CHAPTER 30
WORKPLACE VI OLENCE
30-1. GENERAL.

Any formor manner of threatening acts, remarks or gestures in

t he workpl ace is unacceptable. There is no excuse for, and there
wi Il be no tolerance for, violence or threats of violence by
anyone at any |level on the Fort Bragg Installation. Al threats
w Il be thoroughly investigated. Those enpl oyees who engage in
this type of unacceptabl e behavior will be subject to appropriate
di sciplinary action. This chapter prescribes policy and
establ i shes protocols for assessing threats and the potential for
violence within Fort Bragg and for mnimzing the possibility
that a threatening situation wll escalate into violence or a
crisis. It outlines sources and early warning signs of potential
vi ol ence, appropriate responses to early warning signs and
threats, post-threat steps and general prevention strategies.
This chapter provides only the m ni mum essential el enents and
must not be interpreted as all-inclusive.

30-2. EARLY | NTERVENTI ON AND THE ROLE OF THE SUPERVI SOR.

a. Two key elenents can prevent a potentially violent
enpl oyee fromescalating to the action level. These elenents are
recogni zing the early warning signs and quickly intervening. Any
delay in addressing an incident or early warning signs may send a
message that such behavior is acceptable or the delay may all ow
the individual to take further advantage of the situation.
First-line supervisors play a crucial role in observing changes
in their enployees and in identifying and responding to early
war ni ng si gns.

b. Wiile there is no fool proof systemfor detecting who
m ght becone viol ent, understanding the early warning signs,
recogni zi ng them when they occur and acting on that know edge (by
contacting the appropriate authorities for discussion and nutual
agreenent on actions to be taken) are vital steps in heading off
a possible tragedy and in getting help for the troubl ed enpl oyee.

30-3. | DENTI FYI NG POTENTI ALLY VI CLENT BEHAVI OR

a. Wth the increasing nedia reports of violence in the
wor kpl ace and warnings not to disregard the signals of potenti al
viol ence-like threats, managers and supervi sors nust bal ance
consi derations of workplace safety against the rights of an
i ndi vidual not to be stigmatized or treated unfairly. Questions
of whether a particular statenent or action by an enpl oyee
constitutes a "threat" are difficult to answer. D rect or
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veil ed threatening remarks and intimdating or harassing
statenents or behavi or describe sone of the conduct and | anguage
a manager or supervisor may encounter with an enpl oyee on or off
t he j ob.

b. As managers and supervisors, you should stress to your
enpl oyees the inportance of inmmediately reporting any
threatening remarks or intimdating or harassing behavior. Wen
this type of behavior occurs or is reported, you should
i mredi ately call an Enpl oyee Rel ations Specialist (ERS) in the
Labor Managenent O fice (phone 396-8905/9138). Do not disregard
t hreat eni ng remarks or behavior, even if you don't personally
perceive that a threat has been made. The agency could be held
liable if you disregard them and violence |ater occurs. At the
| east, you mght | ose a disciplinary action based on the
threats. Let the ERS ascertain the reliability of the
informati on, so that you can determ ne how seriously you shoul d
take the threat or a reported threat or behavior. The ERS wil|
contact the | abor attorney in the Staff Judge Advocate's office
to determ ne whether there is crimnal activity invol ved
requiring a report to the appropriate | aw enforcenent
authorities. |If you are aware that threatening remarks were
made to a third party, you nust informthe subject(s) of the
remar ks, and take appropriate steps to ensure the safety of the
enpl oyee(s) at work.

c. Be aware of conduct or behavior that creates disruption
of the work of other enployees and interferes with the agency's
ability to performits mssion. Wile bizarre, irrational
behavi or has al ways been a probl em managers and supervi sors are
now al so faced with trying to predict and prevent viol ent
behavi or by enpl oyees. They nmust check out the behavior to see
whether it is a possible warning signal of potential violence.
However, caution nust be used to prevent over or under reacting
when determ ni ng what actions are appropriate to respond to the
behavi or or conduct. Again, |let your ERS, working with other
specially trained personnel, assist you in naking that
determ nati on

d. Sone behavior, although it nmay be perceived as bizarre,
is not disruptive in that it does not disturb other enployees or
clients of the agency or the inpact on the enployee's ability to
perform acceptable work. |f nmanagers or supervisors use
unf ounded assunptions as a basis for requesting adverse action,
such action could | ead to charges of enploynent discrimnation.
| f an enpl oyee appears to be having a personal problem or
perhaps is not behaving in his/her usual manner, call the
Enpl oyee Assi stance program ( EAP) counsel or, at 396-5784 and
di scuss the situation wwth hinmher, and then , if appropriate,
refer the enpl oyee to the EAP.
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e. |If the behavior is repeated or noticeable enough that it is
di srupting the enployee's ability to work and having an adverse
i npact at the work site, call the EAP counselor to discuss the
best course of action. Ask if he/she wants to set a tinme for

you to refer the enployee to the EAP office. |If so, give the
enpl oyee a witten referral, preferably with the appoi nt nent
time noted in the referral. See Chapter 16 on the Enpl oyee

Assi stance Program NOTE: You cannot force the Enployee to
attend the EAP appoi nt ment.

f. If the enployee has failed to accept a referral to the EAP,
and the bizarre, irrational behavior continues or escal ates, you
may talk to the EAP counsel or about comng to the work site for
a first-hand observation of the enployee's behavior. He/ She
will come on site to observe and assist in making an assessnent
of the |ikelihood of violence or other destructive behavior. In
this case, the presence of the counseling specialist wuld be
justified by the legitimte concern about a direct threat.

g. |If the enployee has raised a question of health, ask
hi mher to supply nedical docunentation to help you nmake
i nformed decisions and to determine if any reasonabl e
accommodati on woul d hel p overconme the problem Your ERS can
draft the request for nedical information that will be nost
useful in obtaining the docunentation needed in the decision
maki ng process. NOTE: You cannot order an enployee to go to see
a physician unless the enployee's position has nedi cal standards
or requirenents. Even if you can order a general nedica
exam nation, you cannot order a psychiatric exam nation unl ess
you have the results of a physical exam nation that indicates
there i s no physical explanation for behavior that affects the
safe and efficient performance of the enpl oyee.

h. 1f no nedical problens have surfaced, and if the
di sruptive behavior is not too serious, counsel the enpl oyee
about the disruptive behavior, tell hinmlher the effects of such
di sruption on the work of other enployees in the office, citing
specific situations. This counseling should be done formally,
docunenting the counseling in a Menorandum Provide the
enpl oyee with a copy of the nenorandum and have himher initial
your copy. Use this opportunity to nake an EAP referral.

i. |If after checking with your ERS, you discover there is a
hi story of simlar behavior, find out if counseling was offered
or whether any warning or disciplinary action was taken.

If earlier disciplinary action has been taken, nmention this fact
i n your counseling nmenorandum
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j. If the enployee is in a position that requires a security
cl earance, check with the ERS about consulting with security
per sonnel before doi ng anythi ng el se.

k. If you learn that an enpl oyee's threatening remarks,
intimdating or harassing behavior, or bizarre/ disruptive behavior
occurred off-duty, work with the ERS to determ ne how reliable such
reports are, and whether the agency needs to take action on the basis
of these reports. Of duty m sconduct cannot be used as the basis
for disciplinary or other action unless you can tie the m sconduct to
the enployee's ability to performthe duties of his/her position.

| . Qbsessive behavior, changes in work perfornmance, signs of
stress in the enployee's personal |ife, and substance abuse nay be
factors in evaluating potential for violence. Oher factors nay
i nclude apathy (e.g., loss of interest in job), fear of loss of job
security, difficulty in concentrating, overly suspicious attitudes,
decl i ni ng hygi ene and appearance, and a preoccupation with ill ness.

30-4. ANALYZI NG RI SK FACTORS/ DETERM NI NG A PLAN OF ACTI ON.

a. It is not possible to predict or assune potential for
vi ol ence based on any one of the factors discussed above; however, a
conbi nation of themis viewed as part of any conprehensive assessnent
of risk level. Wen any of the warning signals for potenti al
vi ol ence have been revealed directly or through reported incidents,
the i medi ate supervi sor should consider and docunent the follow ng
factors:

(1) Body | anguage and tone of voice;

(2) The enployee's ability to carry out threats (i.e.,
I mredi acy of threat, existence of actual plan, availability of neans
to carry out the plan, the enployee's presence in or proximty to the
facility);

(3) The enployee's propensity to engage in physical violence
(past behavior);

(4) Triggering event causing the enpl oyee to react;

(5) Context in which threatening words were used by the
enpl oyee;

(6) The response and reaction of the subject(s) of or
Wi tnesses to the threatening remarks;
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(7) The enpl oyees subsequent conduct, i.e., the
presence or absence of renorse, concern, desire to correct.

(8) Depending on what is determ ned concerning the
potential for violence, talk to your ERS about whether you
shoul d pl ace the enpl oyee on excused absence (adm nistrative
| eave) for a short period while the agency decides on further
action. NOTE: Don't nmake the common m stake of sending the
enpl oyee honme wi thout any plan for bringing himor her back or
taki ng the appropriate adverse personnel action.

(9) Discuss with your ERS whet her you shoul d take non-
di sciplinary or disciplinary action based on the facts in your
particul ar situation.
30-5. HANDLI NG VI OLENT BEHAVI OR

a. Wien the violent behavior involves the use of firearns,

i mredi ately call |aw enforcenent officials or building security
guards. |If appropriate and possible, call the EAP coordi nator.
b. If possible, observe the enployee's behavior and

appearance to see if he/she appears rational or out of control.
Conduct any such observation cautiously and unobtrusively. Note
whet her the enployee's clothing is disordered or whether his/her
speech, including answers to remarks, appear inappropriate or

bi zarre.

c. |If possible, determ ne unobtrusively whether the
enpl oyee may be under the influence of al cohol or drugs. |If so,
docunent why, i.e., lack of physical control, reddened eyes,
slurred speech, snell of alcohol, etc. This type of observation
is called "lay evidence". The use of l|lay evidence has been held
to be sufficient to prove intoxication if you are |ater taking a
di sci plinary action based upon on-the-job intoxication or
physi cal i npairmnent.

d. Make the npbst conplete and cont enporaneous record you
can of the incident, using wtnesses' statenents, any arrest
docunents, etc.

e. After the appropriate |law enforcenent officers are on
the scene and the situation has been diffused, call the EAP
coordi nator for suggestions on hel ping the workforce deal with
t he incident.

f. Once the imedi ate danger has passed, and if the enpl oyee is
still at the work site, consult with | aw enforcenent officials,
t he EAP counsel or, and ERS about whether you should renove the
enpl oyee fromthe work site and place hinfher on excused absence
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(adm ni strative | eave) and/or have them barred fromthe work site
or Fort Bragg Installation while the agency deci des on further
action. NOTE: If you bar an enployee fromthe work site, you
nmust either place themon admnistrative | eave or use adverse
action procedures to propose enforced | eave.

g. |If the enployee is not at the work site because he/she has
been jailed or hospitalized because of on or off-duty violent
m sconduct, the enpl oyee should be charged AWOL for each day of
absence. Renoval may be appropriate dependi ng on how | ong the
enpl oyee is or is anticipated to be absent.

h. If the violent behavior is a physical attack against a
supervi sor or another enployee, try to keep the enployee in a
qui et place while soneone calls | aw enforcenent officials or
bui | di ng guards, as appropriate. Renove the enployee fromthe
i mredi ate work area but, in nost cases, not fromthe work site
W t hout sonme other provision for the enployee or other's
protection. Do not let the enployee drive hinself/herself if
he/ she appears incapacitated. Mke arrangenents to have soneone
(ordinarily not agency personnel) get the individual home and
try to keep himiher at the work site until you conplete these
arrangenments. Questions of liability for the agency or its
enpl oyees nmay ot herw se ari se.

30-6. SUMVARY. The overall aimof this chapter is to help you
recogni ze the early warning signs of potential violence, take
appropriate actions to diffuse violent and potentially violent
situations, and determ ne what mddle or long-termactions are
necessary to ensure the return to a functioning and safe working
envi ronnment when events have run their course.
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