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1. PURPOSE AND SCOPE. To establish procedures for preventing
and responding to acts of violence by staff and to inform all
Bur eau enpl oyees that such behavior is strictly prohibited.

Bureau facilities shall be managed in a manner which permts
enpl oyees to performtheir duties in an environnent free from
t hreateni ng and vi ol ent behavi or by other enployees.
Prevention of staff workplace violence begins with a
commtnment to treat all enployees fairly and with respect,
regardless of title or position. It is expected that al

enpl oyees will interact in ways which pronote cooperation and
mut ual respect.

Al t hough t hreateni ng and vi ol ent behavi or by Bureau enpl oyees
occurs infrequently, when identified, such behavior nust never
be ignored or tolerated. There nust always be an i mmedi ate
and deci sive managenent response to each incident of staff

wor kpl ace vi ol ence, regardl ess of severity. This response nay
i nvol ve assisting an enpl oyee, who believes they have been a
victimof workplace violence, in obtaining counseling.

This Program Statenent applies to all Bureau enpl oyees,
i ncl udi ng enpl oyees of the Public Health Service, and any
enpl oyee detail ed under the Intergovernnmental Personnel Act.

Contractors and volunteers who work in Bureau facilities are
expected to follow the guidelines and procedures outlined in

this policy.
2. PROGRAM OBJECTI VES. The expected results of this program
are:

a. Staff safety will be enhanced by curbing violence and

threats of violence by other enployees, contractors and
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vol unt eer s.
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b. Bureau nmanagers and supervisors will respond to
incidents of staff workplace violence in a consistent, fair,
and effective manner. Both managenent and the union share a
commtnment to the safety of enployees through the
identification and prevention of workplace viol ence.

c. Wardens will have guidance/direction to prevent and
respond to workpl ace viol ence.

3. DI RECTI VES AFFECTED
a. Directive Rescinded
P3730. 04 Workpl ace Viol ence Prevention Program (3/17/97)
b. Directives Referenced

P1210.24 Internal Affairs, Ofice of (5/20/03)

P3420. 09 Standards of Enployee Conduct (2/5/99)

P3792. 06 Enpl oyee Assi stance Program (11/4/93)

P5500. 12 Correctional Services Procedures Manual
(10/ 10/ 03)

Mast er Agreenent between the Federal Bureau of Prisons
and the Council of Prison Locals.

4. STANDARDS REFERENCED. None.

5. DEFINITION. Staff workplace violence is any act or
attenmpted act of violence by a Bureau enpl oyee agai nst anot her
enpl oyee, contractor, volunteer, another enployee's famly
menber, or any visitor to a Bureau work site (e.g., other
gover nnment enpl oyees, inmates' visitors, the general public,
etc.). Staff workplace violence includes:

# any intentional infliction of physical harmor attenmpt to
inflict physical harm agai nst anot her;

# intentional damage to or an attenpt to intentionally
damage anot her's possessions or property, including
gover nnment property; and

# any verbal, witten, or other behavior which an objective
reasonabl e person would interpret as a threat to inflict
physi cal harm agai nst another or another's possessions or
property, including government property. In sone
ci rcunst ances, sexual harassment may be a form of
wor kpl ace vi ol ence.

These acts are considered staff workplace violence if they
occur at the work site or at a work-related event. Any act
whi ch occurs el sewhere may al so be consi dered staff workpl ace
violence if the act was clearly work-related or if a nexus to
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wor k-rel ated events or settings is otherw se established.

Ot her Bureau directives prohibit staff behavior which is

ot herwi se intimdating, bullying, or harassing. |nasmuch as
this behavior nay be a prelude to staff workplace violence, it
shoul d never be ignored or tol erated.

Ot her types of workplace violence, such as inmate viol ence
agai nst staff, are addressed in other Bureau directives.

6. PROCEDURES. Although managenent's response to any

i ncident of staff workplace violence will depend on the
circunstances of the incident, immediate action shall always
be taken. Staff workplace violence will be addressed and

responded to by followi ng the required procedures. The
following steps are required in those instances:

a. Initial Report. Anyone who observes, or is a target of,
t hreateni ng or violent behavior by another enployee,
contractor, or volunteer shall imrediately notify managenent
(their immedi ate supervisor, the CEQ, O A or to the OG at
t he Departnment of Justice). Enployees are rem nded that
intentionally making fal se conpl ai nts agai nst other staff may
be subject to disciplinary action.

| f the workplace violence is perceived to be discrimnatory or
sexual in nature, an EEO representative nay al so be contacted.

I nformati on about reported incidents should be disclosed
only to those with a legitimte need to know.

b. Internal Affairs Notification. As with any report of
staff m sconduct, nanagenent shall report the incident
inmmedi ately to the Office of Internal Affairs (OA) in
accordance with the O A Program St at ement.

c. Threat Assessnent. The Chief Executive Oficer (CEO
shall make a judgnent regarding the |l evel of threat posed by
t he enpl oyee(s) in question and determ ne what action is
necessary to protect staff and the institution/work site.

For serious or questionable incidents, or if the CEO deens
it necessary, the CEO nmay convene a "threat assessnent teant
to assist in making this judgnent. |If the alleged perpetrator
is a bargaining unit staff nmenber, they nmay be asked, but are
not required, to provide information (verbally or in witing)
as part of the threat assessnent process. |If any bargaining
unit staff elect to provide information as part of the threat
assessnent process, they are entitled to a union
representative if requested in accordance with Section 7114
(a)(2)(B) of Title 5, USC

The process utilized by the CEO in determ ning whether to
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convene a threat assessnent teamw || be fair and equitable as
much as the circumstances surrounding each case are simlar
with the goal of being consistent.
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The threat assessnment teanl s conposition may vary from
incident to incident. At the sole discretion of the CEO, the
following staff may be considered as potential team nenbers:

# | ocal Executive Staff nenbers,

# Supervisory Correctional Services staff,

# t he supervising departnment head of the enpl oyee(s)
in question,

# a representative designated by the union

# attorney or paral egal,

# psychol ogi st or other nmental health professional,
and

# t he Human Resour ce Manager.

If the CEO determ nes that a conflict or potential conflict
arises fromthe appoi ntment of an individual threat assessnent
team menber, that team nmenber will be replaced to ensure and
protect the integrity of the threat assessnment process.

Threat assessnent gui delines which CEO s and teans will use to
focus their deliberations can be found in the Threat
Assessnment Gui delines (Attachment A).

d. Enployee Notification. The individual accused of the
al |l eged threatening or violent behavior shall be informed in
writing of the specific actions the Agency requires hinfher to
take. If at all possible this will be comunicated in person.
At a mnimum they shall be instructed to cease the all eged
t hreatening or violent behavior and rem nded that such
behavior is prohibited and will not be tolerated.

Al'l parties possessing copies of the investigative reports
which result fromor contain reconmendati ons made from a
threat assessnment team nust ensure that the reports are
saf eguarded from | oss or unauthorized discl osure.

I n maki ng the decision, the Chief, OA, nust approve

di scl osure of investigative reports pursuant to either FO A
requests or information requested pursuant to 5 U. S.C. Section
7114 (b) (the Labor Statute).

O A, when appropriate, will consult with the Bureau’s FO A
Section, LLB Section, or LMR Branch in nmaking its deci sion.

| f the docunmentation contained or gathered during the threat
assessnment process is not part of any investigative file, a
copy will be provided to the enployee upon witten request to
the CEO, in accordance with applicable |Iaws, rules, and
regul ati ons.

e. Oher Responses. Consistent with Section C of this
program statenent, the Master Agreenent, and applicable | aws,
rul es, and regul ations, the range of possible actions is left
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to the judgenent of the CEO. These options may include, but
are not
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limted to, the reassignment of the enpl oyee to another job
within the institution or renoving the enployee fromthe
institution pending resolution of the matter.

Enpl oyees identified as potential targets of workpl ace

viol ence shall be notified as soon as practicable as to the
nature of the possible threat and neasures bei ng enpl oyed by
managenent to reduce or elimnate the threat. The
notification will be in accordance with all applicable |aws,
rul es, and regul ations.

| f any bargaining unit enployee is involved, the | ocal union
presi dent may, at the Enployer’s discretion, be notified of

t hose individuals involved and what potential threat may

exi st. Union representatives can help in reassuring enpl oyees
after an incident and in getting information to enpl oyees.

Pendi ng further investigation in such cases, the Chief
Executive Oficer (CEO shall consider limted/restricted
access for any individuals involved in a workpl ace viol ence
i nci dent before denying them access to Bureau of Prisons

property.

f. Enployee Assistance Program (EAP). The enpl oyee(s) in
guestion shall be referred to the EAP in accordance wth
est abl i shed policy/procedures. |f other enployees involved
denonstrate any di stress about the alleged incident, they
shoul d be notified of the EAP program and where to obtain
assi stance.

The Enpl oyee Assistance Programis a confidential process
and it is inproper to use the EAP as a neans of obtaining a
fitness for duty or other formal evaluation for use by
managenent. The purpose of a referral to the EAP is to
provi de help for enployees and is not to be construed as a
substitute for appropriate disciplinary action

Federal regulations strictly prohibit disclosure of
information | earned while providing federally assisted EAP
servi ces unl ess exceptional circunmstances exist (e.g., an
enpl oyee is judged by the EAP provider to pose an inm nent
threat of serious harmto others) or unless certain conditions
are met (e.g., the enployee provides witten consent to
rel ease information). |If a psychol ogist is providing EAP
services for the enployee(s) in question, a conflict of
i nterest exists and that psychol ogi st shall not be a nmenber of
the threat assessment team

7. CRITICAL I NCIDENTS. |In the unusual event of an incident
in which the potential for significant danger to others or
serious threats to the security of the institution/work site
exi st, such as a threat of or actual use of dangerous weapons,
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ot her steps shall precede the procedures |isted above.

Al t hough the uni que circunstances of any incident shall be
considered in determ ning what specific actions to take, the
foll ow ng gui delines shall be used:

a. The situation shall be contained to the extent possible
to mnimze danger to others and/or escal ation of viol ence.

b. Local |aw enforcenent, federal investigative
authorities, and/or the FBI authorities shall be contacted for
possi bl e assi stance.

c. The use of physical restraint(s) and/or nmunitions may be
necessary to prevent loss of |life or serious physical injury,
or otherwi se nmaintain or restore control. \When this type of
force is used on any bargaining unit staff nmenber to renove
themfromthe facility the local union President (or designee)
will be notified, in person or via tel ephone, of this use as
soon as practicable.

Si tuations under which firearns may be used are outlined in
P5500. 12, Correctional Services Procedures Manual, Chapter 7,
on Firearms and Badges.

It may be necessary to provide energency medi cal assistance
t hrough Health Services or other outside sources in the
unusual event of a seriously violent or disruptive incident.
The CEO nmamy consi der deploying the local Crisis Support Team
(CST) or teans from other Bureau | ocations to staff, famlies,
and others who may be traumatized by an incident.

8. TRAINING  Staff workplace violence prevention information
has been incorporated into the Standards of Enployee Conduct

| esson plans for Annual Training (AT) and Institution

Fam liarization (IF). This shall be presented at all future
AT and | F classes to educate all staff about provisions of
this Program Statenment. The seriousness of workplace viol ence
and the need to avoid it should be inpressed upon enpl oyees.

New managers and supervi sors shall be provided training on
wor kpl ace vi ol ence prevention. The union may receive a copy
of this training package in accordance with applicable | aws,
rul es, and regul ations.

As with any other circunmstance where a staff nenber believes
they were injured in the performance of their duties,
physically or nentally, those injured in workplace viol ence
incidents will be inforned of the procedures to be foll owed
for filing a claimunder the Federal Enployees Conpensation
Act .

9. STATISTICS. O A shall establish a centralized tracking
systemto generate managenent data/statistics on the incidence
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of staff workplace violence in the Bureau. |In accordance with
Title 5 U S.C. Section 7114 (b) (4) sanitized copies of this
information will be distributed to the union upon witten
request .
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10. WORKING WTH THE UNION. Both the union and nanagenent
share a commitnent to the safety of enployees through the
identification and prevention of workplace violence. This
includes the obligation to report acts of m sconduct in
accordance with the Standards of Enpl oyee Conduct.

Al t hough sonme of the substantive issues relating to workplace
vi ol ence, including issues concerning internal security, may
be outside the duty to bargain, this does not nean that

consul tation and di scussion with the union cannot occur. \When
appropriate, this dialogue should occur up front, before

deci sions are made. The union may be hel pful in identifying
ways to prevent conflict, or in identifying situations where
crisis counseling is appropriate.

/sl
Harl ey G Lappin
Di rector
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THREAT ASSESSMENT GUI DELI NES
(" RE- VI EW)

The follow ng series of questions may be used as a guide in

t hreat assessnent deliberations after a reported incident of
staff workplace violence. They are grouped into five
categories, generally arranged fromnost to | east inportant in
terms of judging potential threat, using the acronym "RE-
VIEW. The first category of questions is about the reported
incident; the remai ning questions pertain to the individual(s)
accused of the alleged threatening or violent behavior. They
are guidelines only and do not necessarily constitute an
exhaustive list of relevant factors to consider in every

i ncident of staff workplace violence.

1) REPCRTED | NCI DENT

# Severity
! Did any staff or others suffer actual physical harnf?
! How much potential danger/harm were staff exposed
to?

Did staff or others feel threatened or in danger?

# NMotivation

! What precipitated or "triggered" this incident?
! Are the sane or simlar triggers likely to reoccur?

# Aftermath

! Has the original precipitant or situation been

resol ved?

Do all parties agree that the situation is resolved?
Does the individual (s) accused of the threatening or
vi ol ent behavi or continue to exhibit

threatening or intimnmdating behavior?

Do any staff or others continue to feel threatened
or in danger?

2) \/iOLENCE Hl STORY

! | s there any evidence of previous violence or
t hreat eni ng behavior, either on or off the job?

# Frequency/ Recency/ Severity

! How of ten has vi ol ent or threatening behavior
occurred? _ _
! Has vi ol ent or threatening behavior occurred



recently?
Did past violence result
ot hers?
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i n actual physical harmto
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How much potential danger or harm were others
exposed to? _
Do others continue to feel threatened or in danger?

# Targets

Who or what were the "target(s)" of previous violent
or

t hr eat eni ng behavi or ?

Do the sanme or simlar target(s) exist in the work
envi ronment ?

| f yes, does the individual (s) accused of the

al | eged threatening or violent behavior exhibit
threatening or intimdating behavior in relation to
the target(s)?

# Motivation

What precipitated or "triggered" past violent
behavi or ?

Are the sane or simlar triggers likely to (re)occur
in the work environment?

s there any reason or evidence to suggest that past
triggers are no |onger relevant?

3) I NDI VI DUAL FACTORS

| s there any evidence of al cohol or other substance
abuse?

| s the individual known to be preoccupied with
weapons

or other violent "thenes"?

| s there any evidence of a past or present
psychiatric

condition?

Has there been a recent, abrupt change in the
i ndi vidual s behavi or

Does the individual...

--tend to think that s/he is treated unfairly?
--tend to blane others, hold grudges, or brood?
--tend to display noral righteousness/indignation?

4) ENVI RONMENTAL FACTORS

Are there any known stressors or negative changes in
the individual’s life?

s quality social support (friends, famly)
avai l abl e?

| f avail able, does s/he tend to rely on supportive
ot hers?
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\AéRK PERFORMANCE/ CONDUCT

Do other interpersonal difficulties or conflicts
with

cowor kers or supervisors exist?

Do ot her performance or conduct problens exist?
Have there been any previous investigations or
adverse

actions taken against the individual?

Does s/ he have poor work habits or a "negative"
attitude?



