
DEPARTMENT OF THE ARMY 
O F h E  OF W E  DEPUW CHIEF O F h M F  FOR PERSONNEL 

acoARnY PEM*(KIH 
WPSHNGTON, W m91md3ba 

Sl*,. I0 
~ r n h r m  a 

DAPE-CPL 1 June 1444 

Employee Rela t ions  Bu l l e t in  # . 7 0  

SUBJECT: violence i n  t h e  Workplace 
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of Commands and A c t i v i t i e s  
of the Department of the Army 

1. Employee Rela t ions  B u l l e t i n  f 7 6 ,  dated 11 Apr i l  1 9 9 4 ,  
Subject: Violence in the Workplace, provided a copy of a TRADOC- 
developed campaign plan  wi th  a menu of initiatives that may be 
adapted to an i n s t a l l a t i o n  strategy t o  combat violence i n  the 
workplace. This issue is receiv ing a g r e a t  d e a l  of p u b l i c i t y  i n  
the news media and is the subject of zone new t r a i n i n g  videotapes 
and seminars. In  add i t ion ,  the Office of Personnel Management i s  
forming an Interagency Advisory Group (I=) working group to 
develop a qcverment-uide report to asiist  parsonnallsts~ and 
managers in deal ing  w i t h  this problem: w e  have a r e p r e s e n t a t i v e  
on t h e  group, 

3 .  The Army Hateriel Cornand maQe t h i s  the  subject of the 
attached employee and  l abor  r e l a t i o n s  b u l l e t i n .  Ae add i t iona l  
information is  brought t o  our  a t t e n t i o n ,  w e  w i l l  make it 
avai:able t o  t h e  f i e l d .  

3 .  Please  sharer t h i s  with your employee r e l a t i o n s  s p e c i a l i s t ,  
labor  counselor ,  employee ass i s t ance  and equal employment 
Opportunity o f f i c e s ,  and appropr ia te  managers. 

FOR THE DEPUTY CHIEF OF STAFF FOR PERSONNEL: 

A t c h  JAMES M. ALWRRD 
Chief, L a h r  and Employee 

Relat ions Division 

GPO
Note
Under authority granted by Title 44 USC, this copy was downloaded from the agency’s website by the U.S. Government Printing Office on April 20, 2006.
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SUBZECT: DeaLing with VicLence in the Workplace 

a. A profile has been developed of tF.e type of individual 
thzt is likely to c ~ d t  wcrlcplace violence. Wkile this profile 
does not conclusively derermLne whether a particular individual 
will commit vialence in the workplace, it can alert a supervisor 
to potential prctlerns. The irdividual who commit6 vioiencc in 
the workplace is typically d middle-aged white m l e  w i t h  a 
migratory j o b  hLstory; has a fascination with exotic weapons; is 
chronically disgruntled or known as a trouble mker; often 
paranoid; enjoys violent movies and TV shcws: often has a 
military background; and is frequently a lcner. - 

5 .  Supervisors cftsn believe that it is better to ignore a 
pocer?tial:y violent ewlcyee. Eowever, behaviorcl ~sy~hol~qists 
azree th3: this is the worst possible : b h g  a ;u>arvisor can do. 
By ignbrin; unacceptable behavior, h e  srperviscr sends a clear 
sir;.al rhaz  the e~~ployee is free to repedt t:ie behavior withcilt 
adverse cocsequences. ~ m p l o ~ e e ~  r u s t  be :held acccuntable fcz 

C 
unacceptable behavior, and this icclades cor,fronting ralatively 
micor :r.fractions early cn. :. 

c. 'W,er. dealing with a potentially violent employee. t h e  
=e$:ion frequently arises as to whetker rhe activity caa orier 
the employee to have a psychLatric exmina:isn. Ir. cases, 
=he activizy can not require a n  empiwee to have a psychiatric 
exarnication. irnder 5 Code of Federal Regulatiocs (CFRI 539.301, 
an aczivity can order a psychiatric examj.nation only when a 
properly ordered medical examination ( e . g . ,  when a positi~n has 
nedical star.dards/physical zequirernents) indizates no basis f c r  
unsafe or inefficient behavior cr whe3 a psychiatric exaxin;tion 
is require" for a specific position. 

d. Wer. cfi ernaloyee enpsges in violence or rakes threats of 
,~ioler.ce, it may be necc5sary to have the employee imediately ' 

removec: from ehe worksite. If it is nct feasible or desirable co 
detail the employee to ancther location, the -?l?yee m29 be 
piaced on aewinistrative leave until b da2ision is mcie cn tke 
appropriate course of action. However. the activicy shculd not 
giace an expl~yee 03 administrative leave indefinitely tc avoid 
taking appropriate disciplinary action. 

e .  In nos: cases of ,#orkplsce violence, chere is a history 
of utacceptable or confrontatisnal behavior &:ch was never 
addressed by management. Early intervention is tht kty to 

(. 
diffcslng pocent.ially violent situations. T3ia early 
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intervention includes taking apgropriaze discip1inar)r action and. 
mare importantly, encouraging the employee co seek professional 
asststa~ce. It is best if the employee voluntarily seeks such 
assrstance, but t h e  supervisor can and should  order an enployee 
to seek professional cssistance in appropriate eases. 

3. NO one can totally prevent workplace violence; however, 
inciaents similar to the Unitec States ?cstal Service tragedy 
described above can be significantly minimized t.Y inplementinq 
effecrive preventive measures. Same examles of preventive 
programs and guidelines are discussed below: 

a .  AMC activitiez must firmly e?d :-equivocally be comitted 
to doing everything withir. their power :o Ftavent incidents of 
wcrk-related violence, A ~oLLcy statement which affirms t ~ e  
basic right of 211 empl-ees tc a safe and humane woxkibp 
environment should be prepared and posted on bullerin boar3s and 
publicizeS in emplcyee newsletters. ';he palicy shcuLd clearly 
state that acts of harassment, izcinidation oz threats will r.oc 
be :ol&ratsd and that perpetrators amill be deLt with 
a?propriately. 

b. Rnplcyee Assistance ?rogram (EAP}. Ar. emgloyee 
assistance srograrn is a structured program designed to provide 
intake co.ilnseling, problem identification and treatment of 
emplcyees with problems of practically any narcre, including 
possible alcchol or drug abuse. Supervis-~rs m y  refer an 
employee to the  prograa, or an employee m y  directly request 
assistance to solve scme prcblem. Such prcblms a r c  often 
related to a lcoho l  or drug abuse, E.uc also may be caused by otter 
illnesses or work or non-work matters. The key ac=ion by the 
supervisor i s  encouraging self-referral by the employee; bu: be 
prepared to r a f e r  the enpioyee if necessary. 

c. :rug-Free Federal N.arkplace. The use of illegal cirugs, 
on or off duty. by srn>loyees is inconsistent with the law-abidiny 
behavior exgected of all erplcyees. Employees who use illegal 
drugs rend to be less productive, less reliatle, proae to greater 
absenteeism than their fellow employees who do nct use illwal 
drugs, and pose a serious health and safety threat to other 
employees. Sa~pervisors are expected to assist in the esrLy 
idsntiEica~ion oC drug abuse by employees and deal with worksite 
problems related :o drug abuse. In this regard, local policies 
nust  be develoced aad im3lemented w:?ics address, as a mininut,/ 
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the following: drag-free workplace policy, substance ablse 
awareness efforts, dcc-abuse training for supervisors sr.d 
Employee ~ssistance Programs (E?,?). 

d .  ~amily-~tiendly Programs. Implezen t fa.xily-friendly 
wcrkplace prac~ices such as flexi-time, flexiplace and job 
sharing co~sistent with mission requireaents. 

L 1 )  Flexible end compressed work scked'Jle5 .t jointly referreZ 
to as 'alteznative work sck.edules" c r  'AWS') have -the potential 
t o  enable ranagers acd supcx-riscrs to meet program goals which 
allow emsloyees to be more flexible in scheduling Chsir 
aczivitips. P.6 emp:oyees gein  grea:er control over their time, 
they can balance work and family responsibilities more essily. 
Subject to t:i* obii~ation to flegotiate with representativas of 
exclusive bargaining units, the decision to escablisil hlWS 
programs is 2t the discretion cf activity caxmz~dera. 

C 121 Flexible wclr:kplace 3:rar.$&ner.z6 CI flexiplace pernits 
employees to work a: hone or at other ap~rovcd s i tes  away frsn: 

i 
tke co~uentional cffice. Flexible ,workplace arrsngenents can 
improve quaiity of life ?nd increase grod.~itiv!ty. Flexiplace 
auiCelines established fnr t:qe i r . i t ia1 pilot proje2t  s h d ~ l e  be 
followed i n  implexentinq flexible workplace srrangenents. 

1 3 )  Managers recognize tha: some workers want reduced. work 
sckedules to make it easier to care for their families or pursue 
addi:ioncl career-er,har,cing education. Jab sharing, the filling 
cf 0r.e pcsition with tsro pcrz-tine em?loyees, enables rranegernent 
GO sCaEf a full-tine positiw- ar.d also provids part-time 
schedules wbich wouid otP.erwise not be availeble. Fm;loyees \;it:? 
health prcblems at otter hardicapping concizio~s mcy be 
interested in w0rkir.g on a reduced schedule. 

!4) Adult DeperICWt Care. Elder cere, senic: care, add:= 
depecdent care, are terns generelly used t:, describe the newiy 
emerg i r .~  progtem area tF.at helps ernplcye~s care for tisir elderly 
parents/rela:ives an3 dependenrs with mental o r  aYysic~l 
disabilities. In June 1988, OPM issued guidanca tc the heads of 
all Federal departxents end agencies. The gcidance pointed oct 
thac increasizg r.derr of Federal workers have resycxibility 
for caring for olfer family =embers and encauraged sgeccy heads 
to support grcgrsm: :3 address these. needs. Adult dependent care 
prosrams rJreFerre e,np:oq.ees by prsviding tkem with inforsatlor. 

L , 4 



WCPZ-CE 
SUBJECT: Dealing with Violence ir: t h e  i b r k p l a c e  

t h a t  can save hours arrd scmezires days of sea rch ing  f o r  answers 
to questions such 3s: what c o m n i t y  se rv ices  are a v a i l z b l e ,  how 
t o  f i l e  for medical i3silreace. how t o  obtair:  a power of at torney.  
how to recognize symptoms of ser ious  i l l n e s s e s  such a s  
Alzheimer's d i s e a s e ,  wnat t o  expect during t h e  courge of the  
illnesses, the l a t e s t  txeatrnent methods. and how b e s t  t o  respond 
i n  ca r inq  Eor the a f f l i c t e d  person. 

e .  HeaLth and F i t n e s s  Program. A c t i v i t i e s  a r e  e n c o u r a ~ e d  
t o  e s t s b l i s h  h e a l t h  and f i t n e s s  t o  the  extent  possible. Programs 
should be desiqaad f o r  both group and individualized s c t i v i c i e s .  
SnoRing c e s s a t i o n  programs skould be an i z t e g r a l  p a r t  of your 
h e a l t h  improvement programs. 

f. ?lacecent  Frograms. 

(1: Placment  Rssiszance f o r  Employees A f f e c t e d  by Reducticn 
i n  Force ( R I F ] .  Emplayces adversely a f fec ted  by RIF must be 
counseled on the Frograms and yroceduree that a r e  avai lab2e  t c  
lessen  t h e  impact of R I F  act ions.  Ynere a r e  s e v e r a l  G o v o m c n t -  
wide p-acement pzcgram ;o assist displaced employees. Fox 
examr~le, t h e  Displaced Eaplcyee Frogram IDEP) i s  a d n i c i s t e r e d  k_v 
the U . S .  3ffice o f  Personnel Msxge?ent LOPMI and p rov ides  
f e d e r a l  employees scheduled fcr  RIF separation 7 r i o r C t y  r e f e r r a l  
f o r  positicns i n  ozher f ede ra l  aceccies. Pnother  program is t h e  
P r i o r i t y  Placement Frcgram IFPPI administered by the Dcpartrncnc 
of Detense fD3DI. :c a f f o r d s  a f f e c t e d  employees placement 
assistance i n i t i a l l y  I n  their c o r r ~ u ~ i n g  area .  

( 2 )  A t  t h e  d i s c z e t i c n  cf t:~e a c t i v i t y  c c m z n c e r ,  employees 
may be excused without charge t o  leave or l o s s  of pay CQ seek 
glac-m+nt oppor tuni r les  or t o  ps rc ic ipa te  i n  employ%ent 
in terv iews i n  l o c a l  Fcdcral aze:.cies or wi th  ~ r i - s a t e  i n d u s c r j .  
Comtnders  a r e  cP,ereTore encocraged t c  e s t a t l i s h  iocsl p o l i c i e s  
t h a t  perxit ?.he grar.tiAg cf excraec absence for this purpose. I n  
t:his regsrd  a reazar-aSle amount of time should be a s t h o r i z e d  t o  
adversely a f f e c t e d  er.p:cyees as tt.eir indiv idual  reguiremer.:a 
d i c t a t e .  ?ciiciea :'kt es tcb l i ah  s ~ e t i f i c  b lacks  of t i m e  a r e  
discouraged. 

i > l  A c t i v i t i e s  a r e  oncouraced t o  hold 1 3 ~ 3 1  seminzrs  o n  
s t r e s s  ranagement r o  zssisc employees i n  coping w i t k  t h a  adverse 
afSec t s  cf R;F. I n  a d d ~ t l o a ,  workshccs on in te rv icwicg  

C 
techniques and Staxdard Fcrm (SF1 171 preparat lor .  shoclil  be 

. > 
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conducted when possibie. Seminars and workshops shou-d be viewed 
as training opportunities and held during nomaL duty hours where 
work load considerations permit. 

4. It is essential that comnders, managers, Bnd supervisors 
incorporate suppart psrsannal in preventive programs. For 
example : 

a. Security Personnel. Security ~ersonnel'must work w i t h  
mnagers and supervisors to ensure that any threat,  no ratter how 
vague, is reported to security immediately. Security Personnei 
must he notified of personnel scheduled for separation for any 
reassn $3 t h ~ t  em9loi;ce badges, government proaerfy, ct:., can be 
c3nflsc3te8. In cdditian, the plan should incl-de procrdures for 
security debriefi-gs, recoverf of ~1assifie.l matsrials, new safe 
combinatlcns, and termination of access to clessified autorated 
infcmation systems. 

. Involving cmployee representatives. Employee 
representatives can be helpful i n  a nu-ber of ways. A union 
represencaeive my ksve insighrs into the root problem an 
individual may be having, either because of n personal 
reistignship or becegse the employee m y  be wiilir.; :o be more 
oDen with a uzion representative than with ma;:apenen=. v'ions 
are  advocates of employee well-being, hezlth and safety. 3erause 
of this, they will normally 5e a positive influence in working 
with C ~ C  employee and with a supergisor in resolving an 
erployee' s >ro5len. 

5. Foint of co;ltact is Mr. Jay Jzmison, WCPE-CE, DSS 2 0 4 - 9 5 4 8 .  

6. LMC -- Rmerica'z krscr.al for the Srave 
FOR ?HE COMMAN3IR: 

\ .. ( 
\ .vk -..-- 

\ - - % * R C ~  ; JONES 
Deputy 3 i e f  cf SzaCf 
for Pers~nnel 




