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Department of Human Resources

H H Policy Number: 2021-0015
Domestic Violence Leave loaue Datan 08/0512008
Revision Date: 01/30/2026

Replaces: 2008-0006

POLICY

Under Washington State Law, employees who are experiencing domestic violence, sexual assault,
stalking, or hate crime offenses may take a reasonable period of leave, intermittent leave, or leave on
a reduced leave schedule to seek legal or law enforcement assistance, prepare for or attend legal
proceedings, seek medical or mental health treatment, relocate, or address safety concerns, or to
assist a family member experiencing domestic violence, sexual assault, stalking, or hate crime
offense with these things.

DEFINITIONS

“Dating Relationship” has the same meaning as in RCW 7.105.010.

“Domestic Violence” has the same meaning as in RCW 7.105.010.

“Family Member” means any individual whose relationship to the employee can be classified as a
child, spouse, parent, parent-in-law, grandparent, or person with whom the employee has a dating
relationship.

“Intermittent Leave” means leave taken in separate blocks of time due to a single qualifying reason.

“Reduced Leave Schedule” means a leave schedule that reduces the usual number of hours per
workweek, or hours per workday, of an employee.

“Sexual Assault” has the same meaning as in RCW 70.125.030
“Stalking” has the same meaning as in RCW 9A.46.110

“Hate Crime Offense” means the commission, attempted commission, or alleged commission of an
offense described in RCW 9A.36.080. A "hate crime offense" includes, but is not limited to, offenses
that are committed through online or internet-based communication.

PROCEDURES

Employees must give notice. An employee who needs leave due to a qualifying reason must
provide advance notice consistent with the work unit’'s usual leave request process. Where advance
notice cannot be given because of an emergency or unforeseen circumstance, the employee or the
employee’s designee must notify the employer before the end of the first day of leave.

The manager or supervisor may grant leave to provide the employee assistance. In accordance
with the Domestic Violence in the Workplace policy, if a manager or supervisor becomes aware that
an employee is experiencing domestic violence, sexual assault, stalking, or hate crime offenses, the
manager may grant accrued or unpaid leave as one method of providing the employee assistance.

Leave is paid or unpaid. The employee may elect to use sick leave, other paid time off,
compensatory time, or unpaid leave time. The leave is in addition to rights provided by state and
federal law.
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https://app.leg.wa.gov/RCW/default.aspx?cite=7.105.010
https://app.leg.wa.gov/RCW/default.aspx?cite=7.105.010
https://app.leg.wa.gov/RCW/default.aspx?cite=70.125.030
https://app.leg.wa.gov/RCW/default.aspx?cite=9A.46.110
https://app.leg.wa.gov/RCW/default.aspx?cite=9A.36.080
https://cdn.kingcounty.gov/-/media/king-county/depts/dhr/documents/policies/violence/domestic_violence_in_the_workplace_final.pdf?rev=5c9169a50a4a43fa9ccba9dcf67d9b9c&hash=D05FA29C4E93661C6E129C593169C19F

Reasons for leave. An employee may take Domestic Violence Leave to:

o Seek legal or law enforcement assistance or remedies to ensure the health and safety of the
employee or family members, including time off to prepare for or participate in related legal
proceedings;

e Seek treatment for physical or mental injuries, or attend such treatment with a family member;
e Obtain, or assist a family member in obtaining, mental health counseling;

e Obtain, or assist a family member in obtaining, services from a domestic violence shelter,
rape crisis center, or other social services program; or

e Participate in creating a safety plan, temporarily or permanently relocate, or take other actions
to increase the safety of the employee or employee’s family members from future domestic
violence, sexual assault, stalking, or hate crime offense.

Verification may be requested. The county may require verification that the employee or family
member is experiencing domestic violence, sexual assault, stalking, or a hate crime offense and that
the leave is being taken for one of the allowable reasons. However, details or information that would
compromise the safety of the employee or family member may not be requested. Verification must be
provided in a timely manner and, if the verification cannot be provided in advance because of an
emergency or unforeseen circumstance, it may be provided within a reasonable time period during or
after the leave. An employee may satisfy the verification requirement by providing one or more of the
following:

e A police report indicating the employee or employee’s family member was a victim of
domestic violence, sexual assault, stalking, or hate crime offense;

e A court order protecting or separating the employee or employee’s family member from the
perpetrator of the act of domestic violence, sexual assault, stalking, or hate crime offense, or
other evidence from the court or prosecuting attorney that the employee or employee’s family
member appeared, or is scheduled to appear in court in connection with a case involving
domestic violence, sexual assault, stalking, or a hate crime offense;

e Documentation that the employee or employee’s family member is a victim of domestic
violence, sexual assault, stalking, or hate crime offense from an advocate for victims of
domestic violence, sexual assault, stalking or hate crime offenses, an attorney, a member of
the clergy, or a medical or other professional; or

e An employee’s own written statement that the employee or employee’s family member is a
victim of domestic violence, sexual assault, stalking, or hate crime offense and the leave is
being taken for one of reasons for leave above.

The county may also require verification of the family relationship. The employee must provide the
verification in a timely manner. What is timely will be based upon what is reasonable under the
circumstances. The verification may include:

¢ a statement from the employee,
e a birth certificate,

e a court document, or

e other similar documentation.

Benefits continue. While the employee is on leave, the employer must maintain health insurance for
the employee. That is the case even if the employee chooses unpaid leave and is in an unpaid status
for any period of time.
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Other rights. The county must keep the matter confidential, including the fact that the employee
requested Domestic Violence Leave.

The county may not refuse to hire an otherwise qualified individual or discharge, threaten to
discharge, demote, deny a promotion to, sanction, discipline, retaliate against, harass, or otherwise
discriminate against an employee with regard to compensation, or other terms, conditions, or
privileges of employment because the employee is actually experiencing or perceived to have
experienced domestic violence, sexual assault, stalking, or a hate crime offense, or because the
employee took leave, filed a complaint that the employer violated the leave law, or assisted another
employee in exercising rights under the law.

After the leave period ends, generally, the employee must be restored to the same position held by
the employee when the leave commenced or to an equivalent position with equivalent employment
benefits, pay, and other terms and conditions of employment. Restoration does not apply if the
employee was hired for a specific term or only to perform work on a discrete project, the employment
term or project is over, and the employer would not otherwise have continued to employ the
employee.

Employer sanctions for violations. Where the Washington State Department of Labor and
Industries find violations of an employer’s obligations under the law, it may assess administrative
penalties of $500 for the first infraction and $1,000 for a subsequent infraction within three years of a
previous infraction. It can also order that the employee be restored to his or her former or an
equivalent position. The employee also has the right to file suit for violations of an employer’s
obligations under the law and may request as a remedy actual damages and attorney’s fees.

QUESTIONS

Refer all questions or comments to your department’s Human Resources Manager or to the
Department of Human Resources.
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https://kc1-my.sharepoint.com/:w:/r/personal/kimberly-hr_robinson_kingcounty_gov/_layouts/15/doc2.aspx?sourcedoc=%7B41D08208-DBD7-402A-B037-9A2B3A4F1375%7D&file=HR%20Manager%20List%20--%20Current.docx&action=default&mobileredirect=true&cid=224cfe4d-d81a-469d-a491-d656d8765518&wdLOR=c682A17EF-329A-41FC-858A-FC5E458485DE
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