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YOUR

RIGHTS UNDER USERRA

THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake
military service or certain types of service in the National Disaster Medical System. USERRA also prohibits employers from
discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTS

HEALTH INSURANCE PROTECTION

You have the right to be reemployed in your civilian job if you leave that

job to perform service in the uniformed service and:

¢ you ensure that your employer receives advance written or verbal

naotice of your service;
¥ you have five years or less of cumulative service in the uniformed
services while with that particular employer:;

Y¢ you return to work or apply for reemployment in a timely manner

after conclusion of service; and
¢ you have not been separated from service with a disqualifying
discharge or under other than honorable conditions.

If you are eligible to be reemployed, you must be restored to the job

and benefits you would have attained if you had not been absent due to

military service or, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

If you:

v are a past or present member of the uniformed service;
v have applied for membership in the uniformed service; or
v are obligated to serve in the uniformed service;

then an employer may not deny you:

initial employment;
reemployment;

retention in employment;
promation; or

any benefit of employment

A s

because of this status.

In addition, an employer may not retaliate against anyone assisting in
the enforcement of USERRA rights, including testifying or making a

statement in connection with a proceeding under USERRA, even if that

person has no service connection.

W

X

If you leave your job to perform military service, you have the right
to elect to continue your existing employer-based health plan
coverage for you and your dependents for up to 24 months while in
the military.

Even if you don't elect to continue coverage during your military
service, you have the right to be reinstated in your employer’s
health plan when you are reemployed, generally without any waiting
periods or exclusions (e.g., pre-existing condition exclusions) except
for service-connected illnesses or injuries.

ENFORCEMENT

PAY

The U.S. Department of Labor, Veterans Employment and Training
Service (VETS) is authorized to investigate and resolve complaints of
USERRA violations.

For assistance in filing a complaint, or for any other information on
USERRA, contact VETS at 1-866-4-USA-DOL or visitits website at
https://www.dol.gov/agencies/vets/. An interactive online USERRA
Advisor can be viewed at https://webapps.dol.gov/elaws/vets/userra

If you file a complaint with VETS and VETS is unable to resolve it, you
may request that your case be referred to the Department of Justice or
the Office of Special Counsel, asapplicable, for representation.

You may also bypass the VETS process and bring a civil action against
an employer for violations of USERRA.

The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed on the internet at this

address: https://www.dol.gov/agencies/vets/programs/userra/poster Federal law requires employers to notify employees of their rights under USERRA, and
employers may meet this requirement by displaying the text of this natice where they customarily place notices for employees.

U.S. Department of Labor
1-866-487-2365

U.S. Department of Justice
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THIS ESTABLISHMENT IS SUBJECT TO THE NEW YORK STATE
HUMAN RIGHTS LAW (EXECUTIVE LAW, ARTICLE 15)

DISCRIMINATION BASED UPON AGE, RACE, CREED, COLOR,
NATIONAL ORIGIN, SEXUAL ORIENTATION, MILITARY STATUS,
SEX, PREGNANCY, GENDER IDENTITY OR EXPRESSION,
CITIZENSHIP OR IMMIGRATION STATUS, DISABILITY OR MARITAL

STATUS IS PROHIBITED BY THE NEW YORK STATE HUMAN RIGHTS
LAW. SEXUAL HARASSMENT OR HARASSMENT BASED UPON ANY
OF THESE PROTECTED CLASSES ALSO IS PROHIBITED.

ALL EMPLOYERS, EMPLOYMENT AGENCIES, LABOR ORGANIZATIONS AND
APPRENTICESHIP TRAINING PROGRAMS

Also prohibited: discrimination in employment on the basis of Sabbath observance
or religious practices; hairstyles associated with race (also applies to all areas listed
below); prior arrest or conviction record; predisposing genetic characteristics; familial
status; pregnancy-related conditions; domestic violence victim status.

Reasonable accommodations for persons with disabilities and pregnancy-related
conditions including lactation may be required. A reasonable accommodation is an
adjustment to a job or work environment that enables a person with a disability to
perform the essential functions of a job in a reasonable manner.

Also covered: domestic workers; interns and nonemployees working in the
workplace (for example temp or contract workers) are protected from all
discrimination described above.

RENTAL, LEASE OR SALE OF HOUSING, LAND AND COMMERCIAL SPACE,
INCLUDING ACTIVITIES OF REAL ESTATE BROKERS AND SALES PEOPLE
Also prohibited: discrimination on the basis of lawful source of income (for example
housing vouchers, disability benefits, child support); familial status (families with
children or being pregnant); prior arrest or sealed conviction; commercial boycotts or
blockbusting.

Reasonable accommodations and modifications for persons with disabilities may
also be required.

Does not apply to:

(1) rental of an apartment in an owner-occupied two-family house

(2) restrictions of all rooms in a housing accommodation to individuals of the same sex
(3) rental of a room by the occupant of a house or apartment

(4) sale, rental, or lease of accommodations of housing exclusively to persons 55
years of age or older, and the spouse of such persons

ALL CREDIT TRANSACTIONS INCLUDING FINANCING FOR PURCHASE,
MAINTENANCE AND REPAIR OF HOUSING

PLACES OF PUBLIC ACCOMMODATION SUCH AS RESTAURANTS, HOTELS,
HOSPITALS AND MEDICAL OFFICES, CLUBS, PARKS AND GOVERNMENT
OFFICES

Exception:
Age is not a covered classification relative to public accommodations.
Reasonable accommodations for persons with disabilities may also be required.

EDUCATION INSTITUTIONS

All public schools and private nonprofit schools, at all education levels, excluding
those run by religious organizations; also for- profit colleges, universities, licensed
private career schools or certified English as a second language schools.

ADVERTISING AND APPLICATIONS RELATING TO EMPLOYMENT,

REAL ESTATE, PLACES OF PUBLIC ACCOMMODATION AND CREDIT
TRANSACTIONS MAY NOT EXPRESS ANY DISCRIMINATION

A complaint must be filed with the Division within one year for alleged acts of
discrimination that occurred before 2/15/2024. Complaints for acts of discrimination
that occur on or after 2/15/2024 may be filed within three years of the alleged act.
The Division’s services are provided free of charge.

If you wish to file a complaint in State Court, you may do so within three years of the
discrimination. You may not file both with the Division and the State Court.

Retaliation for filing a complaint or opposing discriminatory practices is
prohibited. You may file a complaint with the Division if you have been
retaliated against.

FOR FURTHER INFORMATION, WRITE OR CALL THE DIVISION’S NEAREST

OFFICE. HEADQUARTERS:
ONE FORDHAM PLAZA, 4TH FLOOR, BRONX, NY 10458

1-888-392-3644
WWW.DHR.NY.GOV

ESTE ESTABLECIMIENTO ESTA SUJETO ALALEY DE DERECHOS HUMANOS
DEL ESTADO DE NUEVA YORK (LEY EJECUTIVA, SECCION 15)

LA LEY DE DERECHOS HUMANOS DEL ESTADO DE NUEVA YORK
PROHIBE LA DISCRIMINACION POR EDAD, RAZA, CREDO, COLOR,
ORIGEN NACIONAL, ORIENTACION SEXUAL, ESTATUS MILITAR, SEXO,
EMBARAZO, IDENTIDAD O EXPRESION DE GENERO, ESTADO MIGRATORIO
O CIUDADANIA, DISCAPACIDAD O ESTADO CIVIL. TAMBIEN ESTA
PROHIBIDO EL ACOSO SEXUAL O EL ACOSO POR CUALQUIERA DE ESTAS
CLASES PROTEGIDAS.

TODOS LOS EMPLEADORES, AGENCIAS DE EMPLEO,

ORGANIZACIONES DE TRABAJO Y PROGRAMAS DE CAPACITACION DE APRENDICES
Asimismo, esta prohibida la discriminacién en el empleo sobre la base de la observancia

del Shabat o practicas religiosas; peinados asociados con la raza (también se aplica a las
areas enumeradas a continuacion) arresto previo o antecedentes penales; las caracteristicas
genéticas predisponentes; el estado civil; las condiciones relacionadas con el embarazo.

Es posible que sea necesario hacer acomodos razonables para personas con discapacidades

y condiciones relacionadas con el embarazo incluyendo lactacion. Un arreglo razonable es una
adaptacion a un trabajo o entorno laboral que permita que una persona con discapacidad realice
las tareas esenciales de un trabajo de manera razonable.

También estan cubiertos: trabajadores domésticos; internos y no empleados cuales trabajan en
el lugar de trabajo (por ejemplo trabajadores temporarios o contratantes) estan protegidos de
toda discriminacion descrita arriba.

ALQUILER, ARRENDAMIENTO O VENTA DE VIVIENDA, TERRENO O ESPACIO COMERCIAL
INCLUYENDO ACTIVIDADES DE AGENTE DE BIENES RAICES Y VENDEDORES

También esta prohibido: la discriminacién a base de fuente de ingreso legal (por ejemplo
vales, beneficios de discapacidad, manutencion de nifios); estado familiar (familias con
nifios o en estado de embarazo); arresto previo o condena sellada; boicot comercial o acoso
inmobiliario.

También es posible que sea necesario realizar modificaciones y arreglos

razonables para personas con discapacidades.

Excepciones:

(1) alquiler de un apartamento en una casa para dos familias ocupada por el duefio

(2) restricciones de todas las habitaciones en una vivienda para individuos del mismo sexo
(3) alquiler de una habitacion por parte del ocupante de una casa o apartamento

(4) venta, alquiler o arrendamiento de alojamiento en una casa exclusivamente

a personas mayores de 55 afios y al conyuge de dichas personas

TODAS TRANSACCIONES CREDITICIAS INCLUYENDO FINANCIAMENTO PARA LA
COMPRA, MANTENIMIENTO Y REPARACION DE VIVIENDAS

LUGARES DE ALOJAMIENTO PUBLICO, COMO RESTAURANTES, HOTELES,
HOSPITALES Y CONSULTORIOS MEDICOS, CLUBS, PARQUES Y OFFICINAS DEL
GOBIERNO.

Excepcion:

La edad no es una clasificacion cubierta respecto a los alojamientos publicos. Es posible que
sea necesario realizar arreglos razonables para personas con discapacidades.

INSTITUCIONES EDUCATIVAS

Todas las escuelas publicas y escuelas privadas sin animo de lucro, en todos los niveles,
excluyendo escuelas dirigidas por organizaciones religiosas; también estan cubiertos: escuelas
profesionales autorizadas o escuelas certificadas de inglés como segundo idioma.

PUBLICIDAD Y SOLICITUDES RELACIONADAS CON EL EMPLEO, LOS INMUEBLES,
LOS LUGARES DE ALOJAMIENTO PUBLICO Y LAS TRANSACCIONES CREDITICIAS NO
DEBEN EXPRESAR NINGUN ACTO DISCRIMINATORIO

Para actos que ocurran el 14/02/2024 o antes, debe presentar su querella en un plazo de un
afo a partir del acto mas reciente de presunta discriminacion. Para actos realizados a partir del
15/02/2024, debe presentar su querella en un plazo de tres afios posterior al acto mas reciente
de presunta discriminacion. Los servicios de la Division se ofrecen sin cargo.

Si desea presentar una demanda ante el Tribunal Estatal, puede hacerlo dentro de los tres afios
desde que ocurriera la discriminacion. No puede presentar una demanda ante la Divisién y ante
el Tribunal Estatal.

Se prohiben las represalias por presentar una demanda u oponerse a practicas
discriminatorias. Puede presentar una demanda ante la Division si sufrié represalias.

PARA OBTENER MAS INFORMACION, ESCRIBA O LLAME A LA OFICINA MAS CERCANA DE
LA DIVISION. OFICINA CENTRAL:

ONE FORDHAM PLAZA. 4TH FLOOR, BRONX, NY 10458 2024

Your Employee Rights
Under the Family and
Medical Leave Act

What is FMLA leave?

The Family and Medical Leave Act (FMLA) is a federal law that provides
eligible employees with job-protected leave for qualifying family and

medical reasons. The U.S. Department of Labor’s Wage and Hour Division

(WHD) enforces the FMLA for most employees.
Eligible employees can take up to 12 workweeks of FMLA leave
in a 12-month period for:

¢ The birth, adoption or foster placement of a child with you,

¢ Your serious mental or physical health condition that makes you
unable to work,

¢ To care for your spouse, child or parent with a serious mental or
physical health condition, and

¢ Certain qualifying reasons related to the foreign deployment of your

spouse, child or parent who is a military servicemember.

An eligible employee who is the spouse, child, parent or next of kin of a
covered servicemember with a serious injury or illness may take up to

26 workweeks of FMLA leave in a single 12-month period to care for the

servicemember.

You have the right to use FMLA leave in one block of time. When it is
medically necessary or otherwise permitted, you may take FMLA leave

You do not have to share a medical diagnosis but must provide enough
information to your employer so they can determine whether the leave
qualifies for FMLA protection. You must also inform your employer if
FMLA leave was previously taken or approved for the same reason
when requesting additional leave.

Your employer may request certification from a health care provider
to verify medical leave and may request certification of a qualifying
exigency.

The FMLA does not affect any federal or state law prohibiting
discrimination or supersede any state or local law or collective bargaining
agreement that provides greater family or medical leave rights.

State employees may be subject to certain limitations in pursuit of direct
lawsuits regarding leave for their own serious health conditions. Most
federal and certain congressional employees are also covered by the
law but are subject to the jurisdiction of the U.S. Office of Personnel
Management or Congress.

What does my
employer need to do?

If you are eligible for FMLA leave, your employer must:

The U.S. Equal Employment Opportunity Commission
(EEOC) enforces Federal laws that protect you from
discrimination in employment. If you believe you’ve been
discriminated against at work or in applying for a job, the
EEOC may be able to help.

Who is Protected?

e Employees (current and
former), including managers
and temporary employees

e job applicants

e Union members and applicants
for membership in a union

What Types of Employment Discrimination are lllegal?

Under the EEOC’s laws, an employer may not discriminate against you,
regardless of your immigration status, on the bases of:

* Race e Genetic information (including

« Color employer requests for, or purchase,
use, or disclosure of genetic tests,

e Religion genetic services, or family medical

history)

National origin

Retaliation for filing a

charge, reasonably opposing
discrimination, or participating in a
discrimination lawsuit,
investigation, or proceeding

Sex (including pregnancy,
childbirth, and related
medical conditions,
sexual orientation, or
gender identity)

e Age (40 and older)
e Disability

Interference, coercion, or threats
related to exercising rights
regarding disability discrimination
or pregnancy accommodation

What Organizations are Covered?

intermittently in separate blocks of time, or on a reduced schedule by
working less hours each day or week. Read Fact Sheet #28M(c) for more
information.

FMLA leave is not paid leave, but you may choose, or be required by your
employer, to use any employer-provided paid leave if your employer’s
paid leave policy covers the reason for which you need FMLA leave.

Am | eligible to take
FMLA leave?

You are an eligible employee if all of the following apply:
* You work for a covered employer,
¢ You have worked for your employer at least 12 months,

¢ You have at least 1,250 hours of service for your employer during
the 12 months before your leave, and

¢ Your employer has at least 50 employees within 75 miles
of your work location.

Airline flight crew employees have different “hours of service”
requirements.
You work for a covered employer if one of the following applies:

¢ You work for a private employer that had at least 50 employees during
at least 20 workweeks in the current or previous calendar year,

¢ You work for an elementary or public or private secondary school, or

¢ You work for a public agency, such as a local, state or federal
government agency. Most federal employees are covered by Title Il
of the FMLA, administered by the Office of Personnel Management.

How do | request
FMLA leave?

Generally, to request FMLA leave you must:
¢ Follow your employer’s normal policies for requesting leave,
¢ Give notice at least 30 days before your need for FMLA leave, or
* |f advance notice is not possible, give notice as soon as possible.
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¢ Allow you to take job-protected time off work for a qualifying reason,

¢ Continue your group health plan coverage while you are on leave on
the same basis as if you had not taken leave, and

¢ Allow you to return to the same job, or a virtually identical job with
the same pay, benefits and other working conditions, including shift
and location, at the end of your leave.

Your employer cannot interfere with your FMLA rights or threaten or
punish you for exercising your rights under the law. For example, your
employer cannot retaliate against you for requesting FMLA leave or
cooperating with a WHD investigation.

After becoming aware that your need for leave is for a reason that may
qualify under the FMLA, your employer must confirm whether you are
eligible or not eligible for FMLA leave. If your employer determines that
you are eligible, your employer must notify you in writing:

e About your FMLA rights and responsibilities, and

¢ How much of your requested leave, if any, will be FMLA-protected
leave.

Where can | find more
information?

Call 1-866-487-9243 or visit dol.gov/fmla to learn more.

If you believe your rights under the FMLA have been violated, you may
file a complaint with WHD or file a private lawsuit against your employer
in court. Scan the QR code to learn about our WHD complaint process.
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e Most private employers

e State and local governments
(as employers)

e Educational institutions
(as employers)

e Unions
o Staffing agencies

What Employment Practices can be Challenged as

Discriminatory?

All aspects of employment, including:

e Discharge, firing, or lay-off

Harassment (including
unwelcome verbal or physical
conduct)

Hiring or promotion
Assignment

Pay (unequal wages or
compensation)

Failure to provide reasonable
accommodation for a disability;
pregnancy, childbirth, or
related medical condition; or a
sincerely-held religious belief,
observance or practice

Benefits
Job training

Classification

Referral

e Obtaining or disclosing genetic
information of employees

Requesting or disclosing medical
information of employees

Conduct that might reasonably
discourage someone from
opposing discrimination, filing
a charge, or participating in an
investigation or proceeding

Conduct that coerces,
intimidates, threatens, or
interferes with someone
exercising their rights,

or someone assisting or
encouraging someone else

to exercise rights, regarding
disability discrimination
(including accommodation)
or pregnancy accommodation

What can You Do if You Believe Discrimination has

Occurred?

Contact the EEOC promptly if you suspect discrimination. Do not delay,
because there are strict time limits for filing a charge of discrimination
(180 or 300 days, depending on where you live/work). You can reach
the EEOC in any of the following ways:

Submit an inquiry through the EEOC's public portal
(https://publicportal.eeoc.gov/Portal/Login.aspx)

Call 1-800-669-4000 (toll free)

1-800-669-6820 (TTY)

1-844-234-5122 (ASL video phone)

Visit  an EEOC field office

(www.eeoc.gov/field-office)

E-Mail info@eeoc.gov

Additional information about the EEOC, including
information about filing a charge of discrimination, is

available at www.eeoc.gov.

EMPLOYERS HOLDING FEDERAL CONTRACTS OR

SUBCONTRACTS

The Department of Labor’s Office of
Federal Contract Compliance Programs
(OFCCP) enforces the nondiscrimination
and affirmative action commitments of
companies doing business with the Federal
Government. If you are applying for a job
with, or are an employee of, a company
with a Federal contract or subcontract,
you are protected under Federal law from
discrimination on the following bases:

Protected Veteran Status

The Vietnam Era Veterans’
Readjustment Assistance Act of 1974,
as amended, 38 U.S.C. 4212, prohibits
employment discrimination against, and
requires affirmative action to recruit,
employ, and advance in employment,
disabled veterans, recently separated
veterans (i.e., within three years of
discharge or release from active duty),
active duty wartime or campaign badge
veterans, or Armed Forces service
medal veterans.

Race, Color, Religion, Sex, Sexual
Orientation, Gender Identity,
National Origin

Executive Order 11246, as amended, Retaliation

prohibits employment discrimination by
Federal contractors based on race,
color, religion, sex, sexual orientation,
gender identity, or national origin, and
requires affirmative action to ensure
equality of opportunity in all aspects of
employment.

Retaliation is prohibited against

a person who files a complaint of
discrimination, participates in an OFCCP
proceeding, or otherwise opposes
discrimination by Federal contractors
under these Federal laws.

Any person who believes a contractor
has violated its nondiscrimination or
affirmative action obligations under
OFCCP’s authorities should contact
immediately:

Asking About, Disclosing, or
Discussing Pay

Executive Order 11246, as amended,
protects applicants and employees of Federal
contractors from discrimination based on
inquiring about, disclosing, or discussing
their compensation or the compensation of
other applicants or employees.

Disability

Section 503 of the Rehabilitation Act of
1973, as amended, protects qualified
individuals with disabilities from
discrimination in hiring, promotion,
discharge, pay, fringe benefits, job training,
classification, referral, and other aspects
of employment by Federal contractors.
Disability discrimination includes not
making reasonable accommodation to the
known physical or mental limitations of

an otherwise qualified individual with a
disability who is an applicant or employee,
barring undue hardship to the employer.
Section 503 also requires that Federal
contractors take affirmative action to employ
and advance in employment qualified
individuals with disabilities at all levels of
employment, including the executive level.

The Office of Federal Contract
Compliance Programs (OFCCP)
U.S. Department of Labor

200 Constitution Avenue, N.W.
Washington, D.C. 20210
1-800-397-6251 (toll-free)

If you are deaf, hard of hearing,

or have a speech disability, please dial
7—-1-1 to access telecommunications
relay services. OFCCP may also be
contacted by submitting a question
online to OFCCP's Help Desk
(https://ofccphelpdesk.dol.gov/s/),

or by calling an OFCCP regional

or district office, listed in most
telephone directories under U.S.
Government, Department of Labor
and on OFCCP's “Contact Us” webpage
(https://www.dol.gov/agencies/ofccp/
contact).

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL

FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex Individuals with Disabilities

Section 504 of the Rehabilitation Act of
1973, as amended, prohibits employment
discrimination on the basis of disability

in any program or activity which

receives Federal financial assistance.
Discrimination is prohibited in all

aspects of employment against persons
with disabilities who, with or without
reasonable accommodation, can perform
the essential functions of the job.

In addition to the protections of Title VIl of
the Civil Rights Act of 1964, as amended,
Title VI of the Civil Rights Act of 1964,

as amended, prohibits discrimination

on the basis of race, color or national
origin in programs or activities receiving
Federal financial assistance. Employment
discrimination is covered by Title VI if

the primary objective of the financial
assistance is provision of employment, or
where employment discrimination causes
or may cause discrimination in providing
services under such programs. Title IX of the
Education Amendments of 1972 prohibits
employment discrimination on the basis
of sex in educational programs or activities
which receive Federal financial assistance.

If you believe you have been
discriminated against in a program of
any institution which receives Federal
financial assistance, you should
immediately contact the Federal agency
providing such assistance.

(Revised 6/27/2023)




