Submission for the Consultation on
SEIU-West: Interpersonal Violence and Employer
Leaves

Submitted July 20, 2017

Introduction
As reported by the harrowing Saskatchewan Domestic Violence Death Review Interim
Report Pilot – Phase 1, peoples’ lives depend on legislation that ensures support for people
who experience Interpersonal Violence (IPV). SEIU-West valued the connection the report
made to the wellbeing of the workplace because as we know, IPV extends from the home to
the workplace so it is vital that we recognize and include IPV – which includes domestic
and intimate partner violence1 – as a workplace hazard.2 It is particularly urgent for
Saskatchewan, the province with the highest rates of intimate partner violence,3 to develop
enforced policy that will help to educate and prevent further violence in our communities
and workplaces.
SEIU-West, a union representing approximately 13,000 members in in Saskatchewan, is
pleased to have the opportunity to provide our input to the Consultation on Interpersonal
Violence and Employment Leaves. Our members are some of many who experience IPV and
have that experience carried into their work. We are hopeful that our members’
experiences will be valued and have meaningful impact upon the final recommendations
and we ask that this process of consultation place particular emphasis on the experiences
of those who experience IPV, many of whom are not unionized.
What workplace needs do victims of Interpersonal Violence (IPV) currently
have?
To start, people who experience IPV must be made aware of support mechanisms that are
available to them at work. This begins with open communication about who to talk to if IPV
is experienced. It is also imperative for a person who experiences IPV to know that their
employer is responsible for providing a safe workplace. Ensuring that each workplace has a
clear workplace policy around IPV is an important place to begin, and the obligation to
share this policy information openly and regularly is essential.
Those who experience IPV must also have an understanding that no discipline will take
place as a result of sharing their experiences of IPV with their employer. Job security is vital
for anyone, but particularly those experiencing IPV. Just imagine this all too common
scenario: a women is abused by her partner but cannot leave due to her fear of losing her
job and not having enough money or stability to make it out on her own.4 Just recently, the
Provincial Association of Transition Houses and Services of Saskatchewan (PATHS)
conducted a survey to determine the effects of IPV and its relation to work and it was
reported that 12% of those who experienced IPV lost their job as a result.5 We know of
some workers with IPV experience who were called into attendance meetings because they
had missed so much work. IPV was a major cause for this absenteeism, yet these employees
were still terminated. These examples raise important questions. How can we, as a
province, allow for a person who experiences IPV to be further penalized at work, at no
fault of their own? How many persons who experience IPV would tell their employer of
their experiences if they do not have, or are not aware of, any support? How many more
would be fearful of persecution if they did share their experiences? It is our belief that the
lack of reporting IPV directly relates to the lack of support and education. That is why
another important need for people who experience IPV is education and training for
themselves, their employer, and their coworkers.
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Education is needed in order to remove stigmas associated with IPV because stigma acts as
a barrier to communication and support.6 Societal views of IPV often places further blame
on the person being abused – that they provoked the abuse or that they are willfully staying
in violent situations. Because of this stigma, many people who experience IPV do not report
as they do not want to be judged, or embarrassed by their peers. This stigma can influence
a person’s willingness to seek help.7 As demonstrated by the Statistics Canada 2014
General Social Survey on Victimization, referenced in the Saskatchewan Domestic Violence
Death Review Interim Report Pilot – Phase 1, self-reporting on spousal violence has
declined over the past ten years8 and in the recent PATHS study, it was found that 29% of
those who experience IPV felt their coworkers were getting annoyed with them.9 It is
therefore imperative that workplaces include educational opportunities to break down the
stigma around IPV and in this way, create a supportive and understanding team
environment that clearly identifies a path for those who are anxious of sharing their IPV
experiences with their employer or colleagues. Workplaces can meet the needs of those
who experience IPV by developing training, individualized safety plans, and culturally
relevant education – we will return to these options further in our submission.
What type of options do employers currently provide to victims of IPV?
The answer to this question varies from workplace to workplace, and from union
environments to non-union environments.
While The Saskatchewan Employment Act outlines the employer’s responsibility to “ensure,
insofar as is reasonably practicable, the health, safety and welfare at work of all of the
employer’s workers”10 it does not specify any mention of IPV or related issue. In order for
employers to take IPV seriously, it must be made a clear and enforced obligation. This
action would ensure that all workers have access to support for IPV.
As noted in the jurisdictional comparison in this consultation, Saskatchewan has 12 unpaid
days a year for short-term sick leave and 12 weeks for long-term sick leave for all workers.
However, a medical note is often required by the employer, which may be a barrier for
those experiencing IPV. More importantly, many people who experience IPV cannot afford
to take unpaid leave, particularly if they hope to escape their abuser.11 More detail on the
positive effects of paid leave will be addressed further in our submission.
At SEIU-West, many of our members have access to an unpaid ‘pressing necessity leave’ as
well as accommodation options that are provided by the employer.12 However, neither of
these options are specifically allocated for experiences of IPV.
In the case of accommodations there is very little case law, and therefore guidance, for IPV
accommodations so this option is still rather vague.13
SEIU-West members also have access to the Employee and Family Assistance Program
(EFAP). This counselling service is a tool for those who experience IPV to undergo
counselling treatment. Where it is provided by the employer, for many of our members or
their family, they are only able to access six visits per year at no cost to the employee.14
This option is rarely available to workers who do not have a union.
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What are some of the current practices/supports in the workplace you are
aware of, which are available for victims of IPV? What was your experience
with them? What was the impact?
In this section, we’d like to share a case study of a worker who experienced IPV. Details are
slightly changed to ensure anonymity.
A worker was called into a disciplinary meeting due to attendance and performance issues.
This worker was worried about losing her job, and confided to her Union Representative
that she had been experiencing IPV and that was why her productivity at work had
suffered. She shared her terrifying story of being choked and injured by her intimate
partner, and all the while raising five children and attempting to fulfill her workplace
duties. The worker also explained she felt increased stress from her coworkers because
they were often blaming her for making their jobs more difficult due to her lowered
performance (they did not know of her experiences with IPV). Her life from every angle
was being negatively impacted due to her experiences with IPV, and this disciplinary
meeting only added to her stress.
The worker’s Union Representative (Rep) advised that she needed to share her IPV
experiences with her employer because otherwise, termination would be likely. While a
daunting experience to share, especially because the worker and Rep knew there was no
IPV workplace policy in place, the worker felt supported by their union and was able to
share her experiences. At this particular workplace, the employer responded fairly and
understood how IPV experiences would certainly impact work performance. The worker
was offered paid sick leave in order to attempt healing - this paid sick leave came from
provisions in her collective agreement. The worker also relied on her negotiated benefits
and called EFAP to begin counselling.
In this particular case study, the worker’s employer was responsive to her IPV experiences
but this result would vary from workplace to workplace, even in a unionized setting. Each
workplace would have a unique means to respond to IPV as there is no provincial-wide
standard or legal protection. It was fortunate that this worker had a union – this allowed
for the opportunity to confide in her Rep who she knew was on her side. If she hadn’t had a
Rep, would this worker have felt comfortable sharing her IPV experiences with her
employer alone? Would she have shared her experiences if she knew her workplace did not
have IPV policy? Would the employer have given paid sick leave? Would the employee be
disciplined regardless of her IPV experience? These questions are unclear to answer, and
that in itself is a huge problem for this province. We need to ensure those who experience
IPV have supports in place because more often than not, those who experience IPV are not
unionized and would not have the opportunities that the union member had. It is
imperative that we ensure all workers who experience IPV have access to legislative
workplace support, such as paid leave.
The impact of the paid leave was particularly beneficial for the worker experiencing IPV as
she was able to address needs at home while knowing she had financial and career
security. Yet this case study also had its limitations. Firstly, the employer did not create a
plan to ensure the worker would not face further castigation from her colleagues, nor did
they create a workplace policy or safety plan in response to her IPV experiences. In order
to ensure support, her coworkers should have been given IPV training and education. By
offering educational opportunities and creating an openly-communicated workplace policy
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on IPV, identity of the person experiencing IPV would be kept private and would also help
her colleagues in understanding IPV. As well, these actions would have been helpful to
other employees who may be experiencing IPV themselves.
Another limitation in this case study was the experience of EFAP. The worker who went on
sick leave due to IPV sought counselling however, EFAP did not respond to her needs. She
called EFAP and needed immediate attention but was asked to fill out an online form. She
was very distraught at the time and this created a barrier for her to seek counselling. It is
therefore vital that the Saskatchewan Government also investigate support services
outside of work to ensure prompt services for those seeking help.
What provisions (i.e. supports or rights) should be available to better support
victims of IPV in the workplace?
Research tells us that people with a history of IPV “have a more disrupted work history, are
consequently on lower personal incomes, have had to change jobs more often, and more
often work in casual and part time roles than women without violence experiences.” 15 It is
in this precarious work where we need the most protection due to the lack of worker
authority and benefits such as paid sick leave. That is why any serious response to our IPV
crisis in Saskatchewan must include province-wide initiatives, like paid job leave. Those
who experience IPV count on their employment as a means to escape a violent situation
because the financial security of a job allows the person to leave the abusive relationship
while, as far as possible, maintaining their standard of living for themselves and for their
families.16
It is obvious that financial stability is a must for those who want to leave their abuser but
without job security, how many people face further violence due to the lack of options
available to them? Building options for support, such as paid leave from work, provides
survivors the time to attend medical appointments, arrange child care, obtain sheltering
services and importantly, the confidence that they still have their job when they return.
Workers across Saskatchewan must also have protection against workplace discipline as a
result of IPV. It should be spelled out clearly that the employer has a responsibility to
ensure the safety of their employees and that means providing support for those who
experience IPV, such as safety plans and workplace policies. There should also be
expectations for employers to provide educational opportunities for their staff to learn
more about IPV. Yet at present, employees who experience IPV and are terminated due to
IPV’s effects on performance have little support in Saskatchewan. An employer can dismiss
an employee for poor performance on the job immediately, without a need to consider IPV.
Those who experience IPV can file a costly and time-consuming human rights complaint,17
or get in a long line for a hearing at the Saskatchewan Labour Board, but many people do
not have the time nor funding to pursue these options – not to mention the scarce mental
capacity for yet another stress on top IPV. We should not allow barriers for those who
experience IPV – we must create stress-free options and opportunities for support, such as
enforced employer responsibilities to ensure paid job leave, job security, workplace
policies, and educational opportunities.
In relation to education and the Saskatchewan Domestic Violence Death Review Interim
Report Pilot – Phase 1, it is quite clear that those who experience IPV are mainly women
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and in most cases, Indigenous women.18 This finding was also reported in the Canadian
Labour Congress study.19 These findings are consistent with the disturbing knowledge that
Indigenous women and girls in Canada are particularly targets for violence, as evidenced
by the need for a national inquiry on violence towards Indigenous women and girls.20 It is
therefore vital that we look at the effects of colonialization and the resulting trauma that
has inflicted Indigenous communities. The violence of our past continues today, and it is
important for workplaces to understand the impact colonialization had, and continues to
have. We therefore call on the Saskatchewan Government to enforce an important Call to
Action in the Truth and Reconciliation Commission (TRC) of Canada Report:
Provide education for management and staff on the history of
Aboriginal peoples, including the history and legacy of residential
schools, the United Nations Declaration on the Rights of
Indigenous Peoples, Treaties and Aboriginal rights, Indigenous
law, and Aboriginal–Crown relations. This will require skills based
training in intercultural competency, conflict resolution, human
rights, and anti-racism.21
This education is needed in all workplaces across Saskatchewan because education
is a key tool for supporting those who experience IPV; the only way to support those
who are most vulnerable to IPV, is to include TRC education. This education must
include traditional First Nations, Inuit and Metis approaches to repairing harm. By
including this TRC Call to Action in educational trainings around IPV, we can help
ensure effective societal change and support those who most often experience IPV
with culturally relevant methods. Not only would this help support those who
experience IPV, it would also lend to a greater understanding of colonialism, our
shared responsibility to choose the path of reconciliation, but also how our history
has influenced the decisions and actions of today. It would be reasonable for the
government to establish trained professionals who are available to employers and
their staff in convening and leading such education sessions. It would be particularly
effective if these professionals be Indigenous themselves.22
There are already many educational platforms in place for addressing IPV and the
workplace. Make It Our Business is an organization that provides information and
education to help employers prevent workplace IPV and to support employees at
risk of or currently experiencing IPV. This organization strives to create a safe and
supportive workplace culture.23
There are also models for creating Individualized Workplace IPV Safety Plans which
help employers determine what the employee experiencing IPV needs. The
Canadian Labour Congress (CLC) has created a template that addresses the kind of
guidelines employers should be following if their staff experiences IPV. Safety Plans
ensure employers make every effort to accommodate and ensure the safety of their
staff, without undue hardship. We have attached a Safety Plan template at the end of
this document for your use. These available options for support are vital for all
Saskatchewan workplaces.
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What, if any changes to legislation would be helpful to both employers and
victims of IPV?
There is one legislative solution that could immediately impact the lives of those who suffer
IPV, and that is to pass Bill 604 – An Act to Provide Support to Victims of Domestic Violence.
This Saskatchewan Private Members Bill is already drafted and ready to pass; we anxiously
await this urgent step to ensure support for those who experience forms of IPV as a partner
legislation to Bill 67, The Victims of Interpersonal Violence Amendment Act.
As noted in Bill 604, Ontario, Manitoba, and Alberta have already enacted supportive
legislation that aids those experiencing domestic violence – it is time that Saskatchewan
followed suit. Bill 604 would require employers to provide paid leave and the wage would
be the same as what the employee would have received had they worked their regular
hours on the day(s) of leave.24 The Act also ensures the employer’s responsibility to
accommodate if the employer becomes aware of domestic violence. This connects to an
important support mechanism – an individualized safety plan. We must stress again that
Saskatchewan has the highest rate of intimate partner violence so this legislation is already
far delayed.
Passing this Bill would put no added stress on the government in a time when their
finances are low and rather places the responsibility on the employer to provide safe
workplaces, which is their legislated obligation. It should be noted that the Canadian
Labour Congress report found that employers lose $77.9 million annually due to the direct
and indirect impacts of domestic violence.25
Yet we must also make the employer responsibility more specific in its relation to IPV.
Under the violence and harassment provisions of Ontario’s Occupational Health and Safety
(OHS) Act, Sec. 32.0.4 says that “an employer who becomes aware, or ought reasonably to
be aware, that domestic violence would likely expose a worker to physical injury in the
workplace, the employer shall take every precaution reasonable in the circumstances for
the protection of the worker.”26 Ensuring that there is no room for misinterpretation, this
provision obligates employers to act on domestic violence. We highly recommend the
Saskatchewan Government to add this provision to The Saskatchewan Employment Act
and/or the Occupational Health and Safety provisions contained therein. The benefits to
including specific language would not only provide security for all workers who experience
IPV, it may also lend to the creation of supportive organizations, such as the
aforementioned Make It Our Business. This organization was created in response to the
Ontario Occupational Health and Safety Act and its provision that employers must prevent
and respond to domestic violence in the workplace. The inclusion of specific language must
not stop there however, because enforcement will be needed. Workplace Occupational
Health and Safety Inspectors must include IPV in their evaluation of safe workplaces and
there must be proper awareness that employees are protected under this provision.
In order to address the alarming rates of Indigenous women who are most vulnerable to
forms of IPV, we also recommend the Saskatchewan Government commit to the TRC Calls
to Action, with a priority of ensuring education and training for employers and staff. The
Saskatchewan Government must also increase its funding for support services that assist
those who experience IPV, such as EFAP and shelter services. Waitlists are often too long to
provide emergency shelter and it is clear we need added support – Saskatchewan shelters
routinely operate at full capacity.27 Yet in the most recent budget, we are seeing massive
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funding cuts to Community-Based Organizations, many of which provide shelter for those
who experience IPV. These funding cuts must be reversed.
Conclusion
SEIU-West members have experience with IPV, and we are thankful for the opportunity to
contribute to the Consultation on Interpersonal Violence and Employment Leaves as we
know more support is needed in the workplace. We understand this consultation process is
not only hearing from labour but also employers and support/community service
organizations such as PATHS and the YWCA. These support/community service
organizations have the most direct experience of supporting those living with IPV, and it is
our recommendation you assess their feedback as a priority.
Above all we are hopeful that this consultation will lead to concrete and enforced support
for those who experience IPV. We believe that the recommendations which we have
outlined in this report would significantly improve the lives of those who experience IPV.
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