This model program is intended for general information purposes only.  It should not be construed as legal advice or legal opinion regarding any specific or factual situation.  Always follow your organization’s policies and procedures as presented by your manager or supervisor.  
[bookmark: _GoBack]Domestic Violence
This model policy is taken directly from the State’s model policy.
Fire departments or Districts must either adopt this policy or submit
their policy to the NJ Civil Service Commission for approval

Purpose
The purpose of the State of New Jersey Domestic Violence Policy for Public Employers (herein "policy") is to set forth a uniform domestic violence policy for all public employers to adopt in accordance with N.J.S.A. 11A:2-6a. The purpose of this policy is also to encourage employees who are victims of domestic violence, and those impacted by domestic violence, to seek assistance from their human resources officers and provide a standard for human resources officers to follow when responding to employees. 
Fire company/department may modify this policy, to create additional protocols to protect victims of domestic violence but may not modify it in a way that reduces or compromises the safeguards and processes set out in this policy. 
The provisions of this policy are intended to be implemented by the Civil Service Commission. Any questions concerning the interpretation or implementation of this policy shall be addressed to the Chair/Chief Executive Officer of the Civil Service Commission, or their designee. The New Jersey Civil Service Commission may review this policy periodically and as needed.
All employees of fire company/department are covered under this policy, including full and part time employees, casual/seasonal employees, interns, volunteers and temporary employees at any workplace location. 
WHO will be responsible for updating this policy at least annually to reflect circumstances changes in the organization.  
WHO will be responsible for monitoring The Civil Service Commission and the Division of Local Government Services in the Department of Community Affairs for modifications thereto, to public employers. 
WHO will be responsible for distributing this policy to career firefighters, per-diem firefighters, volunteer firefighters, and other employees identified above.
Fire company/department will follow all applicable laws, guidelines, standard operating procedures, internal affairs policies, and New Jersey Attorney General Directives and guidelines that impose a duty to report. Additionally, to the extent that the procedures set forth in this policy conflict with collective negotiated agreements or with the Family Educational Rights and Privacy Act (FERPA), the provisions of the negotiated agreements and the provisions of FERPA control.
Definitions
Domestic Violence - Acts or threatened acts, that are used by a perpetrator to gain power and control over a current or former spouse, family member, household member, intimate partner, someone the perpetrator dated, or person with whom the perpetrator shares a child in common or anticipates having a child in common if one of the parties is pregnant. Domestic violence includes, but is not limited to the following: physical violence; injury; intimidation; sexual violence or abuse; emotional and/or psychological intimidation; verbal abuse; threats; harassment; cyber harassment; stalking; economic abuse or control; damaging property to intimidate or attempt to control the behavior of a person in a relationship with the perpetrator; strangulation; or abuse of animals or pets.
Abuser/Perpetrator - An individual who commits or threatens to commit an act of domestic violence, including unwarranted violence against individuals and animals. Other abusive behaviors and forms of violence can include the following: bullying, humiliating, isolating, intimidating, harassing, stalking, or threatening the victim, disturbing someone's peace, or destroying someone's property.
Human Resources Officer (HRO) –An employee of a public employer with a human resources job title, or its equivalent, who is responsible for orienting, training, counseling, and appraising staff. Persons designated by the employer as the primary or secondary contact to assist employees in reporting domestic violence incidents.
Intimate Partner - Partners of any sexual orientation or preference who have been legally married or formerly married to one another, have a child or children in common, or anticipate having a child in common if one party is pregnant. Intimate partner also includes those who live together or have lived together, as well as persons who are dating or have dated in the past.
Temporary Restraining Order (TRO) -A civil court order issued by a judge to protect the life, health or well-being of a victim. TROs can prohibit domestic violence offenders from having contact with victims, either in person or through any means of communication, including third parties. TROs also can prohibit offenders from a victim's home and workplace. A violation of a TRO may be a criminal offense. A TRO will last approximately 1O business days, or until a court holds a hearing to determine if a Final Restraining Order (FRO) is needed. In New Jersey, there is no expiration of a FRO.
Victim - A person who is 18 years of age or older or who is an emancipated minor and who has been subjected to domestic violence by a spouse, former spouse, or any other person who is a present household member or was at any time a household member. A victim of domestic violence is also any person, regardless of age, who has been subjected to domestic violence by one of the following actors: a person with whom the victim has a child in common; a person with whom the victim anticipates having a child in common, if one of the parties is pregnant; and a person with whom the victim has had a dating relationship.
Workplace-Related Incidents- Incidents of domestic violence, sexual violence, dating violence, and stalking, including acts, attempted acts, or threatened acts by or against employees, the families of employees, and/or their property, that imperil the safety, well-being, or productivity of any person associated with a public employee in the State of New Jersey, regardless of whether the act occurred in or outside the organization's physical workplace. An employee is considered to be in the workplace while in or using the resources of the employer. This includes, but is not limited to, facilities, work sites, equipment, vehicles, or while on work-related travel.
Responsibilities of Human Resource Officer (HRO)
The fire company/department hereby designates the following employees as the Primary HRO and Secondary HRO, to assist employees who are victims of domestic violence.  
Primary HRO: Insert Name / Title and contact information
Secondary HRO: Insert Name / Title and contact information
The designated Primary and Secondary HRO shall receive training on responding to and assisting employees who are domestic violence victims in accordance with this policy.
Administrators and officers are often aware of circumstances involving an employee who is experiencing domestic violence. Administrators and Officers are required to refer any employee who is experiencing domestic violence or who report witnessing domestic violence to the designated HRO. Administrators and Officers must maintain confidentiality, to the extent possible, and be sensitive, compassionate, and respectful to the needs of persons who are victims of domestic violence. 
The name and contact information of the designated HRO will be provided to all employees HOW.
This policy does not supersede applicable laws, guidelines, standard operating procedures, internal affairs policies, or New Jersey Attorney General Directives and guidelines that impose a duty to report. For example, if there is any indication a child may also be a victim, reporting is mandatory to the Department of Children and Families, Child Protection and Permanency, under N.J.S.A. 9:6-8.13.
[bookmark: _Toc24463965]DOMESTIC VIOLENCE REPORTING PROCEDURES 
Employees who are victims of domestic violence are encouraged to seek immediate assistance from their HRO. 
Employees who have information about or witness an act of domestic violence against an employee, are encouraged to report that information to the designated HRO, unless the employee is required to report the domestic violence pursuant to applicable laws, guidelines, standard operating procedures, internal affairs policies, or New Jersey Attorney General directives and guidelines that impose a duty to report, in which case the employee must so report to the appropriate authority in addition to reporting to the designated HRO. 
Nothing in this policy shall preclude an employee from contacting 911 in emergency situations. Indeed, HROs shall remind employees to contact 911 if they feel they are in immediate danger.
Each designated HRO shall:
Immediately respond to an employee upon request and provide a safe and confidential location to allow the employee to discuss the circumstances surrounding the domestic violence incident and the request for assistance.
Determine whether there is an imminent and emergent need to contact 911 and/or local law enforcement.
Provide the employee with resource information and a confidential telephone line to make necessary calls for services for emergent intervention and supportive services, when appropriate. The HRO or the employee can contact the appropriate Employee Assistance Program to assist with securing resources and confidential services.
Confidential telephone line: insert telephone number
Refer the employee to the provisions and protections of The New Jersey Security and Financial Empowerment Act, N.J.S.A. 34:11C-1 et seq. (NJ SAFE Act), referenced under Section VIII of this policy.
In cases where domestic violence involved a sexual touching or sexual assault between state employees, the HRO is also required to report the incident to their agency's EEO Officer or Title IX Officer, insert name and contact information.
If there is a report of sexual assault or abuse, the victim should be offered the services of the Sexual Assault Response Team, insert contact information
Maintain the confidentiality of the employee and all parties involved, to the extent practical and appropriate under the circumstances, pursuant to this policy. (See Section VI).
Upon the employee's consent, the employee may provide the HRO with copies of any TROs, FROs, and/or civil restraint agreements that pertain to restraints in the work place and ensure that security personnel are aware of the names of individuals who are prohibited from appearing at the work location while the employee who sought the restraining order is present. 
All copies of TROs and FROs shall be maintained in a separate confidential personnel file.
Confidentiality Policy
In responding to reports of domestic violence, the HRO shall seek to maintain confidentiality to protect an employee making a report of, witnessing, or experiencing domestic violence, to the extent practical and appropriate under the circumstances and allowed by law. Thus, this policy does not supersede applicable laws, guidelines, standard operating procedures, internal affairs policies, or New Jersey Attorney General Directives and guidelines that impose a duty to report.
This confidentiality policy shall not prevent disclosure where to do so would result in physical harm to any person or jeopardize safety within the workplace. 
When information must be disclosed to protect the safety of individuals in the workplace, the HRO shall limit the breadth and content of such disclosure to information reasonably necessary to protect the safety of the disclosing employee and others and comply with the law. The HRO shall provide advance notice to the employee who disclosed information, to the extent possible, if the disclosure must be shared with other parties in order to maintain safety in the workplace or elsewhere. The HRO shall also provide the employee with the name and title of the person to whom they intend to provide the employee's statement and shall explain the necessity and purpose regarding the disclosure. For example, if the substance of the disclosure presents a threat to employees, then law enforcement will be alerted immediately.
This policy does not supersede applicable laws, guidelines, standard operating procedures, internal affairs policies, or New Jersey Attorney General Directives and guidelines where mandatory reporting is required by the appointing authority or a specific class of employees.
To ensure confidentiality and accuracy of information, this policy requires the HRO to keep all documents and reports of domestic violence in confidential personnel file separate from the employee's other personnel records. These records shall be considered personnel records and shall not be government records available for public access under the Open Public Records Act. See N.J.S.A. 47:1A-10.
[bookmark: _Toc24463968]The New Jersey Security and Financial Empowerment Act
The New Jersey Security and Financial Empowerment Act, N.J.S.A. 34:11C-1, et seq. (NJ SAFE Act), is a law that provides employment protection for victims of domestic or sexual violence. The full text of the New Jersey SAFE Act can be reviewed at https://www.njleg.state.nj.us/2012/Bills/PL13/82_.HTM .
The NJ SAFE Act allows a maximum of 20 days of unpaid leave in one 12-month period, to be used within 12 months following any act of domestic or sexual violence. To be eligible, the employee must have worked at least 1,000 hours during the 12-month period immediately before the act of domestic or sexual violence. Further, the employee must have worked for an employer in the State that employs 25 or more employees for each working day during 20 or more calendar weeks in the current or immediately preceding calendar year. This leave can be taken intermittently in days, but not hours.
Leave under the NJ SAFE Act may be taken by an employee who is a victim of domestic violence, as that term is defined in N.J.S.A. 2C:25-19 and N.J.S.A. 30:4-27.6, respectively. Leave may also be taken by an employee whose child, parent, spouse, domestic partner, civil union partner, or other relationships as defined in applicable statutes is a victim of domestic or sexual violence.
Leave under the NJ SAFE Act may be taken for the purpose of engaging in any of the following activities, for themselves, or a child, parent, spouse, domestic partner, or civil union partner, as they relate to an incident of domestic or sexual violence:
· Seeking medical attention;
· Obtaining services from a victim services organization;
· Obtaining psychological or other counseling;
· Participating in safety planning, temporarily or permanently relocating, or taking other actions to increase safety;
· Seeking legal assistance or remedies to ensure health and safety of the victim; or
· Attending, participating in, or preparing for a criminal or civil court proceeding relating to an incident of domestic or sexual violence.
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Public employer domestic violence action plan
[bookmark: _Toc388174640][bookmark: _Toc388253997][bookmark: _Toc512761253]Fire company/department has developed the following action plan to identify, respond to, and correct employee performance issues that are caused by domestic violence, pursuant to N.J.S.A. 11A:2-6a,and in accordance with the following guidelines:
Recognize that an employee may need an accommodation as the employee may experience temporary difficulty fulfilling job responsibilities.
Provide reasonable accommodations to ensure the employee's safety. Reasonable accommodations may include, but are not limited to, the following: implementation of safety measures; transfer or reassignment; modified work schedule; change in work telephone number or work-station location; assistance in documenting the violence occurring in the workplace; an implemented safety procedure, or other accommodation approved by the employer.
Advise the employee of information concerning the NJ SAFE Act; Family and Medical Leave Act (FMLA); or Family Leave Act (FLA); Temporary Disability Insurance (TOI); or Americans with Disabilities Act (ADA); or other reasonable flexible leave options when an employee, or his or her child, parent, spouse, domestic partner, civil union partner, or other relationships as defined in applicable statutes is a victim of domestic violence.
Commit to adherence to the provisions of the NJ SAFE Act, including that the employer will not retaliate against, terminate, or discipline any employee for reporting information about incidents of domestic violence, as defined in this policy, if the victim provides notice to their Human Resources Office of the status or if the Human Resources Office has reason to believe an employee is a victim of domestic violence.
Advise any employee, who believes he or she has been subjected to adverse action as a result of making a report pursuant to this policy, of the civil right of action under the NJ SAFE ACT. And advise any employee to contact their designated Labor Relations Officer, Conscientious Employees Protection Act (CEPA) Officer and/or Equal Employment Opportunity Officer in the event they believe the adverse action is a violation of their collective bargaining agreement, the Conscientious Employees Protection Act or the New Jersey Law Against Discrimination and corresponding policies.
Employers, their designated HRO, and employees should familiarize themselves with this policy. This policy shall be provided to all employees upon execution and to all new employees upon hiring. Information and resources about domestic violence are encouraged to be placed in visible areas, such as restrooms, cafeterias, breakrooms, and where other resource information is located.
[bookmark: _Toc24463970]Resources
This policy provides an Appendix listing resources and program information readily available to assist victims of domestic violence. These resources will be provided by the designated HRO to any victim of domestic violence at the time of reporting. 
New Jersey Civil Service Domestic Policy website
https://www.nj.gov/csc/authorities/domestic_violence.html 
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‘The NJ SAFE Act also prohibits an employer from discharging, harassing or otherwise
discriminating orretalatig of threatening to discharge, harass of Otherwise discriminate
‘against an employee with espect to the compensation, terms, condiions or privieges of
‘employment on the basis that the employee took or requesied any leave that the
employee was entled to under the NJ SAFE Act,or on the basis that the employee.
refused to authorize the release of information deemed confidential under the NJ SAFE
Act.

“To obtain reif for a violaton of the NJ SAFE Act, an aggrieved person must fle a
private cause of action in the Superior Courtwithin one year of the date of the alleged
Viokation.

ov/abor)
283 (313)

Ill. RESOURCES

The Department of Children and Families Office of Domestic Viclence Services (ODVS) funds
23 domestic violence rograms and the New Jesey Coliton o End Domestc Viclence. There
5 atleast one DCF-funded domesti violence program in each of New Jersey’ 21 counties.
The Office of Domestic Violence Services finds domesic violence services that serve the needs
of victims i every county. Servicesfor survivors, victms, and ther familes include emergency
helers, 24-hour hotines,counsling, children’s sevices, nd fnancia, housing and legal
advocacy.

‘The Office of the Prevention of Violence Against Women funds services that serve the needs
of séxual assault victims and sexual violence prevention programs in every counfy. Services
include a 24-hour hotline, crisis counseling. accompaniments by a confidential sexual violence

advocate, nd fnancia, housing and legal adocacy.

‘Through displaced homemaker programs,the Office of Support, Emplovment, and Training
elps individuals gain or upgrade their skills for today’s work force and become economically
self suffcient. Individuals can attend short term educational o training programs.

DOW Services
« Funds, monitors, and evaluates programs fo the advancement of women
Develops new programs fo serve women
‘Refers women to direct service providers
‘Provides information on women'’s issue to the public
‘Provides techmical assistance 1o agencies representing women
‘Represents women on boards, commissions, councils, committees, and ask forces and
‘provides input and recommendations on issues pertaining fo the Division's Mission

‘The Family and Community Partnerships/Division on Women
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‘Community Program Directory
hitps:/vwww.ni govidef families dfcp/DFCPDirectory.pdf

“This FCRIDOW Community Program Directory represents an ongaing comitment by DCF to
increase access (0 resources that are designed to strengthen families, prevent chid abuse or
neglect, and empower sunvivors of domesiic and sexual violence. The services identiied in his
Directory are funded by DCF's Family and Community Parinerships, a grant-making and best
practces team commitied o strengthening New Jersey's families. The directory receives
continuous updates oniine as addional resources forfamiies become available or as changes

Other Programs in New Jersey through the Division on Women Office of
Domestic Violence Service:
To find domestic violence resoutces by couty, clck on the elated link to view DECP/DOW's
‘Community Program Disectory.

For more iformation, contact DOW at DOW e state s o at 609-588.7164.
v o covdefwomen/donesil

Legal Services

‘Legal Services of New Jersey and Central Jersey Legal Services
‘New Jersey Legal Services assists victims who cannot afford legal advice and/or representation.
‘Assistance includes referal, advice, brief assistance, preparation of a leter o routine legal
document, extended representation, and technical assistance. The program also offers training to
domesti violence legal advocates, programs, attormeys and ofhers.

Legal Services of New Jersey Domestc Viclence Representation Project
(853) LSNILAW (388) 5765529

Central Jersey Legal Services (908) 3544340

Website: wwrw L SNILawHotline ore

Culturally Specific Services
Bolo Behen (Speals Sister)

‘Bolo Behen works with different faih-based leaders throughout Hudson County, collaborating.
with leaders of temples, mosques, slamic centers, Gurudwaras, and more. Bolo Behen
Saclittes groups called Community Chai where women can come and express their problems
and concerns openly, comfortably, and without ear. People Listen to each other’ story and offer
Support. Services are based on 2 holstc approach that addresses the large range of client needs.
‘Using culturally and linguistically appropriate methods, Bolo Behen bulds trst with clents and
creates an envizonment where South Asian women feel safe,respected, and understood.

2477 Bilingual Hotlne: (201) 795-5757
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Project S AR AH (Stop Abusive Relationships at Home)

Project S.A RA H.is a program that works to overcome cultural, legal, and religious barriers
confroniing victims of domestic violence and sexual abuse. Project S AR A H. operates within
an environment that i sensifive fo a victim's culfural and religious needs, serving as @ bridse
‘between abuse victims i the Orthodox community and support systems and resources. Project
SAR A works closely with abbis and rebbetzins, allah teachers and mikvah attendants,
‘camp directors and school administators, parents, and the general public to keep the community
safe for everyone. The program provides theraperic interventions that enable victims to process
the often unspeakable trauma they experienced and restore them toward fully functional and
‘productive lves. Project S.A R A H_comnects victims and survivors with a broad array of
services, including pro bono legal consultation, evaluations, individual and group therapy.
‘psychiatric services, s well as emotional, financial and vocational support.

Confidential Hotline: (973) T77-7633.

Special Initiatives
‘Address Confidentiality Program.

‘The New Jersey Address Confidentiality Program (ACE) assists individuals who, 25  result of
domestic violence, have relocated for their safety. This program limits the access to personal
information that would reveal the new location of an ACP participant ACP provides eligible
‘victims of domestic violence with a subsifute address that has 1o connection t their actual
Iocation. This substitute mailing address may be used when creating a new record with state or
Iocal government agencies.

New Jersey Address Confidentiality Program (ACP) Hotline 1 (877) 2189133 Toll Free-
Non Emergency

The New Jersey Address Confidentiality Program Hotline provides services including — but not
limited to— access to domestic violence information and referal services, ncluding application
‘procedures, and advocacy.

State of New Jersey
‘Department of Law and Public Safety

Offce of the Attornev General

NJ State Police Victim Services Unit:

‘The Victim Services Unit will coordinate with State, County, and Municipal agencies to develop
and implement domestic violence and sexual violence training progams, and continue to
effectively work with road troopers to enhance fraining on the proper handling of these fypes of

hitps/foww njep.org/division/operations/domesti-violence-nfo shiml

Domestic Violence Policy Appendix Page




image1.png
STATE OF NEW JERSEY
DOMESTIC VIOLENCE POLICY FOR PUBLIC EMPLOYERS

APPENDIX

I, RESOURCES AND ADVOCACY INFORMATION
‘Statewide Domestic Violence Hotline 1-800-572-SAFE (7233).

Guide to Services for Victims of Domestic Violence

NJ Division on Women
Department of Chidren and Faiies.
50 East State Street

PO Box729

Trenton, NJ 08625.0720

Phone: (609) 888.7164.

‘Web: htps:/www.nj.govidctiwomen/

New Jersey Coalition to End Domestic Violence.

1670 Whitehorse-Hamilton Square Road « Trenton, New Jersey 08590-3541
24HR Helpline: 800-572-7233 DV Legal Helpline: 844-403-2111 / VP: 609-434-3838
info@njcedvorg  Training Institute hitos:/www niced oral

The New Jersey Coalttion to End Domestic Violence (NJCEDV) i astatewide coalion of domestic
violence senvice programs and concered individuals whose purpose and mission i t end domestic
violence in New Jersey. NICEDV performs fs work through advocacy for sunivors of domestic
violence;collaboration with statz agencies and ts member programs; education and traning; and
technical assstance for s members and the communty.

Futures Without Violence

FUTURES has been providing groundbreaking programs, policies, and campaigns that
‘empower individuals and organizations working to end violence against women and
children around the worid. - hips:/iwww futureswithoutviolence org!

‘Washington, DC Office
1320197 SLNW
‘Suite 401
‘Washington, D.C. 20036
Phone: (202) 5957382
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Fax (202) 499-6757
. LAWS PROTECTING VICTIMS OF DOMESTIC VIOLENCE

‘The State of New Jersey Policy on Discrimination in the Workplace. Under tis poiicy,
forms of employment discrimination or harassment based upon the folowing protected
categories are prohibited and will not be tolerated: race, creed, color national origin, nationaity,
ancestry, age, sexigender (including pregnancy), marial status, civl union status, domestic
partnership status, familial status, religion, affectional o sexual orientation, gender identity or
‘expression, atypical hereditary cellular o biood rait, genetic information, Fabilty for service in
the Armed Forces of the United States, or disabilty.

ifosiwww stae i us/csc/aboutvisions/eeofiaws himl

‘The New Jersey Law Against Discrimination (N.J.S.A. 105-12) (LAD) makes it unlawiul o
subject people to differenial reatment based on race, creed, color, national orgin, nationalfy,
ancestry, age, sex (including pregnancy), familal tatus, marial status, domestic partnership or
civ union status, affectionalor sexual oientation, gender identity or expression, atypical
hereditary cellularor biood trait, genetic information, abilty for miltary senvice, and mental or
physical disabiity, perceived disabilty, and AIDS and HIV status. The LAD pronibts unlawful
discrimination in employment, housing, piaces of public accommodaton, eredit and business.
contracts. Not al ofthe foregoing prohibited bases for discrimination are protected inall of these
areas of activiy. For example, famialstatus i only protected with respect to housing. The
Division has promuigated regulatons that expian that a place of pubic accommodation must
make reasonable modifcatons to s policies, practces of procedures 1o ensure that people with
disabilties have access to pubic places. The regulations also explain that under the LAD, these
reasonable accommodations may include actions such as providing auxiliary aides and making
physical changes to ensure paths of travel

“The Application of Title Vil and the ADA to Applicants or Employees Who Experience
Domestic or Dating Violence, Sexual Assaut,or Stalking: Questions and Answers

hitps i seoc qowlieeoripublicationsiga_domestic violence cim

New Jersey SAFE Act

“The New Jersey Security and Financial Empowerment Act (NJ SAFE Act), P.L 2013, ¢82,
provides that certain employees are eligbie to receive an unpaid leave of absence, fo a period
ot to exceed 20 days in 2 12-month period, o addess circumstances resuling from domestc
viokence or a sexually viokent offense. To be eligibe, the employee must have worked at least
1,000 hours during the immediately preceding 12-month period. Further, the employee must
have worked for an employer i the State that employs 25 or more employees for each working
day during each of 20 or more calendar workweeks n the then-current or immediately preceding
calendar year.
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Leave under the NJ SAFE Act may be taken by an employee who is a victim of domestic
viokence, as thatterm s defined i .J.S.A. 2C:25-18, 0r a victm of a sexually violent offense,
as that term s defined in N.J.S.A. 30:4-27.6. Leave may also be taken by an employee whose.
child, parent, spouse, domestic partner, o civil union partner is  victm of domestic vioence o
a sexually vilent offense.

Leave under the IJ SAFE Act may be taken for the purpose of engaging in any of the folowing
actvities as they relate to an incident of domestic viokence or a sexually vioke offr

(1) Seeking medical attenton for, or ecovering from, physical o psychological njures.
‘cased by domestc or sexual vickence to the employes o the employee’s child, parent,
‘Spouse, domestic partner o civil union partner

(2) Obtaining services rom a victim services organization for the employee of the
‘employes's chid, parent, spouse, domestc partner, or cv union partner.

(3) Obtaining psychological or other counseling for the employee or the employee's chid,
parent, spouse, domestic parner or civi union pariner

(4) Participating i safety planning, temporarily or permanenty relocating, or taking other
actions to ncrease the safety from future domestic viokence or sexual violence of to
ensure the economic securiy of the employee or the employee's chid, parent, spouse,
‘domestic partner of civi union partner

(5) Sesking legal assistance or remedies to ensure the health and safety of the employes or
the employee's chid, parent, spouse, domestc pariner, of i union partner, including
preparing fo or partcipating in any cvilor criminal legal proceeding related to or derived
from domestic vioknce or sexual vioknce; or

(6) Attending, partcpating in o preparing for @ criminal or civicourtproceeding
relating to an incident of domestic or sexual viokence of which the employee or he.
‘employes's chid, parent, spouse, domestc pariner, or vl union pariner, was a
victm.

Leave under the IJ SAFE Act must be used i the 12-month period immediately
following an instance of domesti violence of a sexually viokent offense. The unpaid
leave may be taken intermitenty in ntervals o no less than one day. The unpaid eave.
shall run concurentl with any paid vacation leave, personal leave, or medical or sick
Ieave that the employee elects to use or which the employer requires the employee to
use during any part of the 20-day period of unpaid leave. If the employee requests leave.
for a reason covered by both the N SAFE Act and the Family Leave Act N.JS.A.
34:41B.1 et seq., orthe federal Famiy and Medical Leave Act, 20 U S.C. 2601 et seq,
the leave shallcount simutaneously against the employee's eniidement under each
respective law.

Employees elighie to ake leave under the 1LJ SAFE Act must, f the necessiy forthe eave is
foresseable, provide the employer with writen notice of the need for the leave. The empioyee
‘must provide the employer with writen nofce as far in advance as reasonable and practicalle
under the Circumstances. The employer has the right to equire the employee to provide the.
‘employer with documentation of the domesfic viokence or sexually viokent oflense that is the
asis for the leave. The employer must retain any documentation provided to i this manner in
the strctest confdentialty, uness the disclosure is voluntarily authorized n writing by the.
employee or is authorized by a federal o State kaw, ruk o reguiaton.
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