New Policy #45-B: Missouri Victims’ Economic Security & Safety Act (VESSA)
Policy
(Copied from existing approved policy in the 2022-23 Employee Handbook)
This policy mirrors the VESSA Policy in the Employee Handbook
In accordance with the Missouri Victim’s Economic Security and Safety Act (VESSA),
CWCKC offers eligible employees unpaid leave for qualifying domestic or sexual
violence-related reasons, with a guarantee of restoration to the same or an equivalent
position on return from leave. Employees must comply with the terms and conditions set
forth in this policy.
Definitions
1. “Domestic Violence” means abuse or stalking committed by a family or
household member.
2. “Family” or “Household member” means spouses, former spouses, any person
related by blood or marriage, persons who are presently residing together or
have resided together in the past, any person who is or has been in a
continuing social relationship of a romantic or intimate nature with the victim,
and anyone who has a child in common regardless of whether they have
been married or have resided together at any time.
3. “Sexual violence” means a sexual assault, including without limitation, causing
or attempting to cause another to engage involuntarily in any sexual act by
force, threat of force, duress, or without the person&#39;s consent, and
trafficking for the purposes of sexual exploitation as described by Missouri law.
4. “Workweek”; means an individual employee’s standard workweek.
Eligible Employees
Employees are eligible for leave if they are the victim of domestic or sexual violence or
have a family or household member who is the victim of domestic or sexual violence.
The family or household member may not have interests that are adverse to the
employee as it relates to the domestic or sexual violence.
Qualifying Reasons for Leave
Domestic or sexual violence leave is available to eligible employees in the following
circumstances:
1. To seek medical attention for, or recover from, physical or psychological
injuries caused by domestic or sexual violence against the employee or their
family or household member.
2. To obtain victim services from a victim services organization for the employee
or their family or household member.
3. To obtain psychological or other counseling for the employee or their family or
household member.
4. To participate in safety planning, including temporary or permanent
relocation or other actions to increase safety for the employee or their family
or household member from future domestic or sexual violence.

5. To seek legal assistance to ensure the health and safety of the employee or
their household or family member, including participating in court
proceedings related to the domestic or sexual violence.
Leave Time
Eligible employees may take up to two workweeks of unpaid domestic violence leave
within any 12-month period. Leave is based on a rolling 12-month period, looking back
from the date the leave would begin. Leave may be taken intermittently (in separate
blocks of time) or as reduced schedule leave. Leave taken under this policy is unpaid.
However, employees may substitute accrued and unused PTO for the unpaid leave.
The substitution of PTO does not extend the leave period, but runs concurrently with it.
Likewise, domestic and sexual violence leave may run concurrently with any leave
available under the federal Family and Medical Leave Act (FMLA). This policy does not
entitle employees to take unpaid leave that exceeds the amount of unpaid leave time
allowed under the FMLA.
Notice of Need for Leave and Certification
Eligible employees must provide CWCKC with at least 48 hours’ advance notice of the
need for leave. If 48-hour notice is not practicable, an eligible employee must provide
certification of need for leave with a reasonable period after the absence.
To request domestic or sexual violence leave, employees must submit a statement that
the employee or a member of the employee’s family or household is a victim of
domestic or sexual violence and that leave is necessary for a specific qualifying reason.
In addition, CWCKC may require the following supplemental information:
1. Documents from an employee, agent, or volunteer of a victim’s services
organization, member of the clergy, or medical or other professional from
whom the employee or family or household member has sought assistance.
2. A police report or court record.
3. Other corroborating evidence.
This information must be provided to the Executive Director or Chief Operating Officer
within a reasonable time after it is requested by CWCKC. Full cooperation to obtain this
supplemental information is required under this policy.
During leave, employees may be required to provide periodic reports when reasonably
requested about the employee’s status or any change in the employee’s plans to
return to work.
Medical and Other Benefits
An employee taking domestic or sexual violence leave, upon return from leave, is
entitled to be restored to the position of employment held by the employee when the
leave commenced or to an equivalent position.
Taking domestic or sexual violence leave will not result in the loss of any employment
benefit accrued prior to the date on which the leave commenced.
Reasonable Safety Accommodations
Eligible employees are entitled to reasonable safety accommodations to keep
employees safe from actual or threatened domestic or sexual violence, unless it would
impose an undue hardship on CWCKC. Employees seeking a reasonable safety
accommodation may be required by to provide a written statement signed by the

employee or an individual acting on the employee’s behalf, certifying that the
reasonable safety accommodations are for a purpose authorized by VESSA.
Non-Retaliation
Employees who seek good faith leave or reasonable safety accommodations under
this policy will not be retaliated against.

