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New Jersey Implements Steep Sanctions for Wage 

Payment Violations 

On Aug. 6, 2019, New Jersey Acting Gov. Sheila Oliver signed a new “wage theft” law that expands the 

fines, penalties, and damages to be imposed for violations of the state’s wage payment law for an extended 

six-year statute of limitations period. The law takes effect immediately.  

Civil and Criminal Penalties  

Under the new law, violators are required to pay the wages owed to the employee and liquidated damages 

equal to 200% of the wages owed. Liquidated damages are not required, however, for a first violation if 

the employer can show that (a) the violation was an inadvertent error made in good faith, (b) the 

employer had reasonable grounds for believing that the act was not a violation, and (c) the employer 

acknowledges the violation and pays the wages owed within 30 days of the notice of violation. In addition 

to the possible liquidated damages, there are also fines of $500 and 20% of the owed wages for a first 

offense. Fines increase to $1,000 and 20% of the owed wages for each subsequent offense. Additional 

administrative penalties up to $250 for a first violation and $500 for each subsequent violation can also 

be assessed by the New Jersey Department of Labor and Workforce Development.  

On top of the employer’s civil fines, penalties, and damages, the law also provides for criminal penalties. 

Any corporate officer or employee responsible for the wage payment violation commits a disorderly 

persons offense. A first violation comes with a fine of $500 to $1,000 or jail time of 10 to 90 days, or both 

a fine and jail. For subsequent violations, the fines range from $1,000 to $2,000 and jail time ranges from 
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10 to 100 days, and a fine and jail time can both be imposed. And, employers who violate the bill three or 

more times are guilty of a new third-degree crime of “pattern of wage nonpayment.”  

Employers are also subject to a wage payment audit as an alternative to, or in addition to, any of these 

other sanctions. If an audit reveals additional violations, the employer and corporate employees may be 

subject to additional fines, penalties, damages, and jail time, as well as additional audits. Ultimately, the 

New Jersey Department of Labor and Workforce Development may issue a stop work order or 

permanently revoke the employer’s operating licenses for repeated violations.  

Additional Retaliation Protection  

The new law also addresses retaliation against an employee who files a wage payment complaint. The law 

will presume that retaliation has occurred if an adverse action is taken within 90 days of the filing of a 

wage complaint. Retaliation against an employee who files a wage payment complaint also subjects 

corporate employers to a disorderly persons offense and employer fines in the range of $100 to $1,000 

plus payment of wages lost as a result of the retaliation and liquidated damages of 200% of the wages lost. 

In addition, if an employee is discharged in retaliation for filing a wage payment complaint, the employer 

is “required” to offer reinstatement, unless prohibited by law, along with all lost wages as a result of that 

discharge.  

Expansive Application of New Law 

The law is not limited to failure to pay wages. It also includes failure to pay compensation and benefits, 

which include health benefits, pensions, medical treatment, disability benefits, and workers’ 

compensation. And, an employer’s failure to provide sufficient employee records in response to an 

employee’s wage claim results in a rebuttable presumption that the employee worked for the employer for 

the period of time asserted and for the amount of wages alleged in the employee’s claim.  

The law imposes joint and several liability on both an employer and a labor contractor providing workers 

to the employer. This liability cannot be waived or contractually shifted from the employer to the labor 

contractor.  

Violations and names of violating employers will be made public on a website, according to the law. 

Employers are also required to provide new hires and employees with a written copy of a statement of 

their rights under New Jersey’s wage-and-hour laws and an explanation of how to file a claim or take 

other action in the event of an alleged violation. 

Takeaways for Employers 

Employers should ensure that all employee benefits, payroll, human resources, and accounting 

departments are updated as to this new law and the penalties it imposes (including possible individual 

criminal liability). Employers should also implement processes to monitor wage payments and quickly 

correct any inadvertent errors. Once notified of an error or complaint regarding employee wages, 

compensation or benefits, employers need to investigate promptly and coordinate with legal counsel to 

ensure compliance with the law.  

 

 



 
 
 

© 2019 Greenberg Traurig, LLP  www.gtlaw.com | 3 

Authors 

This GT Alert was prepared by Kristine J. Feher, Wendy Johnson Lario, and Courteney Lario 

Caine. Questions about this information can be directed to: 

• Kristine J. Feher | +1 973.443.3273 | feherk@gtlaw.com  

• Wendy Johnson Lario | +1 973.443.3274 | lariow@gtlaw.com  

• Courteney Lario Caine | +1 973.443.3267 | cainec@gtlaw.com  

• Or your Greenberg Traurig attorney 

 

Albany. Amsterdam. Atlanta. Austin. Boca Raton. Boston. Chicago. Dallas. Delaware. Denver. Fort Lauderdale. Germany.¬ 

Houston. Las Vegas. London.* Los Angeles. Mexico City.+ Miami. Milan.» Minneapolis. Nashville. New Jersey. New York. 

Northern Virginia. Orange County. Orlando. Philadelphia. Phoenix. Sacramento. San Francisco. Seoul.∞ Shanghai. Silicon 

Valley. Tallahassee. Tampa. Tel Aviv.^ Tokyo.¤ Warsaw.~ Washington, D.C.. West Palm Beach. Westchester County. 

This Greenberg Traurig Alert is issued for informational purposes only and is not intended to be construed or used as general legal 
advice nor as a solicitation of any type. Please contact the author(s) or your Greenberg Traurig contact if you have questions 
regarding the currency of this information. The hiring of a lawyer is an important decision. Before you decide, ask for written 
information about the lawyer's legal qualifications and experience. Greenberg Traurig is a service mark and trade name of 
Greenberg Traurig, LLP and Greenberg Traurig, P.A. ¬Greenberg Traurig’s Berlin office is operated by Greenberg Traurig 
Germany, an affiliate of Greenberg Traurig, P.A. and Greenberg Traurig, LLP. *Operates as a separate UK registered legal entity. 
+Greenberg Traurig's Mexico City office is operated by Greenberg Traurig, S.C., an affiliate of Greenberg Traurig, P.A. and 
Greenberg Traurig, LLP. »Greenberg Traurig’s Milan office is operated by Greenberg Traurig Santa Maria, an affiliate of Greenberg 
Traurig, P.A. and Greenberg Traurig, LLP. ∞Operates as Greenberg Traurig LLP Foreign Legal Consultant Office. ^Greenberg 
Traurig's Tel Aviv office is a branch of Greenberg Traurig, P.A., Florida, USA. ¤Greenberg Traurig Tokyo Law Offices are operated 
by GT Tokyo Horitsu Jimusho, an affiliate of Greenberg Traurig, P.A. and Greenberg Traurig, LLP. ~Greenberg Traurig's Warsaw 
office is operated by Greenberg Traurig Grzesiak sp.k., an affiliate of Greenberg Traurig, P.A. and Greenberg Traurig, LLP. Certain 
partners in Greenberg Traurig Grzesiak sp.k. are also shareholders in Greenberg Traurig, P.A. Images in this advertisement do not 
depict Greenberg Traurig attorneys, clients, staff or facilities. No aspect of this advertisement has been approved by the Supreme 
Court of New Jersey. ©2019 Greenberg Traurig, LLP. All rights reserved. 

 

https://www.gtlaw.com/en/professionals/f/feher-kristine-j
mailto:feherk@gtlaw.com
https://www.gtlaw.com/en/professionals/l/lario-wendy-johnson
mailto:lariow@gtlaw.com
https://www.gtlaw.com/en/professionals/c/caine-courteney-lario
mailto:cainec@gtlaw.com
http://www.gtlaw.com/

