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Executive Summary  
 

In France, in 2014, more than 216,000 women reported that they had been physically 
and/or sexually abused by their former or current intimate partner (spouse, common-law 
husband, civil partner, boyfriend, etc.). However, this number does not reflect all the abuse that 
occurs in an intimate relationship. One must also take into account verbal, psychological, 
economic and administrative abuse. Les This violence affects all segments of the population, 
including women employees. For these women, their company may be a "neutral safe haven", 
where help is available and where the abuser cannot exert control over them, or it may be a 
dangerous place because it is known to the partner when a woman leaves her home. 
Companies are affected by this topic, but very few of them have given consideration to the 
matter. 

 
This study is the first step in the "Companies Against GendeR ViolencE (CARVE)" project 
(2014-2016) funded by the DAPHNE III programme under the European Commission 
Directorate-General for Justice. The goal of Fondation Agir Contre l’Exclusion and its partners is 
to examine the practices companies have in place to address violence and to interview all 
stakeholders (public institutions, labour organisations and associations) on company 
involvement with this issue.  
 
In France, legislation on violence against women has evolved gradually. First it covered certain 
kinds of violence, such as rape and female genital mutilation. In the 2000s, the laws were 
strengthened quite broadly under the impetus of the European Union. Over the same decade, 
successive administrations developed special awareness campaigns, strategies and tools to 
fight violence. However, there are no real legislative injunctions or obligations to compel 
companies to take action on the matter. On the other hand, many associations are currently 
working on the issue to raise awareness, support victims or assist perpetrators of violence.  
 

While there are few legislative texts or mechanisms to encourage companies to take action, 
they are nevertheless confronted with the issue of violence. Indeed, even without a formal victim 
detection system, companies can still identify cases of abuse through requests for housing 
assistance and transfers and, relatively less frequently, through chronic absenteeism. When 
victims are identified, there is no real institutionalised approach in companies to provide victim 
assistance. Many actors could become involved: Corporate social workers, managers, social 
partners or occupational physicians.  
  

In the case of companies that do address violence, the reasons vary: the company may have 
faced serious situations which frequently led to urgent responses. Most often, one person at the 
company takes on the issue or an initial effort becomes permanent. 
  

Yet the efforts made are still very limited given the scope of the phenomenon because violence 
is often perceived as belonging to the private sphere. The mechanisms of violence are also 
poorly understood and complex to address. 
  

We observed that to promote company involvement in this matter, companies must become 
aware of the cost of violence. The victim, made vulnerable by the violence, may endanger her 
own safety and that of the people who work with her. It is also clear that violence must be drawn 
out of the private sphere as has occurred for certain addiction issues which are now addressed 
in the workplace. Incorporating these matters into company policy also addresses the need to 
ensure employee well-being and promote gender equality at the company.  
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Companies that address the topic implement various initiatives: employee sensitization, training 
about the problem and, sometimes, implementation of an actual anti-violence policy included in 
gender equality agreements.  
 
These actions are crucial because the workplace plays an essential role for victims: it offers 
protection and enables them to attain financial independence from their abuser while keeping a 
job. However, many companies wonder what role they should actually play in the fight against 
violence: they say they are different from associations which are responsible for victim 
assistance (a point on which associations frequently agree). But they do want to establish 
themselves as a resource, where women could get the information they need and get in touch 
with key stakeholders.  
  

To enlist companies to take on this subject, we have issued several types of recommendations:  
- Within companies, support the actions put in place, increase communication and 

awareness campaigns and offer more training in the workplace.  
- When it comes to companies and associations, ties are strengthened between these two 

stakeholders especially so that women know that the company is a resource and so that 
violence is detected more quickly 

- For companies and institutions, initiatives can be launched for both groups. First, 
institutions should develop specific tools for use by companies. Second, companies 
should be considered as a "resource audience" and "target audience" in policies and 
laws to fight violence against women, in particular in the next interministerial prevention 
plan.  

- With regard to legislation: the prevention of violence against women could be included in 
companies' posting requirements, in negotiations about equal employment opportunities 
and in professional training. This is only possible if legal reforms are carried out. 
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Project overview  
 

The “Companies Against gendeR ViolencE” (CARVE) project is being carried out by 
Fondation Agir Contre l’Exclusion (FACE) and six other partners in Belgium (Pour la Solidarité), 
Bulgaria (CWSP), Spain (CEPS), France (CLEF) and Greece (HNCSR, Social Accountability) 
and a European network (EAPM). This initiative is funded by the Daphne III programme under 
the European Commission Directorate-General for Justice. 
 
The starting point for the project is companies and it focuses on female employees who are 
victims of abuse (verbal, psychological, sexual, physical, financial, administrative, etc.) that 
occurs outside the workplace. According to a recent study conducted by the Hubertine Auclert 
Centre, 62% of women victims of domestic violence are "employed workers1". This project 
explicitly chose not to address abuse that occurs in the workplace in order to focus on the 
consequences of this "external" violence on companies. The objective is to better understand 
how companies detect cases of abuse, how they react to these situations and thus investigate 
their role in fighting violence against women.  
 
Indeed, workplaces are one of the rare escapes where the victim can get out of the grasp of her 
abuser. This makes it all the more important to encourage them to play a central role in fighting 
violence against women. But the abuser's hold can also extend within the company (harassing 
phone calls, partner employed by the same company, etc.). Or the workplace can potentially be 
dangerous because it is known to the partner when a woman leaves her home. There is little 
data for France, but a statistic from England highlights the importance of this issue: in 
2013, one-third of domestic murders occurred in the workplace2. 
 
The first step in the CARVE project is to create a map of stakeholders in the economic, political 
and institutional spheres and in civil society to identify best practices that can be applied or are 
already in place. Each partner conducted research from February to June 2015 to produce a 
national study.  
 
For the French study, Fondation Agir Contre l’Exclusion met with about 30 "resource persons" 
involved in the fight against violence. These include four companies (two via their foundations), 
a regional health insurance firm (as an employer), eight associations, two trade unions, four 
institutions and three politicians. These 22 interviews focused on the ongoing willingness to 
create ties between the business world and the topic of violence against women.  
 
This study will be compared subsequently to the work of our partners. The results of these five 
studies will allow the development of a guide to best practices in fighting violence against 
women throughout the European Union. This benchmarking effort may then inspire the 10,000 
or so potential companies in the partner countries to get involved with initiatives to stomp out 
violence against women. Thus this multi-actor approach on the European scale aims to promote 
company involvement in fighting violence against women while proposing solutions that are 
suited to the roles of each of the actors, companies, associations and institutions.  

                                                        
1 Presentation of the study "Violences à l’encontre des femmes en Ile-de-France. Situations et parcours de femmes 
victimes de violences conjugales, données 2013" ("Violence against women in Ile-de-France. Situations and 
backgrounds of women victims of domestic violence, 2013 data"), Hubertine Auclert Centre, 18 May 2015. 
2 Excerpted from the website of the "Elle’s imagine’nt" associationhttp://www.ellesimaginent.fr/les-violences-
conjugales/chiffres/  
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Fighting violence against women in France  

Key figures 
 

For all crimes and assaults combined, women are victims as much, or even more often, 
than men3. Yet violent acts against women are unique in that in 87% of cases, the victim knows 
her abuser (versus 1 out of 2 men) and in that the events take place in the victim's home 
(whereas the majority of assaults against male victims occur in public). Furthermore, 36% of 
abuse is committed by a partner4. 
 
These particularities tend to make the violence committed against women invisible. However, 
the numbers speak volumes: the most recent study by the European Union Agency for 
Fundamental Rights reported that nearly half of women in the European Union have been 
victims of violence5. Among these acts of violence, intimate partner violence disproportionately 
affects female victims (75%). The study estimated that 22% of European women have suffered 
physical or sexual abuse committed by their partner, while 43% have been victims of 
psychological abuse.  
 
In France, each year, an average of 216,000 women between the ages of 18 and 75 are victims 
of violence committed by their spouse or former intimate partner (spouse, common-law 
husband, civil partner, boyfriend, etc.). Of these women, 158,000 report being victims only of 
physical abuse and 35,000 say they suffer only sexual abuse. One-third of homicides in France 
occur between intimate partners. Each year, nearly 86,000 women report they have been 
raped. In 86% of cases, the attacker is known to the victim and in 36% of situations, it is a 
spouse. These figures, however, are merely a conservative estimate of the reality as studies 
demonstrate that all acts of violence are under-reported. Indeed, fewer than 15% of these 
victims decide to file a complaint6. 
 
These instances of physical, psychological and sexual abuse of women are a violation of 
fundamental human rights. Seen in this light, it is incumbent upon governments and civil society 
to take action to protect these victims and put an end to this phenomenon. It is also a societal 
problem because, first, these forms of violence reflect the gender inequalities in our societies 
and, second, all of society is affected by the economic and social costs they generate. This cost 
is estimated at 2.5 billion Euros per year in France.7  
 
 
 
 
 
 
 

                                                        
3 The percentage of victims of physical violence is comparable among women (4.7%) and men (4.3%). This is 
especially true for thefts with violence or threats, which are experienced by 0.8% of women and 0.9% of men. 
Women are verbally abused a bit more often than men (12.8% versus 11.4%) and are threatened as often (4.8%). 
On the other hand, women are three times more likely to be victims of sexual violence than men (1.3% and 0.5% 
respectively). http://www.insee.fr/fr/ffc/ipweb/ip1473/ip1473.pdf  
4 Ibid. 
5 European Union Agency for Fundamental Rights (FRA), Violence against women: an EU-wide survey, Vienna, 
2014. http://fra.europa.eu/sites/default/files/fra-2014-vaw-survey-at-a-glance_fr_0.pdf  
6 http://stop-violences-femmes.gouv.fr/Les-chiffres-de-reference-sur-les.html  
7 Daphne 2006, "Estimated economic cost of domestic violence in Europe", Psytel scientific report, 2009 
http://femmes.gouv.fr/wp-content/uploads/2014/03/Egalite_Femmes_Hommes_T6_bd.pdf  
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Changes in laws and prevention policies 
 
The arsenal of legislation on violence against women was formed quite gradually.  
 

The first legislative response was Act no. 80-1041 of 23 December 1980 on the punishment of 
rape and certain indecent assaults8, which made rape a crime. Rape, then defined by Article 
222-23 of the Penal Code9, is punishable by 15 years of imprisonment. Subsequently, Act no. 
92-684 of 22 July 1992 to reform the provisions of the Penal Code relating to the punishment of 
felonies and misdemeanours against persons10 also criminalized violent acts that resulted in 
mutilation or permanent disability and increased the sentence when the assault was perpetrated 
by the spouse, common-law husband or civil partner or by the former spouse, common-law 
husband or civil partner, raising it to 20 years. 
 

Under the influence of international law and especially the Declaration on the Elimination of 
Violence Against Women of 20 December 1993, which for the first time acknowledged violence 
against women as a human rights violation and a form of discrimination against women, French 
lawmakers strengthened the country's rape laws. And yet it was not until the 2000s that the 
French government made a strong commitment to this issue, having developed a specific policy 
to combat violence against women.  
 

In fact, under the impetus of the European Union and following the Lisbon International 
Conference in May 2000, a series of laws were enacted in France. The main texts are those 
relating to harassment. Indeed, the social modernisation law, Act no. 2002-73 of 17 January 
200211, introduced the crime of psychological harassment in the workplace to the Penal Code 
and made it punishable by three years of prison and a 45,000-Euro fine. As for Act no. 2003-6 
of 3 January 200312, it eased the burden of proof for victims of sexual or psychological 
harassment. 
 

The government's commitment to the fight against violence was reinforced in 2004 with the 
adoption of the first three-year plan devoted to fighting gender violence. On 24 November 2004, 
the 2005-2007 Comprehensive Plan to fight violence against women, especially domestic 
violence, was launched. Designed around 10 cornerstone measures, this plan aimed to provide 
social and economic solutions and to offer women better legal protections.  
 

Act no. 2007-297 of 5 March 2007 on crime prevention13 is one of the flagship measures 
adopted under this interministerial plan. It broadens the scope to include new offences (murder, 
rape, sexual assault) and makes it easier to remove the perpetrator of the crime from the 
victim's home and to recognise marital rape.  

                                                        
8 
http://www.legifrance.gouv.fr/jopdf/common/jo_pdf.jsp?numJO=0&dateJO=19801224&numTexte=&pageDebut=03
028&pageFin=  
9 
http://www.legifrance.gouv.fr/affichCodeArticle.do?idArticle=LEGIARTI000006417678&cidTexte=LEGITEXT000006
070719&dateTexte=20150813&oldAction=rechCodeArticle&fastReqId=1400521954&nbResultRech=1  
10 
http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000000540288&fastPos=2&fastReqId=1605047
75&categorieLien=cid&oldAction=rechTexte  
11 
http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000000408905&fastPos=2&fastReqId=4958206
01&categorieLien=cid&oldAction=rechTexte  
12 
http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000000777093&fastPos=1&fastReqId=1205625
360&categorieLien=cid&oldAction=rechTexte  
13 
http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000000615568&fastPos=1&fastReqId=1011971
810&categorieLien=cid&oldAction=rechTexte  
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This plan was followed by the second interministerial plan (2008-2010), which was adopted on 
21 November 2007 and set forth 12 objectives to build on the measures implemented in 2004 
and to strengthen them by initiating new actions targeting the victim's entourage. 
 

Under this plan, Act no. 2008-496 of 27 May 2008 instating various provisions to adapt 
European Community anti-discrimination law14 was adopted. It recognises psychological 
harassment and sexual harassment as being discriminatory and sexist.   
 

The priority given to this topic later intensified as the fight against violence toward women was 
declared a "major national undertaking" in 2010. 
 

The first law specifically addressing this issue was enacted on 9 July 2010. Act no. 2010-769 of 
9 July 2010 on violence committed specifically against women, violence in couples and the 
impact of this violence on children15, aims primarily to make it easier for women to file 
complaints. The key measure of this law is the creation of a "protection order" that can be 
issued by a family court judge without waiting for the victim to press charges when the "violence 
committed between the intimate partners or within the family, by a former spouse, a former civil 
partner or a former common-law spouse, endangers the person who is the victim of said 
violence, or one or several children". Any perpetrator of abuse who does not obey the protection 
measures taken by the judge is susceptible to a fine of 15,000 Euros. The law also establishes 
the crime of psychological harassment between intimate partners. 
 

The French government has continuously made the prevention and elimination of violence 
against women a priority issue in public policy. Following on the two previous plans, a third 
interministerial plan was adopted. It mostly addresses the matter of gender-based and sexual 
violence in the workplace, as well as rape and sexual assault and the ties between prostitution 
and human trafficking. Furthermore, for the first time, this plan called for involving a broader 
range of actors in fighting violence in the workplace and working with trade unions, the national 
association of HRDs and the ORSE (“French observatory for corporate social responsibility”). 
 

Finally, the French government's commitment to fighting violence against women resulted in a 
fourth interministerial plan (2014-2017), in which it set out to double the previously defined 
goals. This plan was built around three main objectives: organise public efforts around the 
principle that "no reported abuse shall go without response", protect victims effectively and 
enlist all of society. 
 

It is within this context of increased engagement that Act no. 2014-873 of 4 August 201416 was 
enacted. First, it strengthened the enhanced protection order, which improves victim protection 
because it is issued "promptly", "if there are serious reasons to believe it is likely that violent 
acts have been committed and that there is danger to which children are also exposed". The 
law extended the duration of the protection order to six months. Moreover, it expanded the use 
of special mobile phones for female victims of rape or domestic violence who are in grave 
danger. When a parent commits a crime or misdemeanour against the other parent, the law 
also calls for the automatic re-evaluation of his parental rights and the violent spouse is 
systematically evicted. Finally, it establishes compulsory initial and ongoing training for all 
professionals who work with women victims of violence.  

                                                        
14 
http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000018877783&fastPos=2&fastReqId=1458228
155&categorieLien=cid&oldAction=rechTexte  
15 
http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000022454032&fastPos=1&fastReqId=1038869
869&categorieLien=cid&oldAction=rechTexte  
16 
http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000029330832&fastPos=1&fastReqId=1263631
661&categorieLien=cid&oldAction=rechTexte  
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Companies are not yet taken into account by lawmake rs 
 

At this time, French companies are not compelled by law to take action on the issue of 
violence against women. However, the Labour Code does require the employer to effectively 
provide for the health and safety of its employees. This obligation derives from Article L. 4121-1 
of the Labour Code which stipulates that "the employer takes necessary measures to ensure 
the safety and protect the physical and mental health of workers". Since the ruling by the Labour 
Chamber of the Court of Cassation 11 April 2002 (Cass. Soc. 11 April 2002, no. 00-16535), this 
general prevention principle is considered to be a safety performance obligation, a breach of 
which is considered to be gross negligence "when the employer was or should have been 
aware of the danger to which the employee was exposed and did not take the necessary 
measures to protect him or her from it". 
 

This obligation pertains to risks to which the employee may be exposed at work, even when the 
risk does not arise from one of the employer's subordinates. Because of a ruling by the Labour 
Chamber on 4 April 2012 (Cass. Soc. 4 Avril 2012, no. 11-10570), the result is now that 
"physical assault on an employee by a third party is not a case of force majeure which enables 
the employer to be released from its safety obligation". Thus it appears that the employer can 
be held liable if a female employee's spouse abuses her in the workplace. 
 

However, the employer's safety performance obligation does not yet seem to be applicable to 
acts of violence committed outside the workplace. Furthermore, in spite of the major advances 
introduced by the most recent interministerial plan and the Act of 4 August 2014, none of the 
measures put in place involve companies in fighting violence against women. Indeed, despite 
the stated desire to "enlist all of society", the compulsory training for all professionals who have 
contact with violence victims does not extend to professionals at companies. 

"In the fourth plan to fight violence, the workplace is only mentioned one time – 
'preventing sexual harassment and violence at work' – but that does not address 
violence outside the company. It is really the world of work.” Laure Néliaz, Assistant 
to the Office Manager - SDFE-DGCS 

 

Also, on 4 July 2014, France ratified the Council of Europe Convention on preventing and 
combating violence against women and domestic violence. Nevertheless, given the fact that no 
law requires companies to take action on this matter, the currently existing legislative 
mechanisms to fight violence against women are inadequate. This study reveals that this 
opinion is shared by associations, companies, institutions and political representatives. 

“In Europe, there is minimal legislation on violence against women and for 
companies in particular, there is nothing." Karima Delli, Member of European 
Parliament, Europe Ecologie du Nord-Ouest 

“In France, companies have no obligation to get involved with domestic violence." 
Kering Foundation – Céline Bonnaire, Delegate General 

“As for regulations, there is no requirement for employers in the recent laws. Nothing 
about companies in this legislation. It’s as if there were a divide between the two 
worlds." Ministry of Social Affairs, Health and Women's Rights, Laure Néliaz - 
Assistant to the Office Manager - SDFE-DGCS 

“There is a disconnect between the world of work and violence, that is what gave rise 
to our working group17. There is legislation on equal employment opportunity and on 
violence against women, but there is no communication between these two worlds.” 
Séverine Lemière, “FIT, One woman, one roof"), economist at IUT Paris-Descartes.  

                                                        
17 The Hubertine Auclert Centre set up a working group and is writing a guide to the impact of violence against women on their 
employability.  
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Actors fighting violence against women 
 
The French government is one of the main actors involved in fighting violence against women. 
France has a Secretary of State for Women's Rights who reports to the Ministry of Social 
Affairs, Health and Women's Rights, whose responsible minister is Mrs Marisol Tourraine. Mrs 
Touraine works closely with the Secretary of State for Women's Rights, Mrs Pascale Boistard.  
 
The ministry created a website (stop-violences-femmes.fr) that enables women and 
professionals and anyone else affected to learn about their rights and the actions taken by the 
state. It also lists associations that are specialised in the field.  
 
One of the initiatives in the fourth interministerial plan is to make 3919, the "Women's Violence 
Hotline", the national number of reference for counselling and assisting women victims of 
violence, their loved ones and concerned professionals. It gives anyone affected by violence 
someone to talk to, seven days a week, anonymously and free of charge. The Fédération 
Nationale Solidarité Femmes (FNSF) manages this national hotline that provides counselling, 
information and referrals. A hotline created specifically for female victims with disabilities was 
created by the association "Femmes pour le dire femmes pour agir": 01 40 47 06 06. 
 
Furthermore, the government is also very involved in the International Day for the Elimination of 
Violence against Women, November 25, which is observed with a vast array of initiatives: 
conferences, exhibitions, round tables, demonstrations, and so on.  
 
Working alongside the government, a number of actors play a role in preventing and combating 
violence against women. For example, the Interministerial Mission for the Protection of Female 
Victims of Violence and Combating Human Trafficking (MIPROF), which was created by decree 
no. 2013-07 of 3 January 2013, has been assigned three tasks: develop a national plan for 
training on violence against women in consultation with the relevant ministries and 
stakeholders; serve as a national observatory on violence against women, to include gathering, 
analysing and disseminating data; and, lastly, coordinate the fight against human trafficking. 
 
In addition, the Presidential Decree of 3 January 2013 created in France a High Council on 
Gender Equality whose "mission is to work in consultation with civil society and to lead a public 
discussion on the broad lines of public policy on women's rights and equality". The High Council 
also encompasses the prerogatives of the National Commission on Violence Against Women. 
 
On the matter of fighting violence against women, the Economic, Social and Environmental 
Council (CESE), an advisory constitutional assembly, has a delegation for women's rights and 
equality which compiles a systematic overview of all the types of violence women may face in 
mainland France and its overseas departments and territories.  
 
Furthermore, the responsibilities of the Office for Women's Rights and Gender Equality (SDFE-
FH), under the auspices of the Ministry of Women's Rights, include recommending, 
implementing and evaluating, in conjunction with the relevant ministries, measures that help, in 
particular, to fight violence against women in collaboration with the Interministerial Mission to 
Protect Women Against Violence and Combat Human Trafficking (MIPROF). 
 
Finally, associations play a determining role in fighting violence against women. One of the 
organisations we interviewed is the Fédération Nationale de Solidarité Femmes (FNSF), a 
network of associations that fight violence against women, which manages the national 3919 
hotline. Since 2013, the Hubertine Auclert Centre, in partnership with the Ile-de-France regional 
authority, has hosted the Regional Observatory for Violence Against Women.  
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There is also the association Elle’s Imagine’nt, which counsels, supports and assists victims of 
domestic violence and promotes prevention through public awareness programmes in schools 
and businesses. 
 
We observed that, among associations, there are few efforts to involve companies in preventing 
and combating violence against women. When such initiatives are taken, they focus on job 
placement for women victims of violence (and not on female employees) or they address 
violence committed at the workplace. For example, the Association européenne contre les 
Violences faites aux Femmes au Travail (AVFT) promotes the rights to work and to personal 
integrity and calls out gender-based and sexual violence in the workplace.  
 
Therefore, despite the high cost of this phenomenon for companies and the determining role 
they can play in identifying victims of violence, companies in France today are still excluded 
from the measures put in place to fight this scourge. 
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Identification and handling of cases of 

violence at companies 
 

“What could cause us to suspect that a woman is a victim of violence?” 
RHESO association, Isabelle Lemaire 

"Multi-factor" detection 
Violence is a difficult phenomenon to detect because it involves acts that frequently occur 

in private. However, violence is an all-encompassing issue that has consequences on all 
aspects of the victim's life: financial resources, housing and work. These "private" acts can 
appear in "public" life in several ways.  
Brigitte Lebreton, Coordinator of Labour Relations and CSR at PSA Rennes, explains that 
violence is a multi-faceted phenomenon about which the victim may speak to various 
interlocutors within the company: “this topic may come up when discussing other matters; 
violence will not necessarily be the reason one goes to a social worker". Victims are detected 
through a "multi-factor" approach and indirectly: several aspects of their life are affected and will 
emerge in the workplace at different stages in the cycle of violence.  
 
Housing, the primary means of detection 
 

The primary means of detecting victims at the workplace is an urgent request for 
housing. This request is generally part of a process to put a stop to the violence, when the 
victim is attempting to leave her residence – which is, in most cases, where the violence occurs 
– and her abuser. In several companies interviewed, female victims of violence were identified 
because they no longer had housing or because they were urgently seeking housing. The first 
scenario occurred at the company RAJA: “Of the two identified cases of domestic violence, one 
of the women was sleeping in her car.” (Anne Poterel Maisonneuve, Project Manager, RAJA-
Danièle Marcovici Foundation). The second scenario was encountered at the PSA Poissy site: 
“It is difficult for a woman who is a victim of violence to spontaneously talk about her situation 
and it is often in the context of requesting housing that the woman confides in the social worker" 
(Véronique Clouet, Labour Adviser and Social Services Coordinator for the PSA group. Housing 
department). 
 
Absenteeism, an indicator that is hard to detect 
 

Academic studies have shown that domestic violence has an impact on the productive 
efficiency of victims who have jobs: in a study conducted in the United States by Taylor and 
Barusch in 2004, “between 23% and 54% of the victims interviewed said they had missed work 
because of domestic violence” (Hennequin, Emilie; Wielhorski, Nouchka, 2012, p. 47). Yet 
during the interviews completed for the present study, various companies told us that 
absenteeism was not automatically an indicator of violence at home. Véronique Clouet of PSA 
Poissy asserts that “one does not necessarily observe greater absenteeism because the 
workplace feels safe and working feels like a refuge.” This observation is corroborated in 
studies, including one carried out in England: female victims are as diligent with attendance as 
other employees because for them the workplace is an escape from the violence (Walby, 
Sylvia, 2004).  
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Transfer requests 
 
The final clue noticed in the companies we interviewed is a request for a transfer. Here 

again, this action helps detect the victim as she is proceeding to get away from the violence. 
However, Véronique Clouet suggests that these requests are good indicators above all when 
the couple work in the same entity or the same company: “One can also detect [victims] through 
transfer requests. Sometimes women work with their partner at the same site, which is a real 
concern at our company because there are a lot of couples. The woman will not reveal the main 
reason for her transfer request, but it is possible to uncover the real reason if one digs a little 
deeper. " 
 

Persons in charge of detecting victims of violence within 
companies 
 

Few formalised processes, but multiple actors 
 

Unlike with other subjects (psychosocial risks, quality of work life, etc.), there is no clearly 
defined mechanism for addressing victims that is internalised at the company level. There are 
two reasons for this: first, detection is not always easy, as discussed above, and, second, 
companies have not managed to identify the most appropriate interlocutor. Brigitte Lebreton 
explains how it works at PSA Rennes: “The company does not have a dedicated process, but 
several actors can help us to identify these issues. There are many points of entry. [...] This is 
not necessarily happening to me, but the question has come up before.”  

 
Thus several people may find themselves in conversation with women who are victims of 
violence. Brigitte Lebreton of PSA Rennes believes that the words of female victims can be 
heard by a great number of people in the company: “They can find their way to the ears of 
anyone who is in a position to listen, for managers it may be hard, but it is going to be career 
counsellors, occupational physicians, social workers… Perhaps we should increase awareness 
efforts among employee representative organisations. Perhaps HR managers hear this type of 
information, but I haven't been made aware of it."  
 
The fact that there are so few institutionalised detection processes in companies means that the 
detection of female victims is poor and that the number of victims is under-reported: “We have 
identified fewer than 10 people out of 2,000 [employee]. But not all victims of domestic violence 
come to see me," notes Nicole Eyené, corporate social worker at  CRAMIF - Workplace Quality 
of Life Department However, when a victim is identified, the person informed of the situation 
tends to pass the information on to the most suitable interlocutor when he or she is in contact 
with a victim. For example, when a case of abuse is reported to Nadine Desmoulins, Training 
Manager – Health, Workplace Safety and Housing at RAJA, she notifies the medical personnel 
with whom the victim may be in contact: “Prior to their medical examination, we alert the 
occupational health physician. It is our duty to notify him.” 
 
Roles are assigned according to the actor 
 

Although companies do not always have a firmly established process in place and while 
the persons interviewed for this study identified several interlocutors within their organisations, 
when there is a case of violence outside the company, they take on very specific roles. 
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Role of social workers  
 
When it comes to fighting violence against women, social workers were singled out by 

the persons we interviewed as being the preferred interlocutors: in a company, their role is to 
give assistance, information and referrals to any employee who has problems in their 
professional or personal life. They are perceived as having legitimate standing to support 
victims of violence because social workers are identified as people who can address, or even 
step into, the private lives of employees. Véronique Clouet of PSA Poissy stresses this 
characteristic aspect of her profession: "Corporate social workers are often well known, in our 
company we are there practically full-time. It is easy for employees to access and identify social 
workers because we work in close proximity." 

 
Moreover, this is precisely the tack that companies take when they attempt to designate a single 
point of contact within their organisation. At CRAMIF, for example, a new corporate social 
worker was hired who had received prior training on violence against women. This provided an 
occasion to confirm the role of the occupational social worker as a resource person: an internal 
communication initiative was launched to remind staff that she could provide assistance to 
female employees for any issues that occurred on the job or at home. "We publicised what 
employees could expect from the corporate social worker, namely anything private or 
professional." Jean-Jacques MAGNIN, Lodging Unit - Workplace Quality of Life Department). 
Social workers seem to be an important resource within companies. However, it is crucial to 
remember that many companies do not have social workers.  
 
Role of managers 
 

While there is no question about the role of social workers when companies address 
violence, the role of managers is less clear.  

 
In some companies, managers participate in identifying cases of abuse. At the PSA Vesoul site, 
managers are involved in handling the issue and receive special training: “When we trained our 
managers, we really wanted to target field managers because some of them deal with this 
issue. For example, some will help women lodge complaints.” (Jennifer Sassard-Laïfa, Legal 
Affairs Manager, Labour Relations Officer – RSH/RELS). At Orange, managers are required to 
report any case that occurs in their team: “if an ORANGE manager is aware of violence, he can 
refer the person to social workers and the occupational physician" (Roxane Adle-Aiguier, 
Director of Professional Equality in the CSR, Diversity, Partnerships and Solidarity Division at 
Orange). 
 
More broadly, in the companies interviewed, there are doubts about manager involvement and 
the extent of that involvement. “Our role is perhaps to remind managers to report back if they 
uncover cases of violence within their teams. We did not take it all the way to managers [...] we 
cannot ask the managers to do everything." (Brigitte Lebreton, PSA Rennes).  
This reluctance to involve managers more arises from the fact that managers at any given 
company do not form a uniform body: while some will pass along information and warnings, 
others may be barriers to a good flow of information. “Sometimes we encounter obstacles 
related to their understanding of this issue" (Jean-Jacques Magnin, CRAMIF). 
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Role of labour partners 

Labour partners are also interlocutors of choice. France Sponem with Force Ouvrière 
acknowledges in particular that “unions have the responsibility to listen and to be a bridge 
between companies and victims". She elaborates on the role of unions: "what is unique about 
us is that when a victim comes to see us, she is still with the company. Whereas when 
associations help women, often they have already left".  

 
A minority of companies also encourage greater involvement from bodies that represent 
employee interests: at the PSA Poissy site, for example, “the agreements we signed with the 
CIDFF also provide for educating labour partners on the issue of violence. Through their work, 
they may encounter people who are suffering and discuss the topic” (Véronique Clouet). 
 
Role of the occupational physician 

The occupational physician is also a person who can help and support victims of 
violence. Bérénice Sylvain, Vice-President of the association Elle’s Imagine’nt would like victims 
to see these physicians as someone they can talk to. "It should be the doctor, whom women 
trust more readily and who guarantee them strict confidentiality, who asks them the question 
‘Have you ever been abused?’ just as they ask them ‘Do you exercise?’ Because when you ask 
women that question, they answer. Then the physician could give them contact information for 
an association that would help them escape from domestic violence." The occupational 
physician plays a crucial role with regard to the victim's health, but many reservations were 
expressed by the companies interviewed: doctor-patient confidentiality protects the victim 
irrefutably, but also creates a lack of transparency for employees who have contact with the 
victims: “Nurses and social workers are bound by medical confidentiality, so it is hard to quantify 
the number of cases [of violence]” (Jennifer Sassard-Laïfa, PSA Vesoul). 
 
 

A case-by-case approach 
 

Because detection is difficult and because of the small number of victims identified in 
companies, these firms do not deem it necessary to implement a comprehensive procedure: 
“The cases arise sporadically, although some things are hidden. The biggest challenge is that 
we do not necessarily see it." (Brigitte Lebreton, PSA Rennes). At Orange, Roxane Adle-Aiguier 
explains that each situation is addressed individually: “we handle situations on a case-by-case 
basis". 
 
 

After detection, referrals to associations 
 

While most companies insist on their role in detecting violence, they often see assisting 
women as something that should be handled by external entities, particularly associations. At 
the Kering Group, for example, "From the beginning, we wanted to work in partnership with 
associations because they are the experts. So our employees in France and Italy are trained to 
be more knowledgeable about domestic violence, to provide the necessary information to 
women who want to talk about it and to refer them to our partner associations" (Céline 
Bonnaire, Delegate General, Kering Foundation).  
Companies are not hesitant to publicise these resources: Jennifer Sassard-Laïfa reports that, in 
2013, after the members of the Equality and Diversity Committee at PSA Vesoul hosted a local 
association that helps female victims, “We passed on the information internally. We wanted the 
people who might be affected or who knew victims to be aware of this association and share the 
’information.”  
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Company engagement and role in combatting 

violence against women 
 

Why do companies get involved?  
 
Companies are compelled to take action for a variety of reasons. However, we observed that, 
regardless of the type of initiatives, they are often isolated efforts that lead to further reflection or 
a broader series of actions.  
 
Dealing with serious cases 
 

Some companies implemented anti-violence initiatives after serious cases of abuse 
which caused the death of a female employee or endangered the life of a female employee, 
sometimes near the workplace. CRAMIF experienced this situation: “We had two deaths linked 
to victims of violence. [...] We also had to find emergency housing for a female worker because 
her husband had been released from prison and she did not want to live with him again” (Jean-
Jacques Magnin). This also happened at the PSA site in Poissy: We had two deaths because of 
domestic violence, one of which occurred in front of a witness, not far from the workplace 
(Véronique Clouet).  

The seriousness of these situations led both companies to address the prevention of 
violence against women. At CRAMIF, the response was to designate and hire a qualified person 
to handle this issue: “We recruited a new social worker who had worked on violence against 
women and had expertise on the subject”. Meanwhile, at PSA Poissy, the incidents raised the 
level of collective consciousness: “It affected the company's commitment and it really shocked a 
lot of people.”  
 
An individual who takes on the topic 
 

Company commitment can also arise from an individual initiative taken by a single 
employee who is already educated about violence against women or who is exposed to an 
association that works in this field. Such is the case at CRAMIF, where the corporate social 
worker and the manager of the Housing Unit invited the association Libres Terres des Femmes 
(LTDF) to speak during a day of activities to promote Gender Equality Awareness: “We met 
LTDF through Droit de Cité Habitat, a social structure under the GIC which specialises in 
housing solutions" (Jean-Jacques Magnin). This is also what happened at the PSA site in 
Vesoul: "The initiative at our site was prompted by our HR manager's awareness of this issue 
and by a meeting between her and the Regional Director at the CIDFF" (Jennifer Laïfa). 
At Kering, it was the chairman, François-Henri Pinault, who wanted to get all of the group and 
its 33,000 employees involved in fighting violence against women: "violence against women is a 
universal scourge that afflicts all cultures and all segments of the population. I am always 
dismayed by the taboo that reigns over violence against women: it is an orphan cause that does 
not get the attention and responses it deserves. I think that companies have a key role to play in 
fighting this type of violence alongside associations and the authorities. There is still so much 
work to be done. Unless everyone makes an effort and a commitment, this violence will never 
end" (François-Henri Pinault, Chairman and Chief Executive Officer of Kering and President of 
the Kering Corporate Foundation). In 2009, he launched the Kering Corporate Foundation which 
is dedicated entirely to this struggle:  
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A successful initial effort  
 

The commitment of some companies is also cemented by a successful first initiative on 
the topic, which encourages them to sustain their efforts. The first campaign organised by the 
RAJA-Danièle Marcovici Foundation within the company was a success: “In 2014, we organised 
a photo contest and 200 employees out of 600 participated. We did not expect it would work so 
well. It was the first time we had done something like that. [...] The initiative had been approved 
by the CEO." (Anne Poterel-Maisonneuve).  
This was also true for the first initiative taken by PSA at its Aulnay site: “The Aulnay site was a 
forerunner, their corporate social worker arranged something to address the topic before it had 
even been addressed at the corporate headquarters. They organised an in-house conference 
and invited all the managers. I remember the room – there were at least 50 or 60 people and 
almost all of them were men. That was in 2007. It was a powerful event that subsequently 
influenced our formal commitment to a national protocol in 2009” (Véronique Clouet). This 
success led to a proliferation of initiatives at the various PSA sites. 
 
Obstacles to company involvement 

 
During the interviews we conducted for this study, we also observed that when actions 

are taken to address the theme of violence against women, they are "subtle" (e.g. sensitization 
through a fun activity) or somewhat limited initiatives. Most companies do not organise any 
actions, which is the result of various obstacles.  
 

A private matter 
 

The first obstacle that was cited repeatedly during our interviews is the boundaries of 
personal privacy. Because the violence occurs outside work, most companies feel that it is 
difficult to address such a topic since the company is not competent to combat a phenomenon 
that occurs beyond its structure. Céline Bonnaire (Kering Foundation) explains : "we are at the 
boundary between work life and home life. The whole point is to get people to understand the 
impact of domestic violence on the professional environment, and to see that companies have a 
responsibility and there are professionals who can help address this topic better instead of 
sweeping it under the carpet.”  The same comparison is used by Bérénice Sylvain, Vice-
President of the association Elle’s Imagine’nt: "When we speak about domestic violence to 
certain companies, we are saddling them with another problem. And they feel that this subject is 
a personal matter and prefer not to address it. This attitude is similar to that of neighbours who 
do not get involved and who feel that violence between intimate partners is not their business. " 
This attitude is not limited to companies, rather it is pervasive throughout society. As a result, 
women victims of violence have also internalised the notion that abuse is a private issue. This 
makes them so reluctant to talk about it at their company – despite the existence of dedicated 
staff such as social workers – that they prefer not to address the subject at all. Christophe 
Dague (CFDT) confirms this attitude among victims: “To talk about one's situation in the 
workplace takes trust because it could also be a good reason to get fired, through other 
arguments." Thus it appears that the company can be a safe haven for victims – a sort of social 
connection they do not want to lose – but they do not always perceive it as a resource: they fear 
that their situation may be associated with vulnerability, that they may be sidelined or that they 
will be identified as less effective employees.  
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Poor understanding of the reality of violence, insi de and outside the company 
 

Just as in society as a whole, the phenomenon of violence is not very well known in 
companies. There are misconceptions about violence: it only affects certain social groups, it is 
only physical and/or sexual and it is not as common as one imagines. More generally, the 
French legal framework is not well known: “There is little knowledge about violence. One 
obstacle in our society is the belief that violence does not exist in all social strata” (France 
Sponem, Force Ouvrière). 

 
 

A complex topic to grasp  
 

Violence continues to be a complex phenomenon because there are many 
interconnected factors. Violence occurs in an intimate or family setting; emotions are at the 
heart of the matter. Violence also occurs in the private sphere, at home and "behind closed 
doors"; making the phenomenon visible and shifting it into the public realm, as at the workplace, 
will take away the notion of privacy that surrounds it. Finally, violence also occurs within a 
broader context of how power is distributed between women and men; it is a manifestation of 
the gender inequality that exists in our societies.  
When one considers these three overlapping dimensions of violence, the topic becomes a 
complex one to understand and quite often victims have to deal with the resulting 
misunderstandings. Jennifer Sassard-Laïfa (PSA Vesoul) and Jean-Jacques Magnin (CRAMIF) 
felt this at their own companies: “What we often hear is that people do not understand why the 
person stays with her partner. There is a lot of prejudice about that, which is why we wanted to 
shed light on preconceived notions. The complexity of the topic is an obstacle in itself." (Jennifer 
Sassard-Laïfa, PSA Vesoul). "There is a lot of blame on the victim. We hear that there is 'victim 
acceptance', a lot of stereotypes." (Jean-Jacques Magnin, CRAMIF). 
 
 

"Points of entry" to take action  
 
To shift violence out of the private sphere to which it has been confined, the issue of violence 
must be addressed within companies via other points of entry.  
 
Raising awareness about the cost of violence 
 
The most legitimate and persuasive point of entry for companies is to frame violence in terms of 
what it costs the business. Indeed, violence is not without consequence for women's health and 
productivity: absenteeism and diminished performance caused by violence are a non-negligible 
expense that could be a means of action for companies. France Sponem (FO) sets forth this 
idea: “Domestic violence exacts a high cost on society and companies, in terms of absenteeism 
and workplace accidents (a woman victim of violence is more vulnerable)”. Catherine Coutelle, 
Chairwoman of the National Assembly's Delegation for Women's Rights and Equal Opportunity, 
provides these statistics: “The cost of violence to the economy is 290 million in healthcare and 
230 million in social assistance18." That corroborates the results of a study conducted by Marc 
Nectoux, which estimated that the total cost of domestic violence in France is 2,472 billion 
Euros per year.  

                                                        
18 "Vers l’égalité réelle entre les femmes et les hommes – Chiffres-clés – Edition 2015. L’essentiel" (“Toward real 
equality between women and men – Key figures) http://femmes.gouv.fr/wp-content/uploads/2015/03/Chiffres-cles-
2015_Lessentiel.pdf  
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Productivity losses caused by death, imprisonment and absenteeism are estimated at 1,099 
million Euros (44% of the total cost, more than 30% of which from absenteeism), whereas 
productivity losses caused by work stoppages are more than 300 million Euros per year 
(Nectoux, Marc, et. al, 2010, p. 411).  
 
For many of the people interviewed, if companies were aware of these losses in production and 
the figures they represent, they would be more inclined to take action against violence, notes 
Isabelle Lemaire of the association RHESO: "To change the situation, we must give the 
company economic data. This will make them realise the scope, such as the cost of work 
missed because of illness."  
 
Addressing personal affairs: replicate the approach  used to prevent alcoholism  
 

As described previously, violence is often considered to be an issue that falls within the 
private sphere. To legitimise actions in this area, some of the people interviewed suggested that 
violence be addressed in the same way as addictions in the workplace. Pascale Vion, member 
of the Mutuals Group at CESE, explains: "Some private matters – alcoholism in particular – are 
already discussed within companies." Carole Keruzore of the association Libres Terres des 
Femmes also shares this opinion. "Companies could play a role in prevention; they do a good 
job on the issue of alcohol". 

 
Alcohol and drug use are responsible for 20% to 30% of work-related accidents and cost 
companies around 1.5% of their annual payroll expenses19. Companies are required to ensure 
the safety and protect the physical and mental health of workers (Article L.4121-1 of the Labour 
Code) and are also responsible for any harm its employees may cause third parties (Article 
1834 of the Civil Code). In light of their legal obligations, companies tackled the issue and 
implemented initiatives to combat addictions. Thus it is easy to imagine that such an approach 
would be possible for violence against women, as violence poses a risk to the physical and 
psychological health of employees and the safety of all staff. 
 
Psychosocial risks, workplace quality of life: gate way topics 
 
 Another point of entry raised by some companies is the inclusion of violence against 
women in the notion of "psychosocial risks". In the definition provided by the INRS, 
psychosocial risks notably include "work situations where the following occur, in isolation or in 
combination: stress: incompatibility between a person's perception of the constraints in his/her 
work environment and his/her perception of the resources he/she has to deal with them; internal 
violence committed within the company by employees: psychological or sexual harassment, 
exacerbated conflicts between persons or teams; external violence committed against 
employees by people outside the company (insults, threats, assaults, etc.)"20. Some companies 
have suggested broadening the definition of psychosocial risks to include violence. This is what 
happened with the analysis carried out by Brigitte Lebreton (PSA Rennes):  
 “We had the 10 psychosocial risk warning signs and that is the issue that we mainly worked on. 
Psychosocial risks can be the gateway." 
 
 
 

                                                        
19 Gless, Etienne, "Quand l’alcool et la drogue menacent l’entreprise" (“When alcohol and drugs threaten 
companies”), L’Express, 11/05/2012. http://lentreprise.lexpress.fr/rh-management/droit-travail/quand-l-alcool-et-la-
drogue-menacent-l-entreprise_1514788.html (date of access: 10/09/2015)  
20 INRS, "Psychosocial Risks" information kit: http://www.inrs.fr/risques/psychosociaux/ce-qu-il-faut-retenir.html 
(date of access: 11/08/2015) 
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Gender equality initiatives 
 
 Meanwhile, at the PSA site in Rennes, the pathway was efforts taken to address gender 
equality: "In our company, the issue of violence was addressed through gender equality 
agreements. That was the point of entry." (Brigitte Lebreton, PSA Rennes)21. After all, initiatives 
to promote gender equality call attention to relations between men and women, the 
mechanisms of domination, and so on. Marie Cervetti, Director of the Housing and Job 
Placement Centre for "FIT, Une femme, un toit", notes that "if a company takes up the topic of 
gender equality, it is impossible to ignore the question of violence”.  
 
Addressing violence in the workplace  
 

Another way to address violence that occurs "outside the workplace" is to incorporate it in 
efforts taken to fight violence in the workplace. This is the pathway that was most frequently 
mentioned by the representatives of the institutions interviewed for this study. Caroline Ressot, 
Legal Affairs Manager at the High Council on Gender Equality, suggests this point of entry: 
“Violence is a pertinent issue for the workplace. Companies are an important place in our lives 
and violence at work should also be taken into account. [...] Violence against women is an 
expression of the gender-based violence that exists within companies." Karima Delli, Member of 
European Parliament, Europe Ecologie du Nord-Ouest, has the same idea: “We also have to 
talk about the violence that occurs in companies. Many women are harassed at their workplace, 
including women who also experience abuse elsewhere […].”  
 
Philanthropic efforts  

 
Companies’ involvement is not limited to internal actions; they also support associations 

that are actively fighting violence against women. Marie Cervetti (FIT, Une femme, un toit) 
mentions "advertising companies that develop campaigns against rape, which is their way of 
participating. It is not necessarily direct engagement with the issue, but through their business".  
The Elle’s Imagine’nt association is funded by several companies: "Each year we take part in 
the MicroDon mini-giving event that is held at a Monoprix store in the 15th arrondissement. For 
two days we hand out flyers with information about our association and a barcode. Customers 
can make a donation by scanning the flyer when they check out at the store. […] We also 
benefited from a partnership with Google, which donated skills. An employee gave us 10 hours 
of her time to help us set up a virtual office and create a domain name. […]" (Bérénice Sylvain). 
The association is also supported by corporate foundations: “We received assistance from the 
Orange Foundation to organise mother-child outings, from the RATP Foundation and the 
Bouygues Telecom Foundation to facilitate our support groups” (Bérénice Sylvain). The 
association sees these contributions as essential actions taken by the company that can lead to 
other types of collaboration: "We would like to take it to the next level and implement preventive 
actions in these companies to combat domestic violence" Bérénice Sylvain).  
 
It should also be noted that among the entities we interviewed, the RAJA-Danièle Marcovici 
Foundation and the Kering Foundation are the most involved in combating violence against 
women. Foundation is 100% devoted to this issue. The anti-FGM association “Excision Parlons-
En” received funding from both of these foundations, according to the President of the 
association, Marion Schaeffer: "We received aid from the Kering Foundation to develop our 
network and from the RAJA-Danièle Marcovici Foundation to create communication tools.” 
 
 

                                                        
21 See "Best practices" section in this report 
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Actions put in place by companies 
 
While some companies are still in the process of studying violence against women, others are 
formalising initiatives in internal documents or carrying out ad hoc actions.  
 
Commitments in gender equality agreements 

 
At PSA and Orange, fighting violence against women has been institutionalised in 

company agreements. Xavier Guisse (CSR/HRD – PSA Peugeot Citroën) explains that “In 2009 
a protocol on violence was signed by Denis Martin, Human Resources Director, and Xavier 
Darcos22. It said that we must educate and organise awareness campaigns. I think the 
motivation was to tackle an innovative topic. We were one of the first companies to do it.” It is a 
three-year agreement and this provision was renewed in 2011 and 2014. 

 
At Orange, this institutionalisation is more recent: “In our 2014 gender equality agreement, we 
had a statement about violence against women. Prior to that there was no mention of it. 
Between the 2011 and 2014 agreements, new topics were incorporated, including the 
prevention of sexism, harassment and violence against women.” (Roxane Adle-Aiguier). 
 
Relaying national campaigns 
 
 Regardless of whether fighting violence against women is formalised in companies' 
internal documents, the actions carried out by companies are often non-recurring. One tactic 
used by companies is to relay national and international campaigns. At the PSA Vesoul site, 
national campaigns are given priority. "In 2012, we wrote an article to promote the national 
campaigns. We posted it throughout our sites, especially in the infirmaries [...]" (Jennifer 
Sassard-Laïfa).  
 
In addition to relaying the national campaigns launched by its partners in France, Italy and the 
U.K., for the last four years the Kering Foundation has boosted its employees' involvement with 
the White Ribbon for Women Campaign: "To educate as many people as possible on the 
International Day for the Elimination of Violence against Women on 25 November, Stella 
McCartney, who sits on the Foundation's board, designed a badge with the white ribbon symbol. 
Last year, 200,000 of these badges were distributed in the group's luxury brand shops around 
the world. The social media campaign also reached more than 325 million Internet 
users." (Céline Bonnaire) 
 
Raise awareness about violence  

 
One of the most widespread actions within companies is raising awareness and 

disseminating information about violence against women, especially on 25 November. This is 
notably the case for the RAJA-Danièle Marcovici Foundation which targets the entire staff of 
RAJA with these initiatives: “Last year we organised a photo contest, we publicised the U.N. 
campaign and we encouraged employees to wear 'Orange' on that day. [...] We awarded the 
prizes at the Christmas party and exhibited the photos. They were on display at the company for 
two weeks. That was the first time we used 25 November as an awareness day for our 
employees" (Anne Poterel-Maisonneuve). The PSA site in Rennes also uses 25 November as a 
day for sensitisation: “For 25 November we organised an employee awareness campaign that 
was featured in the internal newsletter, on our Intranet site and in paper fact sheets that were 
made available to our workers. The information was also posted in common areas, such as the 
infirmary, waiting rooms and social services department" (Brigitte Lebreton)  

                                                        
22 At the time Xavier Darcos was the Minister for Employment, Social Relations, Family, Solidarity and Cities. 
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In 2014, at the urging of the corporate social worker, the Workplace Quality of Life Department 
at CRAMIF planned an awareness day on 8 March which took the form of an exhibit on gender 
equality. "The goal was to get employees to think about gender and to have internal partners 
(corporate social worker, Housing Office manager, prevention officer, occupational health 
department, etc.) and external partners (LTF, Droit de Cité Habitat, AVFT, SOS Hommes 
Battus) on hand to participate)" (Nicole Eyené, corporate social worker, CRAMIF). 
In the companies we questioned, there are no permanent displays of information: it is posted on 
special occasions, such as 8 March or 25 November. 
 
Training and educating employees, in partnership wi th an association 
 

Few companies have instated training for their employees. However, we noted that when 
such training has been implemented, it was always in partnership with associations. This is 
notably the case for the Kering Foundation: "FNSF has partnered with the Kering Foundation 
from the start. After discussions about how to bring the topic of domestic violence into the 
workplace, together we designed a three-hour training module for employees. Our approach is 
to understand the phenomenon of domestic violence, de-construct stereotypes and create a 
work environment that supports women victims. Then we replicated these trainings in Italy with 
our partner, DiRe. Finally, at the beginning of the year, we adapted the training to the context in 
the United Kingdom with our partner Women's Aid. And we are going to continue to implement 
these training sessions in all the countries where the group does business" (Céline Bonnaire).  
 
The RAJA-Danièle Marcovici Foundation called on the services of a theatre troupe: "We also 
organised a 'Week for Solidarity and Engagement' in June. Each day an association spoke on a 
specific topic. We had the Désamorces theatre company talk about violence against women" 
(Anne Poterel-Maisonneuve). However, it is important to note that it primarily addressed 
violence against women in the work setting.  
 
Associations are sought out for this purpose because of their subject matter expertise and the 
tools they have to train and sensitise employees.  
 
 

What is the role of the company? 
  

All the interviews we conducted led to one core question: if companies take on this issue, 
what is the extent of their action and their involvement? Anne Poterel-Maisonneuve from the 
RAJA-Danièle Marcovici Foundation expressed these doubts: “Is it my responsibility to 
intervene in this matter? And what do I do about it? How I can go about it wisely? We must talk 
about it without stigmatisation. What is the right language? How do we communicate? Meaning: 
what is our message? Where is the most appropriate place to do it? How often?” 
 
A place of protection 
 

During interviews with company representatives, the company is first seen as a place of 
protection or refuge for victims who are abused away from their place of work. The workplace is 
a place to get away from the violence; it gives the victim a time when she can escape from the 
perpetrator of the violence, feel safe and find the resources she needs to break free from the 
abuse. Nadine Desmoulins (RAJA) conveys this idea: “The only escape women have [is] work.” 
This need for protection is also an obligation, as she stresses: “There is criminal liability if the 
woman commits suicide at her workplace and if the company was aware of it. In criminal terms, 
there is a huge risk for the company." 
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FRANCE Sponem (FO) also mentions this idea for the institutions that represent employee 
interests: “We discuss violence during our 'Equality' training seminars for employee 
representative organisations. We talk about it: when a person is in a fragile situation, the 
delegates try to help her in every way possible. Employee representative organisations can help 
with detection and provide a place for victims to be heard." 
 
Of course companies can be a place for victims to speak up, but they cannot always offer 
protection. As mentioned by Séverine Lemière of FIT, Une femme, un toit and an economist at 
IUT Paris-Descartes: "Studies and the experience of associations also show instances of 
sexism and even harassment in the workplace, thus women victims of violence outside the 
company can also be victims within the company in a sort of continuum." 
 
Helping women keep their jobs 
 
 When victims decide to escape the cycle of violence and get away from their abuser, 
having a job can make it easier to exit the cycle of violence by providing money to find housing 
and pay for administrative and legal fees. For those interviewed, companies must enable 
victims to attain financial emancipation from the violent situation. Céline Bonnaire (Kering 
Foundation) describes this notion: “The role of companies is also to keep women employed.” 
Séverine Lemière (FIT, Une femme, un toit and economist at IUT Paris-Descartes) emphasises 
that this also amounts to effective human resources management: "One of the incentives for 
companies to act is their duty to maintain the skills of their employees and favour job retention 
[…].”  
 
Finally, as mentioned by Séverine Lemière, "It is important to remember the status of female 
employees with the least job stability, who may be less integrated, such as those who have 
fixed-term contracts, temporary positions or limited part-time employment. Very young women 
may also request special attention: those who are on internships, work-study programmes, 
student jobs, brief fixed-term contacts or part-time contracts. We must not forget that the 
ENVEFF survey showed that young women (ages 20 to 24) are the most affected by violence. "  
 
Inform, educate, refer, "but do not take responsibi lity for" 
 
 With regard to their role, companies agree on the need to inform, educate and give 
referrals to victims and not to take direct responsibility for victims, either through legal or 
psychological assistance. This distinction is recurrent in the discourse of companies, 
associations and institutions. 
 
Véronique Clouet (PSA Poissy) explains in particular that, "The issue is not about addressing 
the topic within the company, but whether the company can refer women to the right person so 
they can speak up. This phase is extremely important. […] At PSA, the corporate social worker 
provides information, referrals and support. [...] ".  
 
Clémentine Levy, Training Manager at FNSF, shares this point of view: "When I organised my 
first awareness initiative at a company, I realised something: companies should not detect 
women who are victims of violence, but rather women should detect the company as a place to 
seek refuge, a place to get help. […] The company should disseminate informational materials 
and the 3919 hotline and give referrals. "  
 
This is also the position of SDFE, as articulated by Laure Néliaz, Assistant to the Office 
Manager: “For a company, its role is to know that 3919 is a resource for referrals and 
information. It is a first step. Women employees must also have access to this information 
because the more widely circulated the hotline number is, the greater the chances they call it.”  
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Distinguishing between the roles of companies and a ssociations  
 

All stakeholders express the same idea: associations should be in charge of looking after 
the victims and the roles of these two stakeholders should be differentiated. Elisabeth Moiron-
Braud, Secretary General of MIPROF, insists on this point: “While companies can play an 
important role in identifying cases of abuse, the main responsibility for taking care of victims 
falls to associations." Séverine Lemière (FIT, Une femme, un toit and economist at IUT Paris-
Descartes) made comments along the same lines: “The company is not a social worker; that is 
not its area of expertise. But it is in its best interest to point victims to the right interlocutor, to 
associations.”  
 
 
What are the limits of company involvement?  
 
 Within companies where the issue of violence has come up, there is a consensus that 
the company must act, but deciding the scope of the actions to take lies entirely within these 
companies. “Corporate social workers are not meant to handle family problems as such. 
Instead, their role is to assist employees whose professional and/or personal affairs have 
consequences on their work lives. The purpose of the corporate social work office is to act 
within the company, not outside it,” observes Véronique Clouet (PSA Poissy). 
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Fighting violence within companies: best 

practices 
 
During the interviews we conducted, we identified many best practices that have been 
implemented at companies or deployed to companies.  
 

Corporate foundations to support those who fight vi olence against 
women 
  

Corporate foundations can be key structures in addressing violence against women and 
in calling attention to the issue in the workplace. This is especially the case for the Kering and 
RAJA corporate foundations.  

 
Kering Foundation: a group's commitment and a found ation 100% dedicated to the topic of 
violence against women 
 

 
 
 

To eliminate the taboos around domestic violence, Kering and its foundation signed a 
"Charter on Preventing and Fighting Violence Against Women" with several associations in 
places where the group does business.  
In France, this charter was signed in 2010 with Fédération Nationale Solidarité Femmes 
(FNSF), a national network of associations that combat violence against women. For 23 years, 
FNSF has managed the national hotline that offers counselling, information and referrals on 
domestic violence: 3919 "Violences Conjugales Info". Thus the Kering group made a 
commitment to train and sensitise its employees through two types of action: 
 

1) First, train employees in the group who are identified as "relays" so that, if they are 
faced with a case of domestic violence within their personal or professional network, 
they can support the person and refer them to one of the associations that partners 
with the Kering Foundation (FNSF in France).  

2) Second, regularly educate all employees about national campaigns to fight domestic 
violence spearheaded by FNSF.  

 
Since 2011, awareness sessions have been organised for Kering group staff thanks to a three-
hour training module for HR teams, employee representatives and managers that enables them 
to understand the phenomenon of domestic violence, de-construct stereotypes and create a 
work environment that supports women victims.  

Launched in 2009, the Kering Corporate Foundation fights violence against women. The 
foundation mobilises the group behind a major topic that resonates with its business – 
luxury clothing and accessories, sportswear and lifestyle brands – and the customers who 
buy Kering brands. It is also an issue for which the company has a decisive role to play 
alongside government authorities and associations. The foundation supports NGOs, 
awards prizes to social entrepreneurs and conducts violence awareness campaigns, while 
mobilising its 33,000 employees around the world. 
To increase its international impact, the foundation chose to focus its efforts on three 
geographic areas and three priority topics: 1) sexual violence in the Americas; 2) harmful 
traditional practices in Western Europe; and 3) domestic violence in Asia.  
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Several actions were also taken to commemorate 25 November: awareness campaigns, 
financial support for the Le souffle media campaign, etc. These spots were widely disseminated 
throughout the group with employee involvement and the campaigns also aired on the national 
television stations. 
 
As a logical extension of the Kering Foundation's commitment, a similar partnership was then 
created in Italy in 2013 with the association "Donne in Rete contro la Violenza (DiRe). The 
charter was deployed to over 6,000 employees in Italy.  
In 2015, the Kering Foundation announced a new partnership with Women’s Aid in the United 
Kingdom. It enlisted the 1,260 employees based in England in a two-year programme to fight 
domestic violence. Internal policies and guidelines on domestic violence will be defined in an 
environment where currently there are none. They will be made available to all employees after 
their training.  
 
To date, more than 600 Kering employees have attended an awareness session. This charter 
will be rolled out to the other regions where the Kering group does business, including the 
United States and China. 
 
 
The RAJA-Danièle Marcovici Foundation, a foundation  "for women" with a dedicated programme 
on violence against women 
 

 
 

Since 2013, in addition to funding projects, the RAJA-Danièle Marcovici Foundation has 
recruited staff members through its "RAJApeople" programme. Employees can get involved in 
the projects carried out by the foundation by sponsoring them, lending their skills or making a 
financial contribution through a system set up in 2013 that rounds their salary and automatically 
donates the difference. The foundation also tries to raise staff awareness through multiple 
sensitisation campaigns. In 2014 and 2015, to commemorate 8 March, International Women's 
Day, the foundation organised a “Week for Women's Rights”.  

 
One of the activities in 2014 was to lend all RAJA France employees a pedometer. For the 
entire week, all staff also received a daily quiz on women's rights, with questions about violence 
against women. In 2015, the initiative was extended to all RAJA's European sites (without the 
quiz, but with other activities throughout the week). A fundraising campaign was pegged to the 
number of steps recorded during the week at all RAJA's European sites. To observe 25 
November in 2014, the foundation held a photo contest whose theme was the colour orange, to 
echo the U.N. campaign "UNiTE to end violence against women23". Above all, the RAJA-
Danièle Marcovici foundation raises awareness on violence against women through fun content 
and actions.  
  

                                                        
23 More information available here http://www.un.org/fr/women/endviolence/ 

The RAJA-Danièle Marcovici Foundation was created in 2006 and defines itself as a 
foundation "for women"1. Its efforts target three areas: "women's rights and fighting 
violence against women", "training and employability" and "education and social action"1. 
With regard to its efforts on violence against women, the foundation began by supporting 
projects to fight the phenomenon all around the world. In 2010, for example, the 
foundation supported a project in Nara, Mali, to fight excision, which is practised on 90% 
to 95% of girls in that area1.  
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Committing to fighting violence against women in a company-wide 
agreement 
  

The second practice we find it useful to promote is to incorporate the prevention of 
violence against women in company-wide agreements, as is the case at PSA and Orange. 
Including efforts to combat violence against women is a way to single out the issue as a priority 
which the company is compelled to address to improve the lives of its employees.  
 
PSA: from a prevention protocol to inclusion in its  company-wide agreement 
 

 
 
At PSA, violence was incorporated in a company-wide agreement in 2009 when Denis Maris, 
Director of Human Resources at PSA, and Xavier Darcos, Minister for Employment, Social 
Relations, Family, Solidarity and Cities, signed a protocol to prevent and combat domestic 
violence. In particular, the protocol called for training HR, social and medical staff at the various 
PSA sites and relaying national campaigns. In 2011, the group took it a step further when it 
made fighting violence against women in the company-wide agreement on gender equality. The 
three-year agreement was renegotiated and adopted in June 2014.  
Reference is made to combating violence against women in Article 4-8 of Chapter 4, 
"Supporting the feminization of employment by improving working conditions and adapting 
workplace structures" in the "Company-wide agreement on developing jobs for women and 
equal employment opportunities for men and women". The group defines three priorities to fight 
violence against women: 

1) "Relay national campaigns to prevent and fight domestic violence with employees" 
2) "Sensitise and train staff in the company's HR, social work and medical 

department to familiarise them with domestic violence" 
3) "Be open, listen and give referrals to victims of domestic violence"24 

For PSA, fighting violence against women falls under its corporate social responsibility 
initiatives.  
Each PSA site can implement different actions within its plant to meet these objectives. For 
example, the Vesoul site reached out to the CIDFF in Haute-Saône to arrange training for the 
site's managers, whereas the Rennes site (after meeting with the CIDFF in Ille-et-Vilaine), 
bolstered its communication about the resources available to victims outside the company, such 
as the 3919 hotline. By giving each site the freedom to choose how to pursue this goal, PSA 
makes it possible to adapt to the specific characteristics of each of its sites.  
However, the assessment of actions taken is the same at all plants: the Equality-Diversity 
Committee at each entity conducts a self-assessment each year. 
 
 
 
 

                                                        
24 PSA Group, Company-wide agreement on developing jobs for women and equal employment opportunities for 
men and women, Article 4-8, p. 17:  
http://www.egaliteprofessionnelle.org/maj/_files/upload/documents/type-9/PSA_260814.pdf (date of access: 
18/08/2015) 

With three internationally renowned brands – Peugeot, Citroën and DS – the group sold 
more than 2.9 million vehicles in the world in 2014. PSA Peugeot Citroën is the second-
largest car manufacturer in Europe and sells its cars in 160 countries. It is a market leader 
in CO2 emissions, with an average of 110.3 g CO2/km in 2014.  
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Orange, a commitment to fighting domestic violence 
  

 
 
 At Orange, the reference to fighting violence against women in the "Agreement on 
professional equality between women and men" of 9 July 2014 is a first. There were no such 
references in previous agreements. For this group, the topic is included in the section on "Work 
organisation, work-home balance, health and prevention" and, more specifically, under the 
heading "Health, prevention and professional equality". Paragraph 5.5.4 of the agreement 
stipulates:  

"Lastly, although the scope of action of the company is limited for reasons of 
individual privacy, the parties nevertheless acknowledge that, in cases of domestic 
violence, provided a complaint is lodged, there is a dedicated emergency 
mechanism available under the Action logement initiative. It is administered by 
social workers"25.  

The actions called for here are more limited and focus more on assisting the victim with getting 
out of the grasp of her abuser than on preventing the phenomenon.  
 

Awareness campaign targeting employees 
  

Concrete actions at the PSA Vesoul site 
  

 

 

Since 2011, PSA Vesoul has organised campaigns to publicise violence against women 
in conjunction with the CIDFF in Haute-Saône, notably with a photography exhibit at the site. 
Since 2012, a budget has been allocated to each site to fund various actions. In 2014, for 
example, there were three communication efforts: posters were displayed in the site canteen. In 
parallel, emails containing information about violence against women were sent to all 
employees with company email accounts (30% of the site's staff). Self-assessments and 
brochures were placed on the meal trays given to employees (see below). 

                                                        
25 Orange S.A., 9 July 2014, Agreement on professional equality between women and men, Article 5.5.4, p. 39 

The PSA Vesoul site is the Worldwide Logistics Centre for Peugeot Citroën. It plays a 
major role in after-sales service for the group's brands and in distributing spare parts and 
accessories. The site occupies 120 hectares, employs 2,800 people, manages nearly 
200,000 SKUs and serves over 100,000 order lines per day for shipment throughout the 
world. It is also an important economic and social actor in its region.  

Orange is one of the world's most prominent telecom operators with 39 billion Euros in 
turnover and 156,000 employees (including 99,400 in France) as at 31 December 2014. 
The group operates in 29 countries to serve 244 million customers (figures from 31 
December 2014) including 185 million mobile customers and 16 million fixed broadband 
customers. Orange is also a worldwide leader in providing telecom services to 
multinational firms under the Orange Business Services brand.  



Project no. JUST/2013/AG/DAP/5559 

Page 30 of 40          

 
 

Some of the group's other French sites took different measures. Employees at the Rennes plant 
were educated through in-house and intranet communications on 25 November. Throughout the 
year, information is displayed in passageways and corridors across the site.  
In Spain, the PSA plant at Vigo was a forerunner in this area. Thanks to its actions, PSA 
received the "2014 Award of gratitude in the prevention of violence against women". CEPS, the 
Spanish partner for the CARVE project, describes these initiatives in its report.  
 
 

A dedicated contact person and implementation of an  emergency 
procedure 
 
Direct support at CRAMIF  
 

 
 

At the Caisse Régionale d’Assurance Maladie d’Ile-de-France (CRAMIF), fighting 
violence against women is a reflection of the desire to directly help female employees who are 
victims by establishing a comprehensive emergency strategy and by appointing a specific 
interlocutor.  

 
Initially, CRAMIF implemented an emergency procedure when victims of violence are seeking 
support. This assistance includes: A housing solution for male or female employees who are 
victims of violence through a collaboration with Droit de Cité Habitat which can be accessed 
through an emergency number on the Intranet. Comprehensive case management for victims of 
violence handled by a corporate social worker at the victim's request. 
 
This comprehensive case management was undertaken by Nicole Eyené, a corporate social 
worker at CRAMIF who sums up the mechanism in this way: "I had experience assisting victims 
when I worked at SOS Femmes 93. We offer the same kind of help, but in a scaled-back 
version. We encourage them to talk about violent episodes, we assist them with the procedures, 
we support them and we refer them to partners such as CIDFF. We help them find housing; this 
is one path to addressing domestic violence. " 

The Caisse Régionale d’Assurance Maladie d’Ile-de-France (CRAMIF) is an organisation 
that belongs to the general health and social security system for mainland France.  It 
carries out all social security functions for the eight administrative departments that 
comprise greater Paris. It is recognised as a legal entity formed under private law to 
manage a public service. 
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Associations: tools that are well-suited to compani es 
 

Although the ties between companies and associations that tackle violence against 
women are not highly developed, some associations are trying to respond to one specific need 
of companies: having appropriate tools to address violence against women.  
 

FNSF develops a training kit for companies 
 

 
 
 The Fédération Nationale Solidarité Femmes has created specific tools for companies, 
as Clémentine Lévy explains: "we created a training kit for companies and several of us go to 
speak along with the local association that belongs to our network. We adapted our message to 
companies by talking about 3919 and key dates, but also by telling relevant anecdotes. "  
FNSF's training kit contains: 

- A detailed PowerPoint presentation that serves as a teaching tool that companies can 
refer to if needed;  

- Various internal communication tools:  
o posters; 
o publicity campaigns; 
o campaign videos; 
o "Dare to talk about it" brochures from FNSF; 
o Card promoting 3919 hotline 

- Information on local resources that can assist women victims of violence (locations, 
addresses, telephone numbers of associations that belong to the FNSF network) 

 
 
"Elle’s imagine’nt", an awareness campaigns for com panies 
 

 
 

The association plans to launch an awareness campaign for healthcare professionals so 
they become more effective at detecting victims within the company and so that HR managers 
in particular are more involved in giving referrals to victims that have been identified. To do this, 
the association got permission from illustrator Anne Rouvin and scriptwriter Marie Moinard to 
use the illustrations that appear in volume two of the comic book "En chemin elle rencontre..."26  
 

                                                        
26 This comic strip is the result of a collaboration amongst artists involving in combating violence against women. 
More information available here: http://www.desrondsdanslo.com/EnChemin2.html (date of access: 20/08/2015). 
So far, Elle’s Imagine’nt has got permission from Anne Rouvin and Marie Moinard to use their comic strips, but the 
association has not yet launched the awareness campaign. 

Elle’s Imagine’nt is an association that fights domestic violence against women and 
employs psychologists, social workers, attorneys and people with a variety of 
backgrounds. One of the association's objectives is to take the topic of domestic violence 
against women into the workplace and to give the resource people at the company 
(occupational health, social department, HR, etc.) tools to help them respond better. 

The Fédération Nationale Solidarité Femmes, or FNSF, is the leading association in 
fighting violence against women. For 23 years, FNSF has managed the national hotline 
that offers counselling, information and referrals on domestic violence: 3919 "Violences 
Conjugales Info". The association has 64 member organisations that work with more than 
30,000 cases of women victims of domestic violence. 
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The five comic strips that will be used address the consequences of domestic violence on 
female employees. The association is trying to "break with tradition" so that the topic is 
addressed in more companies. In the long term, the organisation would like to develop a special 
kit for companies that is based on a model used by an English company, "The Alliance": "We 
went to see what is going on in England and especially a social business, "The Alliance", which 
quantifies violence against women using vocabulary suited to companies. It offers a package: 
awareness, communication kit, protocol for implementing actions, counselling/support on the 
matter. It has trained HR managers, occupational physicians and social workers." Marie-
Laurence Davy, Elle’s Imagine'nt). 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Conclusions and recommendations 

Reinforce the information available within companie s 
 
One of the first recommendations whose implementation is not expensive for companies 

is to systematically disseminate and/or post information about violence against women in any 
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and all formats. This requirement to display or disseminate information already exists for topics 
like psychological and sexual harassment27 and could be extended to violence. The information 
could be relayed through different channels:  

• To educate the greatest number of employees on this topic, companies can relay 
national campaigns (those spearheaded by the Secretariat for Women's Rights for 8 
March and the 25 November) and international campaigns (white ribbon campaign, the 
U.N.'s UNiTE to end violence against women).  

• To help victims of violence, companies can disseminate information on existing 
mechanisms (e.g. dedicated hotlines such as 391928 or the grave danger mobile 
phones29) via their intranet or posters. Pascale Vion (CESE) made this recommendation: 
“What companies can do is provide information, say that there is a telephone platform – 
3919, put up posters around the company."  

• Along the same lines, companies can pass on – or even map out – information about 
counselling centres and shelters within their geographic areas. This suggestion was 
made by Iman Karzabi, Programme Officer at the Hubertine Auclert Centre: “We created 
a map of places that offer support so that women can get better assistance and to help 
companies refer women to these resources." This information could also be included in 
other communication tools such as intranet sites.  

• The dissemination of information at key places in the company, such as wash rooms, 
dining areas and break rooms, makes it possible to sensitise a large number of 
employees to the issue and to promote the problem within the company. This is what 
Caroline Ressot (HCEfh) advises: One recommendation for companies would be to have 
3919 posters in key locations because it is hard to get victims to speak up; it's helpful to 
direct them toward a specialised entity. The more the company conveys that it is 
committed to the issue of violence (or another topic), the more it will encourage people to 
speak up. These efforts become catalysts." 

 
 
 
 
 
 
 
 
 

Conduct training within companies 
  

In 201330, the French government established two teaching tools for trainers who had to 
deliver training to healthcare professionals. The Act on Gender Equality of 4 August 2014, made 
it compulsory to include a module on violence in the initial training cycle for healthcare 

                                                        
27 Source: Service-Public.fr, "Quelles sont les obligations d’affichage dans une entreprise?" (“What are company’s 
posting requirements?”) http://vosdroits.service-public.fr/professionnels-entreprises/F23106.xhtml (date of access: 
13/08/2015) 
28 The 3919 hotline is the go-to phone number for victims of violence, their friends and family and professionals 
who work on this topic. 
29 The grave danger mobile phone is a tool that enables women in imminent danger to directly dial an emergency 
number and receive assistance in fewer than 10 minutes.  
30 For more information: http://stop-violences-femmes.gouv.fr/2-Outils-pour-l-animation-sur-les.html (date of 
access: 13/08/2015) 
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professionals likely to come into contact with victims31. Companies are not included in this 
category of professionals who must receive such training, yet people who work at companies 
are likely to come into contact with victims. They could lobby for access to this kind of training. 
This was suggested by Séverine Lemière of FIT, Une femme, un toit, also an economist at IUT 
Paris-Descartes: "Companies could really drive the movement to provide training to corporate 
social workers and occupational physicians." France Sponem (FO) suggested that training 
could even be extended to different professions: "Women victims are not treated very well: we 
need awareness training for police officers, union representatives and teachers." 

 
Ensuring that someone in the company is trained means ensuring that victims can be heard and 
that they can get relevant information to escape the cycle of violence in which they find 
themselves.  
 
 

Building bridges between companies and associations  
 

Over the course of our study, we interviewed associations and companies, then we 
compared their answers. They do not seem to be familiar with each others' initiatives. Thus we 
heard the following in two different interviews: "The associations I talked with were somewhat 
withdrawn" (PSA) and "we observed that most companies do not yet seem ready to listen to us 
[...] Very few associations contacted us spontaneously" (the association Elle’s Imagine’nt). Both 
of these stakeholders have a lot of preconceived notions when the idea of joint initiatives is 
mentioned: for associations, companies are not interested in the subject because they do not 
understand it or have not understood its relevance to them. And yet, as Pascale Vion (CESE) 
suggests: "For the majority of associations, they do not know what companies are doing, there 
is no platform that identifies best practises. That does not exist." Thus there is a lack of access 
to information for both stakeholders.  

 
Consequently, building bridges between companies and associations seems vital for helping 
women victims of violence while honouring the roles of each, as explained by Laure Néliaz 
(SDFE-DGCS): "I think that it is not necessarily the role of companies to detect cases of abuse 
because there are specialists in this field – social workers – but we should better define the 
roles of both parties." Creating closer ties would make it possible to clearly distinguish the roles 
of each stakeholder and thus ensure better overall support for victims.  
 

 

 

 

 

 

 

Facilitate access to housing for women victims of v iolence 
 
When the victim decides to leave her home to escape the violence, housing access is an 

essential key that can impel them to leave. Companies could facilitate access to housing via 
their involvement in contribution schemes. Séverine Lemière (FIT, Une femme, un toit, 
economist at IUT Paris-Descartes) suggests, in particular, that this action be arranged through 
the "1% logement" mechanism: "Another tool could be the allocation of the '1% logement' 

                                                        
31 Source: http://www.gouvernement.fr/sites/default/files/action/piece-jointe/2014/11/dp_violences_final.pdf (date of 
access: 13/08/2015) 
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resources for women who are victims of violence. Housing is a very important issue for women 
victims of violence because quite often it is the women who leave and lodging is sorely lacking."  
 
The "1% logement" instrument, which has evolved into the "Action Logement" loan, is a 
contribution made by companies (in the private, non-agricultural sector with more than 20 
employees) that is distributed via several facilities to support renters, owners, landlords and 
employees experiencing hardship or undergoing job transfers. As Séverine Lemière (FIT, Une 
femme, un toit", economist at IUT Paris-Descartes) says, victims of violence could be added to 
the list of priority beneficiaries of this type of mechanism. Such an action to enable easier 
housing access for female victims would be an indirect action on a topic that is still taboo at 
many companies, as revealed by the interviews conducted for this study.  
 

 

Communication campaigns adapted to businesses 
 
Communication campaigns and other tools that cover the issue of violence against 

women are still quite general in nature or are aimed at specific audiences, such as healthcare 
professionals. In our interviews, we realised that companies struggled to publicise the issue 
because there are no communication tools about violence that were developed for companies 
or employees, whether they are victims or people who work alongside victims. Jennifer 
Sassard-Laïfa (PSA Vesoul) expressed this notion: "When we implement poster campaigns, we 
look at the violences.gouv websites, which are very well done, because we know that there are 
not many existing or replicated corporate initiatives". Similarly, Brigitte Lebreton (PSA 
Rennes) says: "The posters featured in national campaigns are rather violent, even if we do 
agree with the underlying message. For example, in 2013, we did not display the posters 
because they were too violent. We did not want them to be poorly received in light of what was 
happening at the site."  
Thus, it would be advisable to develop communication campaigns suited to the work 
environment and in which the message is adapted to the various types of employees found 
within a company: managers, human resources, executives, employees, etc. 

 
Include companies in the next prevention plan  
  

Since 2005, the Ministry for Social Affairs, Health and Women's Rights has produced a 
three-year, interministerial plan to fight violence against women. Its goal is to identify the priority 
actions to carry out to fight violence against women. The 2014-2016 plan32 focuses on three 
aspects: Public action should be organised around a common basis for intervention: "No 
reported abuse shall go without response", "Protect victims effectively" and "Enlist all of 
society". In this third aspect, companies are alluded to in preventing violence on the job, but it is 
not suggested that they can get involved in fighting violence against women. 
When assessing the fourth plan, Caroline Ressot (HCEfh) suggested that the HCEfh leverage 
its position to make proposals: "The High Council is responsible for evaluating the fourth 
interministerial plan to fight violence against women. In relation to this approach, it could be 
useful for us to assess their role in this ecosystem, particularly vis-à-vis the next plan.  
 
Beyond involving companies, these businesses could be identified as target audiences for 
sensitisation. Pascale Vion of the CESE proposes: "If there is a fifth interministerial plan, it 
would have to state that all of society – and hence companies – must be educated about this 
issue."  
                                                        
32 Ministry for Women's Rights, Fourth interministerial plan for preventing violence against women – 2014-2016, p. 
40: http://femmes.gouv.fr/wp-content/uploads/2013/11/4e-planVFF_221120131.pdf (date of access: 13/08/2015) 
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Update the law? 
 
This study showed how few obligations there are for companies to get involved in fighting 

violence against women. "Given the dramatic situations that companies sometimes still face, 
should we pass laws?" wonders Karima Delli, Member of European Parliament – Europe 
Ecologie du Nord-Ouest.  
Some countries take this factor into account in their national legislation, as Céline Bonnaire, 
Delegate General of the Kering Foundation, observed: "In Great Britain, there is a procedure 
that enlists companies. It is a process intended to identify the warning signs and detect cases of 
abuse with all the stakeholders at the table: when a woman dies from domestic violence, the 
companies take part in this process. There are also procedures in place at the company to 
make adjustments in order to reduce risk: change phone numbers to prevent telephone 
harassment, escort workers to their vehicles, geographic transfers, etc. Companies must take 
measures to protect women, otherwise they can be held liable. So far, there are no equivalents 
in France.” 
 
The association Elle’s Imagine’nt made the same observation and is adapting its efforts as a 
result: "There is nothing in French law. This is why we are targeting British companies first with 
our initiatives" (Marie-Laurence Davy, Counselling and Support Officer). 
Thus our study points toward reconsidering existing legislation: 

- Just as there are laws requiring companies to display posters about professional equality 
between women and men (Articles L. 3221 to 3221-7 of the Labour Code), psychological 
harassment (Article 222-33-2 of the Penal Code), sexual harassment (Article 222-33 of 
the Penal Code) and discrimination (Articles 225-1 to 225-4 of the Penal Code), 
employers could be compelled – or else pay a fine – to display posters in the workplace 
to publicise 3919, the national hotline that gives advice and referrals to women victims of 
violence, their loved ones and concerned professionals and to promote the associations 
that work in this field.  

- Furthermore, the prevention of violence against women could be one of the topics 
addressed in Articles L. 2242-4 to L. 2242-14 in the Labour Code, which describe 
compulsory collective negotiations on professional equality between women and men.  

- Finally, to make it easier to detect women victims of violence, the initial and ongoing 
training of professionals in contact with these women that is required by Act no. 2014-
873 of 4 August 2014, could be extended to professionals within companies, such as HR 
managers, operational managers and employers. 
 

The law was recently changed, but further adaptations are still feasible. While companies are 
not intended to detect cases of violence, they should, however, become better at recognising 
the mechanisms of violence, preventing abuse and providing referrals to victims. Companies 
could be included as a "target audience" for public policies, particularly as regards training, and 
be included as a fully fledged stakeholder in combating violence against women. 
 

Glossary 
 
INSEE: Institut national de la statistique et des études économiques33 (French national institute 
for economic research and statistics).  

                                                        
33 INSEE website: insee.fr  
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Emotional abuse:  Belittling, humiliating, or undermining an individual’s sense of self-worth/self-
esteem (e.g. constant criticism, verbal insults and name-calling, etc.).34 

Gender-based violence:  violence directed against a person because of his or her sex and the 
gender roles and expectations in a society or culture35.  

Violence against women (VAW):  Any act of gender-based violence that results in, or is likely 
to result in, physical, sexual or psychological harm or suffering to women, including threats of 
such acts, coercion or arbitrary deprivation of liberty, whether occurring in public or in private 
life.36 

Intimate partner violence (IPV):  violence committed by intimate partners which may take the 
forms of: physical violence (e.g. slapping, beating, arm twisting, stabbing, strangling, burning, 
choking, kicking, threats with an object or weapon, and murder); sexual violence (e.g. coerced 
sex through threats, intimidation or physical force, unwanted sexual acts, forcing sex with others 
or sexual acts without voluntary consent); psychological violence and behaviour control (e.g. 
threats of abandonment or abuse, confinement to the home, surveillance, threats to take away 
custody of the children, destruction of objects, isolation, verbal aggression and constant 
humiliation); and economic violence (e.g. denial of funds, refusal to contribute financially, denial 
of food and basic needs, and controlling access to health care, employment, etc.)37. 

Physical abuse: It violates another person's physical integrity: physical intimidation, assault 
and battery, pushing or other bodily physical suffering inflicting by hands or with weapons or 
objects38. 

Psychological abuse: Comments, insults or sarcastic remarks that are humiliating to their 
victims. Psychological abuse can cause a loss of self-confidence, low self-esteem and self-
recrimination that psychologically traps the victim and causes her to believe she cannot leave. It 
can take various forms, such as threats of suicide, taking her children away and calling her a 
bad mother, constantly monitoring her, being jealous and assuming that she does not behave 
properly, preventing her from seeing her friends and/or family, mistreating or threatening to 
mistreat children, relatives or even pets (e.g. by neglecting them, not feeding them or not 
providing clean clothes) if the victim does not come home at the time demanded or threatening 
to destroy or throw away valuable or prized possessions. Emotional, economic and sexual 
coercion are very common39. 

 

Economic abuse: Withholding or taking money from the victim, committing economic blackmail 
when she or the children need essential items, making unilateral decisions about important 
purchases, depriving her of access to bank accounts and preventing her from obtaining or 
maintaining a job. Limiting her professional advancement or work hours. Causing the victim to 
be financially dependent40. 

                                                        
34 UN Women, Glossary of Terms from Programming Essentials and Monitoring and Evaluation Sections, 
endvawnow.org.  
35 UN Women, definition of violence against women and girls. 
36 UN Women, Glossary of Terms from Programming Essentials and Monitoring and Evaluation Sections, 
endvawnow.org. 
37 UN Women, Glossary of Terms from Programming Essentials and Monitoring and Evaluation Sections, 
endvawnow.org.  
38 Extracted from the ellesimaginent.fr website, Domestic Violence, Definitions.   
39 Extracted from the website of the Fédération Nationale Solidarité Femmes.  
40 Extracted from the ellesimaginent.fr website, Domestic Violence, Definitions.   
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Administrative abuse:  Confiscating identity documents, tax documents, change of address 
forms; stealing or attempting to "erase" her identity; managing the partner-victim's administrative 
identity (e.g. changes in address or name) or taking it over (receiving family allowances, making 
tax payments or paying for common household expenses) 41. 

Sexual abuse: Having forced sexual relations with the victim; forcing her to participate in 
unpleasant, painful or humiliating acts; filming sexual acts without her permission and potentially 
disseminating humiliating acts; exposing her to AIDS or other sexually transmitted diseases; 
refusing to use or to allow the victim to use a means of contraception or protection against STIs 
which violates her reproductive rights42. 
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