40% (20) of their supervisors were aware that this type of contact was taking 

place during work time.  

In an open response question, 32 respondents gave more detail on reasons for contacting their partner 

while they were at work, including:  

¶ Checking in with each other (28%, 9) ï Described as calling their partner to say hello, check in, 

change plans, vent about the work day, ask about the partnerôs day, and pass time during a 

break. 

¶ Calling in relation to a child (25%, 8) ï Referred to as seeing how a child was doing, discussing 

calls received from a childôs school, having her pick up the children from school, and relaying 

messages from a child to the other parent. 

¶ Asking her to do something (22%, 7) ï Referred to as bringing in lunch or work clothes, taking 

care of an issue regarding a child, and giving them a ride home from work. 

Threatening, Controlling, or Abusive Contact 

Sixty-five percent (114) of respondents said that they had not used work resources for the purposes of 

threatening, controlling, or abusing their partner. The remaining 35% of respondents, who contacted 

their partner in an abusive manner during the workday, used the following work resources: 

 

¶ 27% (46) used a phone [including a landline telephone (14%, 24) and 

cellular phone (13%, 22)] 

¶ 5% (8) used a work vehicle 

¶ 2% or less used a computer, internet, or email  

 

While use of work resources to contact a partner for abusive purposes was less 

common, 55% (47) had used their own cell phone or a friendôs cell phone to contact 

their partner while at work for the purposes of threatening, controlling or abusing 

her. Further, 13% (23) had stopped by where they thought she would be while they 

were on the clock to check up on her to do something that was threatening, 

controlling, or abusive to her; twelve of these men used a company vehicle to get 

there. 

 

Respondents were asked to give an example of threatening, controlling, or 

abusive contact they had with their partner while at work. As identified by 50 

respondents, typical abusive contact that occurred during the work day included: 

¶ Making demands of the partner with threats (do something or else) (42%, 21); 

¶ Fighting and name-calling (22%, 11); 

¶ Accusing her of having an affair, cheating on him, or hanging out with people that he did approve 

of (22%, 11); and/or 

¶ Informing her that he would not be coming home due to drinking after work (16%, 8).  

  


















































