Joint Labor/Management Domestic Violence Awareness Program

A “big tent” approach to engaging ever larger numbers of men in efforts to end men’s violence requires that leaders of mainstream organizations play a role in committing the considerable resources and stature of their organizations to these efforts. Nearly 15% of the US workforce is unionized, amounting to millions of workers who rely on their unions to protect their interests in the workplace and in society at large. US unions have a long and honored tradition of taking active stands on social issues that include preventing sexual harassment, promoting work/family initiatives and addressing domestic violence. Organizations like the Coalition of Labor Union Women (CLUW) and the Family Violence Prevention Fund together with the AFL-CIO
 and unions such as AFSCME have taken key leadership roles in placing domestic violence on the union agenda. Recently, organizations like the New York Labor Coalition Against Domestic Violence have begun to explore prevention activities that reach out to men.

This case study examines one effort already underway within the US workplace to get men to take a stand against violence against women. It describes the evolution of a program for men to end violence that grew out of a joint labor/management domestic violence awareness program for women, sponsored by a collaborative Work/Family initiative. The efforts described here demonstrate that men -both those in positions of leadership and those within the rank and file- recognize that labor and management have an important role to play in ending domestic violence. They are often eager to identify and implement strategies that help fellow members and employees affected by violence and as a consequence strengthen the union and the workplace.    
History and Overview: Once thought of as a private and personal issue, many in the workplace are now championing the issue of violence against women as an issue of concern for unions and employers, alike. Three quotes from men affected by violence against women in the workplace provide poignant examples of why this shift has occurred:

· “It wasn’t until she called me – as her union rep - to help her get a disability leave, that she told me all her injuries were from domestic violence. If I knew more, I could have offered her help sooner”
· “We thought he was just blowing off steam. They seemed like a typical couple.  We should have taken him seriously. We can’t stop thinking about what we should have done.” 

· “I overheard the other managers saying, “If it was that bad, why doesn’t she leave”. I didn’t think it was right, but I didn’t know what to say.”  
While these quotes illustrate some men’s concern about domestic violence and their motivation to deal with the issue, they also indicate some of the ways in which other men in the workplace, not surprisingly, hold many of the attitudes prevalent in the wider society-attitudes that deny the reality of life threatening violence and abuse, excuse the batterer’s behavior, or blame the victim. More than anything, though, this range of response points to the importance of involving men within the workplace in domestic violence prevention activities. 

Despite the obvious importance of involving unions in domestic violence prevention with men, collaborative efforts with advocacy organizations have been limited. In part this may reflect the limited resources available to advocacy organizations, focus on batterers intervention programs, or belief that men themselves need to take a leadership role in reaching out to other men. It may also reflect fears that unions would not be receptive to addressing domestic violence or using their unique connection with millions of men to promote men’s involvement in preventing violence against women.

As has been the case with many large organizations, Officers within some unions have been hesitant to apply their leadership to the issue of men’s role in men’s violence against women. The reasons for this have varied. Sometimes union leaders with large male memberships don’t see the role they can play and assume its only an issue for unions with high concentrations of women or feel it’s a private matter best left to the couple affected. At other times they’ve expressed concern and an understanding of the devastation wrought by the violence, but felt pessimistic about their ability to do anything about it. And on other occasions, they’ve felt torn between their desire to protect a worker from disciplinary action or job loss that may result from domestic violence and their conviction that domestic violence is wrong. Company executives express concern about

intruding into a personal issue, question whether it’s the best use of company time and resources- thus minimizing the epidemic nature of domestic violence or question why address this social issue – among many other compelling one such as alcohol or drug abuse.   

Those who have worked from within the labor movement to build a workplace response and their allies within the domestic violence prevention movement have, over the course of their work, encountered three questions over and again. Providing compelling answers to these frequently asked questions has very often determined whether a union has committed to addressing domestic violence or not. These questions are: why is violence against women of concern to employers; why is violence against women a union issue, and, lastly, why should unions focus prevention efforts on men? In the hope that the answers to these questions will be of help to those of you who’re either currently working to encourage your union to take a more active stand or who are interested in exploring alliances with unions, we offer some of the responses that we’ve found helpful in our efforts to support unions to reach out to the men within their organizations. 

Why is domestic violence of concern to employers? The case that domestic violence should be of concern to any employer is a relatively easy one to make. Not only is it every employer’s legal responsibility to ensure the safety of the workplace, but it is also clear that domestic violence compromises the well-being, job performance and productivity of valuable employees. Many of the attitudes and gender roles that increase men’s risk of using violence also predispose men to other high risk behaviors such as drug and alcohol abuse, workplace violence or taking unnecessary safety risks to demonstrate “toughness” to peers. Domestic violence is also one of the leading causes of workplace violence and creates safety and health risks to all in the workplace. The following statistics make this case persuasively:
· Since almost 1 in 4 women are affected by domestic violence, we can make a conservative effort that 10% of employees may be affected by domestic violence.
· 37% said domestic violence had some type of impact on their job performance.
· 24% of abused women said they were either late or missed days of work due to abuse.

· 54% of abused women missed up to 3 full days of work per month
· Batterers commit 13,000 violent acts against their partners in the workplace each year.
· 94% of corporate security directors surveyed rank domestic violence as a high security problem at their company
.
Why is violence against women a union issue? From the union perspective, there are many reasons why it is an issue that has an impact, or potential impact, on nearly all members. Firstly, violence against women can result in injury and death.. More than three women are murdered by their intimate male partners, every day. This places union women at serious risk for injury and death. One local from the Coalition reported four murders of members by their intimate partners in a single year. Secondly, violence against women undermines job security, economic independence and places members at risk of losing their jobs- fully 15% of survivors report that abuse affected their ability to keep their job. Thirdly, it is a safety and health issue for all members since perpetrators often stalk and harass women at their workplace, in the process jeopardizing the safety of her co-workers as well. Fourth, for unions committed to principles of justice and equality, it is a social change issue – as it perpetuates societal inequities against women. It also undermines women’s participation, power and leadership within the union because it erodes self-esteem and autonomy. Finally, it is a work/family issue – as it has devastating economic and personal consequences for the family and undermines the solidarity of the union community. 

Why should unions focus prevention efforts on men? Unions are uniquely positioned to assume a leadership role in encouraging men to take a stand against men’s violence against women. Unions are invested in the well-being of their members and tasked with representing their best interests. Unions have a stake in helping men who’ve been violent or who’re at risk of being violent find the help they need to stop their violence and reduce the likelihood of incarceration and job loss. Furthermore, many unions have a high concentration of men as members, and have a long tradition of mutual aid and a sense of community that allow unions to encourage behaviors and attitudes that promote equity, fairness and social justice. 

Strategies that Can Be Used By Unions and their Domestic Violence Prevention Partners: Rather than assume that men are going to be defensive, unions can start from the assumption that most men within unions care deeply about the women in their lives and have a commitment to fairness and integrity. Adopting this philosophy makes it easy for unions to reach out to men as allies, as part of the solution, rather than as potential perpetrators or excusers of violence to be treated with suspicion. Certainly, this philosophy makes it possible to articulate the “bystander” approach, which describes men who reject violence against women but don’t know what to say or do or have never been asked to take a stand. Once approached in this way, it’s often surprising just how many men suddenly see a role for themselves that they’d never seen before and step forward wanting to take action in their own lives as well as in their workplaces and communities. Once brought on board in this way, men in unions can have tremendous influence on the attitudes and values of their peers and can change the culture of the workplace itself, making it a place where men feel a sense of permission to challenge attitudes that contribute to violence, discuss their problems and look for help from their peers. 

The New York Labor Coalition Against Domestic Violence Reaches Out to Men: In 2000, the New York Labor Union Coalition Against Domestic Violence
 embarked on a process to develop a customized curriculum module and facilitator training program for union audiences with input from its member unions. Among those who participated were the Communications Workers of America (CWA) District 1, who sent a representative group of male and female union officers, chief stewards and staff representatives to workshop sessions coordinated by Cornell- ILR in NYC. At these sessions it was determined that a joint labor/management strategy would be most effective in reaching out to their membership at a major telecommunications company. The company’s internal Employee Assistance Program was contacted to explore this possibility and it was concluded that a domestic violence awareness program , implemented under the auspices of the joint labor/mgt Work/Family committee would be the most viable option to reach all the employees in the company. 

All three partners in this unique labor/management initiative were clearly convinced that domestic violence affects employees at work, often leading to performance and safety concerns.  Both labor and management were aware of female employees who had been killed by abusive partners.  Managers and union officials were eager to know how to respond proactively.  Resources made available through a grant to Cornell University’s School of Industrial and Labor Relations from the New York State Department of Labor further aided their efforts
The following steps were taken to implement this program:

· Participation in a pilot training program to develop, revise and implement a training curriculum and video with a focus on a cooperative, preventive approach that emphasized awareness, workplace strategies, safety and resources.    

· Identified over 50 key union and management facilitators to deliver the curriculum after participating in a facilitator training

· Provided targeted training to security personnel on domestic violence

· Trained over 4000 employees who are CWA District 1 and the International Brotherhood of Electrical Workers (IBEW) Local 2213 members along with their management

· Distributed community domestic violence resource information and thousands of posters with emergency contact numbers in company facilities

The opportunity to address men’s role in speaking out against domestic violence grew out of this pilot program. After the training, a significant number of men from the union and company came forward and indicated an interest in taking a more visible stand against violence against women. This would be in additional to the role they would play as a steward or manager. Yet, despite these successes, management expressed concern about the relevancy of the training content to their predominately male workforces. As a result, two focus groups of union men and experts in the field were held to assist in the task of developing training approaches that might speak more directly to the male membership. Excerpts from three films were used to spark a dialogue about domestic violence and men’s roles in preventing it, as well as identifying and discussing what might be questions and sticking points for unions and the men within them. In addition, the focus groups explored different types of information and communication approaches to see what might open up or close down dialogue. 

Comments from men in the focus group:
· Men appreciated the concept of “men as allies” an approach that was positive and constructive and didn’t assume that all men are abusive or supportive of violence, but recognized that they had a role to play as bystanders. 

· The concept of “norms of masculinity” was hard hitting and provocative. Many of the social norms of power and control resonated with them but they felt they needed more time to digest how to communicate these concepts to a general audience of men.

· As stewards and managers men needed additional training on the many manifestations of violence against women and abuser behavior and its workplace impact. 

· The men in the group were interested in taking a public stand against violence against women and wanted to contribute to social change. They felt this also represented a similar sentiment shared by many of their peers –who they would characterize as “silent bystanders”. However, they felt it was also important to have resources available to union brothers whose behavior was abusive.  

Lessons Learned:
· It was helpful to offer free technical assistance and resources to management and the union in the development of the training curriculum and facilitator’s module in the early days of the program. 

· It was important to gain organizational commitment and auspice. The success of the program was due to its natural link to a joint labor/management Work/Family Initiative that also had a high level of representation from company executives and union officials. 

· Unions needed institutional commitment for training time and internal “union and company angels” to champion the issue. Since the training was done on company time it had to fit within an existing framework and was a natural link to already existing safety and health and other training time. 

· “Personal testimony” from a high level management executive about the positive impact of the current domestic violence awareness program, vocal union leadership and support and the opportunity to make a valuable contribution to the workplace as “best in class” were all convincing arguments to fund workplace initiatives to end men’s violence. 

· Curricula for men need to incorporate a theoretical framework that is consistent with experts in the anti-violence movement along with relevancy to workplace issues that meet union and company concerns. These concerns would include workplace safety, job security, job productivity and promoting positive labor management relations. 

Conclusion: This paper has demonstrated that there are many compelling reasons why domestic violence and men’s leadership in addressing it are workplace issues that both unions and employers should address. Our experiences have shown us that when given the opportunity men within the workplace are willing to act with courage and are often eager to take a stand against domestic violence because they see doing so as being in their best interests as well as in the best interests of their unions and their companies, male and female union members and employees, alike. Given this, it’s imperative that we work together to reach out to men in the workplace. 

� See August 1, 2001, AFL-CIO Executive Council Action “Stopping Domestic Violence At Work” 





� Family Violence Prevention Fund: Domestic Violence: the Workplace Responds and Domestic Violence: A Union Issue. 


� Founded in 1996 and sponsored by Cornell s Metro District Office in NYC, the Coalition is an inter-union coalition of private/public sectors unions, the NY Central Labor Council and the NY State AFL-CIO that address domestic violence through member awareness, steward education, collective bargaining and political action. Founding and current members include the NYC Central Labor Council,  the NYS-AFL-CIO; AFSCME DC 37, DC 1707, Local 371; CWA -District 1; SEIU/1199; NYSNA; OPEIU; RWDSU; TWU/Local 100; UFT; UNITE, Local 23-25. For additional info contact KC Wagner at � HYPERLINK "mailto:kcw8@cornell.edu" �kcw8@cornell.edu�. 
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