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ISSUE: 
 
The ability of employers to assess the safety needs of their organizations and establish 
appropriate policies  --  be it to prohibit, limit, monitor or permit weapons in the workplace  --  is 
paramount to the overall success and sustainability of their workforces.  SHRM believes that 
decisions regarding weapons in the workplace should be left to each individual employer.  
 
 
SHRM PROPOSED POSITION : 
 
SHRM believes, and the Occupational Safety and Health Act (OSHA) requires, that employers 
provide safe workplaces for their employees, including safeguards from threats or acts of 
violence.  Further, SHRM believes that a secure workplace, free from threats of violence, not 
only protects the physical, mental and emotional health of employees, but also positively affects 
productivity, morale, absenteeism, turnover, and employee and customer satisfaction.   
 
SHRM supports employers’ freedom to decide how best to create a secure and safe workplace.  
The Society opposes any legislative, regulatory or policy attempts that restrict employers from 
safeguarding their employees.  
 
 
Key Public Policy Principles 
 
SHRM’s public policy position on weapons in the workplace includes the following principles: 
 
• Safe Work Environment  –  Employees are entitled to a safe work environment, and it is the 

responsibility of an employer to establish clearly defined guidelines and policies on safety.  
 
• Employer Flexibility   –  Employers need flexibility to craft policies and procedures that best 

meet the needs and reflect the cultures of their organizations.  This includes the discretion to 
set policies regarding weapons of any nature (firearms, knives, etc.) on company property.   

 
• Employer Management of Organization’s Facilities  –  Employers must retain authority 

over their worksites when it comes to providing a safe environment.  This includes buildings, 
parking lots, storage facilities, company vehicles and other property.  
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• Freedom From Liability and Penalties  –  Civil and criminal liability should not be 

imposed on employers who implement and enforce policies that prohibit weapons in the 
workplace. 

 
• OSHA Compliance  –  Employers should take appropriate steps to comply with OSHA’s 

“general duty” clause.  Employers have a legal and ethical obligation to abate hazards and 
risks in their workplaces that could lead to serious bodily harm or death.   

 
BACKGROUND : 
 
Places of work, like other parts of society, are not immune to violence.  Unfortunately, a major 
trend in workplace violence involves gun-related incidents, where an employee has brought a 
weapon to a worksite and has either injured or killed a fellow worker.  According to the U.S. 
Bureau of Labor Statistics, 417 of the 516 homicides committed in U.S. workplaces in 2006 were 
the result of shootings.  Homicides involving guns are the fourth-leading cause of occupational 
deaths in the United States.  
 
Through OSHA, the Congress mandated that employers provide a workplace “free from 
recognized hazards that are causing or are likely to cause death or serious physical harm.”  Many 
organizations follow OSHA’s guidelines, which recommend that employers “…eliminate or 
reduce worker exposure to conditions that lead to death or injury from violence by implementing 
effective security devices and administrative work practices, among other control measures.”  
HR professionals help mitigate the risks of workplace violence by establishing security plans, 
safety training, and zero-tolerance policies.  In fact, according to the 2006 SHRM Weapons in the 
Workplace Survey Report, 98 percent of respondents believe employers should be allowed to 
restrict weapons in the workplace. 
 

In the past few years, however, employers’ ability to determine their own safety policies 
regarding weapons has come under attack in a number of states.  Oklahoma was the first state to 
enact a law prohibiting employers from restricting employees from bringing weapons onto 
company property.  Although a federal court recently found the Oklahoma law to be in conflict 
with and preempted by the OSHA “general duty” clause, four other states have passed similar 
laws that remain in effect.  In addition, proponents for restricting employers’ rights to determine 
their own workplace safety policies are expected to intensify their efforts in 2008 and beyond. 
 
 
 


