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Y�¼ Dld ·he Rlgh· Thl�g. N�Ñ Wha·?
You did what you believed was right. You reported 
fraud, exposed discrimination, or objected to an 
unethical practice at your job. But now, things have 
changed. Suddenly, you're being left out of important 
meetings, you've received a surprisingly poor 
performance review, or you have a sinking feeling that 
you're being pushed out of the company.

This is a common and difficult situation, but you are 
not alone. New Jersey has a powerful law specifically 
designed to protect courageous workers who speak up 
against wrongdoing. Understanding your rights under 
this law is the first step toward protecting your career 
and your future.

Lega� P«�·ec·l��
New Jersey law shields 
employees who report 
misconduct from workplace 
retaliation.

S·«��g Rlgh·¯
CEPA is considered one of the 
strongest whistleblower 
protection laws in the United 
States.

He�¨ AÐal�ab�e
Experienced attorneys can 
confidentially evaluate your 
situation and explain your 
options.



Wha· l¯ CEPA? Y�¼« Shle�d Agal�¯· Re·a�la·l��
The Conscientious Employee Protection Act (CEPA) is New Jersey's primary whistleblower protection law. It is 
considered one of the strongest in the nation, designed to shield employees from being punished after they report 
misconduct. Think of CEPA as a legal shield that stands between you and your employer when you do the right thing.

1

Reporting Wrongdoing
This includes any activity you 
reasonably believe is illegal, 
fraudulent, or dangerous to 
public health or safety. Your 
report can be about financial 
fraud, safety violations, 
environmental concerns, or any 
other illegal activity.

2

Refusing to Participate
You are protected if you refuse 
to take part in an action that you 
believe violates a law or public 
policy. For example, if your 
supervisor asks you to falsify 
records or participate in 
discriminatory practices, you 
have the right to say no.

3

Disclosing Misconduct
This protection applies whether 
you report the issue internally to 
a supervisor or HR department, 
or externally to a public body 
such as OSHA, the EEOC, or 
other regulatory agencies.



The "G��d Fal·h" R¼�e: Y�¼ D��'· HaÐe ·� Be 
Rlgh·

Here's something critical to understand: Under CEPA, your 
protection is not based on being right about the wrongdoing. It's 
based on your reasonable belief that something was wrong.

You are protected even if your report turns out to be inaccurate or if 
an investigation doesn't find the exact violation you reported, as 
long as you reported the issue in good faith. This means you had a 
reasonable belief, based on the information available to you at the 
time, that something was wrong.

The law recognizes that employees are not investigators or 
attorneys. You shouldn't be punished for speaking up about a 
genuine concern, even if you don't have all the facts perfectly 
correct. What matters is that you honestly believed there was a 
problem and acted on that belief.

Important Note: The good faith standard protects employees who make honest mistakes but does not 
protect deliberately false or malicious reports. Your concern must be genuine and based on reasonable 
grounds.



Wha· C�¼�·¯ a¯ "Whl¯·�eb��Ñl�g"?
The law protects several specific actions you might take as an employee. If your employer responds negatively to any 
of these protected actions, it may be illegal retaliation. Understanding what qualifies as protected activity is essential 
to recognizing when your rights have been violated.

Internal Reporting
Speaking to your supervisor, HR 
department, or company compliance 
officer about suspected violations or 
dangerous practices.

External Reporting
Filing complaints with government 
agencies such as OSHA, the EEOC, 
the SEC, or environmental protection 
agencies.

Refusing Participation
Declining to participate in activities 
you reasonably believe are illegal, 
fraudulent, or violate public policy.

Protected Employee Action Potential Retaliatory Response

Internal Reporting Being written up, excluded from meetings, or assigned undesirable tasks 
after complaining to HR

External Reporting Being terminated or demoted shortly after filing a report with OSHA or the 
EEOC

Refusal to Participate Facing sudden "performance management" after declining to falsify company 
records

Good Faith Reports Being accused of violating company policy after reporting something you 
reasonably believed was illegal



How to Recognize Retaliation
Retaliation is not always as obvious as being fired. In fact, many employers are sophisticated enough to avoid obvious 
retaliation. Instead, they use a series of smaller actions designed to make your work life difficult and encourage you 
to quit. This is sometimes called "constructive discharge." Learning to recognize both obvious and subtle forms of 
retaliation is crucial to protecting your rights.

Obvious Forms of Retaliation
Wrongful termination - Being fired shortly after 
making a protected disclosure

Demotion or pay cuts - Sudden reduction in job 
responsibilities or compensation without legitimate 
business reasons

Unfavorable schedule changes - Being moved to 
undesirable shifts or locations as punishment

Suspension or forced leave - Being removed from 
work without proper justification

Subtle Signs of Retaliation
Suddenly being left out of meetings, emails, or 
team projects you were previously part of

Receiving an unwarranted poor performance 
review or disciplinary write-up shortly after raising a 
concern

Cold treatment, gossip, or sudden 
micromanagement from a supervisor who was 
previously supportive

Being reassigned to a less desirable role or 
location without a clear business reason

Having your work scrutinized more heavily than 
your colleagues

"The retaliation started small4being left off email chains, then excluded from meetings. Within two months, I 
received my first negative review in ten years. The pattern was unmistakable." 4 Former employee who 
successfully pursued a CEPA claim



C«l·lca� S·e¨¯ ·� P«�·ec· Y�¼«¯e�f
The actions you take right after you suspect retaliation are absolutely critical. Your goal is to create a clear, accurate, 
and contemporaneous record of what is happening. These records can make the difference between a successful 
legal claim and one that fails for lack of evidence.

01

D�c¼�e�· EÐe«×·hl�g I��edla·e�×
Start keeping detailed records the moment you notice 
any negative treatment following your protected activity.

02

SaÐe A�� C���¼�lca·l��¯
Preserve copies of emails, text messages, memos, and 
any formal complaints on a personal device or cloud 
storage.

03

C«ea·e a De·al�ed Tl�e�l�e
Document dates, times, witnesses, and specific details of 
both your whistleblowing activity and subsequent 
retaliatory actions.

04

C���¼�lca·e l� W«l·l�g
Follow up verbal conversations with written summaries 
sent via email to create a paper trail.

Wha· Y�¼« D�c¼�e�·a·l�� Sh�¼�d I�c�¼de
Date and time of your initial report or refusal to participate1.

Who you reported to and what you reported (be specific about 
the wrongdoing)

2.

Dates of any retaliatory actions that followed your protected 
activity

3.

Names of witnesses who observed the retaliation or can 
corroborate your account

4.

Specific examples of changed treatment, with quotes when 
possible

5.

Performance reviews, emails, and other documents from 
before and after your whistleblowing to show the contrast

6.

Pro Tip: Use a personal email account or notebook kept at home to document events. Do not use company 
devices or email systems, as your employer may have access to these records and could delete or alter 
them.



The O�e-Yea« Dead�l�e: D��'· Wal·

1 YEAR
Under New Jersey law, you have only one year from the date of the retaliatory action to file a claim under CEPA in 
court. This is a very short window compared to other legal claims, and missing this deadline means losing your right 
to sue, no matter how strong your case is.

1

Da× 1: P«�·ec·ed Ac·lÐl·×
You report wrongdoing or refuse to 

participate in illegal activity

2

Da×¯/Wee}¯ La·e«: Re·a�la·l�� 
Begl�¯

Negative treatment, poor reviews, or 
termination occurs

3

Wl·hl� Wee}¯: D�c¼�e�· & 
C��¯¼�·

Begin detailed documentation and seek 
confidential legal advice

4

Wl·hl� 1 Yea«: Fl�e C�al�
Your attorney must file your CEPA claim 

before this deadline expires

Wh× ·he Dead�l�e Ma··e«¯
Legal deadlines, called statutes of limitations, are 
strictly enforced by New Jersey courts. Even if you have 
overwhelming evidence of retaliation, if you miss the 
one-year deadline, the court will dismiss your case 
without considering the merits.

Additionally, investigating and building a strong case 
takes time. Waiting until month eleven to contact an 
attorney leaves very little time to gather evidence, 
interview witnesses, and prepare the necessary legal 
filings.

Whe� D�e¯ ·he C��c} S·a«·?
The one-year period typically begins on the date of the 
adverse employment action4such as termination, 
demotion, or significant adverse change in your job 
duties or conditions.

In cases involving ongoing retaliation, determining the 
start date can be complex, which is another reason to 
consult with an experienced employment attorney as 
soon as possible.



Whe� ·� See} He�¨ a�d Wha· ·� EÖ¨ec·
If your gut feeling is that you are being punished for speaking up or are being pushed out of your job, you are 
probably right. Trust your instincts. This is the time to seek confidential legal advice to understand your rights and 
options. An initial consultation is confidential and protected4your employer will not know you have reached out.

C��flde�·la� Ca¯e 
EÐa�¼a·l��
An experienced whistleblower 
attorney will review the facts of 
your situation, assess the 
strength of your claim, and 
explain whether you have 
grounds for a CEPA lawsuit.

P«�·ec·l�� f«�� F¼«·he« 
Re·a�la·l��
Your attorney can take 
immediate steps to help protect 
your job and benefits, including 
sending formal demand letters 
or pursuing injunctive relief if 
necessary.

U�de«¯·a�dl�g Y�¼« 
Re�edle¯
Learn about the powerful 
remedies available under CEPA, 
including reinstatement, back 
pay, compensatory damages, 
and attorney's fees.

Re�edle¯ AÐal�ab�e U�de« CEPA

If you successfully prove that your employer retaliated against you for protected whistleblowing activity, New Jersey 
law provides robust remedies designed to make you whole and punish the employer for their illegal conduct.

Rel�¯·a·e�e�· ·� Y�¼« 
P�¯l·l��
The court can order your 
employer to restore you to 
your former job with the 
same seniority, benefits, 
and working conditions.

Bac} Pa× a�d L�¯· 
Wage¯
Recovery of all wages, 
salary, bonuses, and 
benefits you lost as a result 
of the retaliation.

C��¨e�¯a·�«× 
Da�age¯
Compensation for 
emotional distress, damage 
to your reputation, and 
other harm caused by the 
retaliation.

P¼�l·lÐe Da�age¯
Additional damages 
designed to punish 
particularly egregious 
employer conduct and 
deter future violations.

A··�«�e×'¯ Fee¯ a�d 
C�¯·¯
CEPA requires the employer 
to pay your attorney's fees 
and litigation costs if you 
prevail, making it easier to 
afford experienced legal 
representation.



Ready to Discuss Your Situation?
Our team is always happy to discuss a potential claim with you free of charge. Your submission is completely 
confidential. We understand how difficult and stressful this situation is, and we're here to help you understand your 
rights and options.

Contact Us Today
To speak with a member of our staff, please call our 
office or submit your question via email using our 
confidential contact form. We will have one of our 
experienced employment law attorneys review your 
submission and call you back as soon as possible.

�  (856) 685-7420

Available to discuss your case during business hours

Haddonfield Office 3 Headquarters
9 Tanner Street, Suite 101
Haddonfield, NJ 08033

Phone: (856) 685-7420
Fax: (856) 685-7417

Remember: You did the right thing by speaking up. Now let us help you protect your rights and your future. The 
consultation is confidential, and there is no obligation. Contact us today.


