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On January 22, 2014, New Jersey Governor Chris Christie signed into law Senate Bill No. 2995, 
which, effective immediately, prohibits in New Jersey discrimination based on pregnancy-related 
conditions and requires New Jersey employers to provide reasonable accommodation for 
pregnant women.1 Senate Bill No. 2995 amends the New Jersey Law Against Discrimination 
(NJLAD), which is the nation’s oldest multi-purpose antidiscrimination law. 
 
Pregnancy Discrimination Now Expressly Prohibited 
 
Under the new law, employers, unions, and other businesses are now expressly prohibited from 
discriminating against a woman because of her pregnancy.2 “Pregnancy” means pregnancy, 
childbirth, or medical conditions related to pregnancy or childbirth, including recovery from 
childbirth. 
 
In particular, an employer: 
 

1. Must not treat a female employee that the employer knows, or should know, is affected 
by pregnancy in a manner less favorable than the treatment of other employees not 
affected by pregnancy but similar in their ability or inability to work. 
 

2. Must make available to a female employee affected by pregnancy reasonable 
accommodation in the workplace for needs related to the pregnancy when the 
employee, based on the advice of her physician, requests the accommodation, unless 
the employer can demonstrate that providing the accommodation would be an undue 
hardship on the business operations of the employer. 
 

3. Must not penalize a female employee affected by pregnancy in terms, conditions, or 
privileges of employment for requesting or using an accommodation. 

                                                
1 The text of Senate Bill No. 2995 seems to suggest that the new law also bars reprisals against 
employees for requesting certain information from any current or former employees. Actually, the reprisal 
provision was enacted into law in August 2013 and is discussed in the Pro Bono Partnership’s article New 
Jersey Employers May Not Retaliate Against Employees Who Request Certain Information from 
Coworkers.  
 
2 In addition, pregnancy-related discrimination is prohibited by the federal Pregnancy Discrimination Act of 
1978, which amended the Civil Rights Act of 1964.  
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Reasonable accommodation might include, but is not limited to, one or more of the following: 
bathroom breaks; breaks for increased water intake; periodic rest; assistance with manual labor; 
job restructuring or modified work schedules; and/or temporary transfers to less strenuous or 
hazardous work. Workplace accommodation and paid or unpaid leave provided to a female 
employee affected by pregnancy shall not be provided in a manner less favorable than 
accommodation or leave provided to other employees not affected by pregnancy but similar in 
their ability or inability to work. The new law does not increase or decrease any employee’s 
rights under law to paid or unpaid leave in connection with pregnancy. 
 
In determining whether an accommodation would impose undue hardship on the operation of an 
employer’s business, the factors to be considered include: 
 

• The overall size of the employer’s business with respect to the number of employees, 
number and type of facilities, and size of budget; 
 

• The type of the employer’s operations, including the composition and structure of the 
employer’s workforce; 
 

• The nature and cost of the accommodation needed, taking into consideration the 
availability of tax credits, tax deductions, and outside funding; and 
 

• The extent to which the accommodation would involve waiver of an essential 
requirement of a job as opposed to a tangential or nonbusiness necessity requirement. 

 
NJLAD Prohibits Discrimination Against Other Protected Classes 
 
As a reminder, the NJLAD also prohibits employment discrimination based on affectional or 
sexual orientation; age; ancestry; atypical hereditary cellular or blood trait; color; creed; civil 
union, domestic partner, or marital status; disability; gender identity or expression; genetic 
information or the refusal to submit to a genetic test or make available the results of a genetic 
test to an employer; liability for service in the Armed Forces of the United States; nationality; 
national origin; race; or sex. 
 
Questions 
 
If you have questions about this new law or the New Jersey Law Against Discrimination, please 
contact Christine Michelle Duffy, Esq., in our Parsippany office, at cduffy@probonopartner.org 
or (973) 240-6955 x303. 
 
 
This document is provided as a general informational service to volunteers, clients, and friends of Pro 
Bono Partnership. It should not be construed as, and does not constitute, legal advice on any specific 
matter, nor does distribution of this document create an attorney-client relationship. 
 
IRS Circular 230 Disclosure: To ensure compliance with requirements imposed by the IRS, we inform you 
that any tax advice contained in this communication (including any attachments) is not intended or written 
to be used, and cannot be used, for the purpose of: (i) avoiding penalties under the Internal Revenue 
Code or any other U.S. federal tax law; or (ii) promoting, marketing, or recommending to another party 
any transaction or matter addressed herein. 
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