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The Uniformed Services Employment And Reemployment Righis Act
USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment
positions to undertake military services, USERRA also prohibits employers from discriminating against
past and present members of the uniformed services, and applicants to the uniformed services.

Reemployment Rights

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 notice of your service;

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

v" you return to work or apply for reemployment in a timely manner after conclusion of

service; and
v" you have not been separated from service with a disqualifying discharge or under other

than honorable conditions.

Right To Be Free From Discrimination And Retaliation

If you:

v/ are 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 any of the following because of this status:

v' initial employment;

v' reemployment;

v" retention in employment;
¥’ promotion; or

v’ any benefit of employment.

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.

Health Insurance Protection

v" 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.

v" 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

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

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

v" 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,
depending on the employer, for representation.

v" 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. This notice was
prepared by VETS, and may be viewed on the internet af this address:
hitp/fwww.dol.govivets/programs/userra/poster.pdf. Federal law requires employers to
notify employees of their rights under USERRA and employers may meet this requirement
by displaying this notice where they customarily place notices for employees. This
notification handout is intended to supplement the USERRA notice poster to ensure multi-
level compliance.

VETS

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

ESGR

EMPLOYER SUPPORT OF
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Paid Family Leave [nsurance Program

With Paid Family Leave you You are entitied to:
¢ Know the reason and basis for any decision that
can afford to be there when fects you benefit
you need to be ¢ Appeal any decision about your eligibility for benefits and appear
] ] ) befare a California Unemployment Insurance Appeal Board
There are times in the life of every working person when they need administrative law judge

to care for a Joved one. Maybe it's a working mother who needs more
lirme to bond with and care for a newborn. Maybe it's an employee
who needs to care for a parent, child, spouse, or domestic partner

who is seriously ill or unable to care for themselves. California’s new Fast facts about

Paid Family L.eave law was created for times like these. P ’d F 'l l_
- aid Family Leave
A progfam that beneflts you e Provides benefits but does not provide job protection

and your family or return rights

e Provides workers some compensation tc care for parents,
children, spouses, and domestic partners or to bond with

® Privacy — Information about your claim wil! be kept confidentiat
except for the purposes allowed by law

Paid Family Leave insurance benefits are based on past quartery
earnings and range from a minimum of $50 to a maximum of $728

. . D anew child
per week for up to six weeks for claims beginning July 1, 2004. For
claims commencing in 2005, the maximum weekly benefit amount * Covers all employees who are covered by SDI (or a voluntary
will be $840. planin lieu of SDI}
e Qifers up to 6 weeks of benefits in a 12-month period
Paid Famlly Leave for ® Provides benefits of approximately 56% of lost wages
. = . It deducti i .
Callfornla employees F’ayro. de: l{C ions begin Jan. 1, 2004
® Benefits begin July 1, 2004
Paid Family Leave insurance does not provide job protection or return e Administered by the Employment Development Department
rights. Your job may be protected if your employer is subject to the
federal Family Medical Leave Actand the California Family Rights Act. H
You must notify your employer of your reasen for taking leave ina A spe_cla! Iaw for
manner consistent with your company’s leave policy. spec|a| times

To quatify for Paid Farnily Leave compensation, you must meet the

° . With Paid Family Leave insurance, California is {eading ihe nation
following requirements:

as the first state to make it easier for employees to balance the

e Be covered by State Disability Insurance (SDI} (or a voluntary planin demands of workplace and family care needs at home. if you have
lieu of SDIY and have earned at least $300 from which deductions any questions or feel you are in need of and eligible for these
were withheld benefits, contact us today.

® Comptete your claim forms accurately, completely, truthfully, .
and timely 1-877-BE-THERE (Engllsh)

¢ Supply medical informaticn that supports your claim that the . _ _ =
care recipient is in need of your care 1 877 379 3819 (Espanol)

® Provide documentation to support a claim for bonding 1 -800-563-244 1 (TTY)
with a new child

e Use upto two weeks of any earned but unused vacation leave For more information, visit:
if required by your employer WWW edd ca.gov

¢ Serve a 7-day unpaid waiting period befere benefits begin
o . Employment

P ite if. Development
You may not be eligible for benefits if: ED Depariment
® You receive State Disability Insurance, Unemployment State of California
Compensation Insurance, or Workers' Compensation
® You are not working or looking for work at the time you begin your PO BOX 9970 1 7
family leave Sacramento, CA 95799-7017
& You are not suffering a loss of wages
® The need for care is not supporked by the certificate of a treating EDD is an equa! opportunity employer/program. Special requests for alternate
physician or practitioner formats need tobe made by calling 1-877-BE-THERE.
® You are in custody due to conviction of a crime This pamphlet is for general information only and dees not have the force

and effect of law, rule or regulation.
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Prohiblted retaliation includes but is not fimlted to:
e demotion;

» sUspension;
» failure to hire or conglder for hire;
L ]

failure to give equal cansideration in making
employment declslons;

« fallure to make impartial employment
recommendations; and

o adversely affecting working conditions or otherwise
denylng any employment beneflt to an Individuat

Additional Information

The Department cf Falr Employment and Housing
(DFEH) Is the state agency thet resolves complalnts
cof unlawful discrimination, Including sexual
harassment. After.a complaint s filed, the DFEH has
one year to Investigate the complaint.

The Falr Employment and Housing Commlssion
{FEHC), headquarterad in San francisce, decides
cases prosecuted by the BFEH at the state level,

To contact the DFEH, consuit your Yocal telephone
directory under Stale Government Offices or ask
directory assistance for the number df Depariment of
Fair Employment and Hausing headquarters In
Sacramento or writs to Department of Fair -
Empioyment and Houslng, 2014.T Street, Suite 210
Sacramento, CA 85814-6824,

The Equal Employment Opportunity Commission
(EEQC) le the federal agency that rescives sexual
harassment claims. To contact the commelssion,
censult directory assistance for Washington, D.C, or
write to Equal Employment Opportunity Commisslon,
1801 L Street, NW, Washington, D.C., 20507,

If they find a complaint Is justified, state and federal
agencies have the power to order, ameng other
actlons, that the wronged party be hired, given back
pay, promoted, reinstated or granted damages for
emational distress. The agencies also may lssue a
“copse and deslst” order fo prevent further unlawful
actlvity and order the viclator to pay large fines.

@ 2000 Callformta Chamber cf Commerce

Sexual Harassment
Complaint Procedure

This company has a policy against harassment
dus to sex, which includes sexual harassment,
gender harassment and harassrment dus to
pregnancy, childbirth or related medical conditions.
If you are harassed, confront the harasser and ask
him/her to stop. If you are unable to confront the
harasser or are UnsUceessful in doing so, report
your complaint immediately as follows:

Fite your cormplaint with your supervisor {or with
another suparvisor if the complaint isiagainst your
immedlate supervisor), the personnel administrator
or the president.

Maka your complalnt In writing, if possibie, Include
any relevarit detalls, names of the people involved
and the names of any wilnesses.

The company will investigate your complalnt
thoroughly. If the' company finds that harassment
has occurred, disciplinary action will be taken
against the harasser.

The company will act upon your complalnt
promptly. A representative of the company wili tell

-vou the outcoms of the investigation.

Thers will be no retellation against you for fillng a
complaint, .

if you have any questlons, contact your personnel
administrator, :
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# stats law prohibiting refaliatio

mmx:m Jm.,_.mmmam? is _u.B:, blted by this company and
s mnm”,:z the 1&w.

Every smployee and Independent no::mo.aﬂ should
be aware of: )

e what sexual harassment |s;
¢ what.steps to, take It &mEmE:o% occurs; and
r feporting gexual

‘heragsmén

" Please road 1His, _jﬁnﬂaw#_mj.wmmm 1 t-you have any

questions or concerns about It, coitact your supsrvi-
sor, perdonnsl department reprasentative or your
investigative officer tor further information.

What Is Sexual Harassment?.

Althcugh many peopie think of sexual harassment as
involving a male boss end a famale employea, not ali
sexual harassment is done by males. Sexuat
harassment often involves co-waorkers, other
employees of the company or ofher persons doing
business with or for the company. it's against the law
for females to sexually harass maies or other females,
and for males to harass other males or females,

California Law

California law deflnes harasement due to sex as
sexue! harasament, gender harassment and
herassment due to pregnancy, childbirth or related
medfcal conditlons,

1. Varbal harassment — eplthets, derogatory
commaents or sfurs,

Exarmnples: Nama-calling, belltiiing, sexually
explicit or degrading words to describie an
individuai, sexually expllcit Jokes, comments about
ariemployese’s anatomy-and/or.dress, sexually
orfentad nolses or remarks; quéstions about a
person's sexual practicas;use of patronizing ferms
or romaris, verbal abuse, graphlc verbal
commentarles abolit the body.

Physlcal harassmenti— assatlt; impeding or
blocking movemsnt, of‘any physical interfarence
wlih normai work or movemeant, When ditected at
an Individual.

M

Examples: Touching, pinching, patiing, grabbing,
brushing against or pokirig-another employea's
body, hazing or initlation that invoives a sexual
component, requlring an smployes 'o wear
sexually suggastive clothing.

3. Visual harassment — darogatory posters,
cartoons, or drawings.

Exainples: Dlsplaying sexual plciures, writings or
obfects, cbscene.lsttars or Invitations, staring at an
emgioyes's anatoriy, leering, sexually orisnted
gestures, mooning, unwéiited love letters or noles.

Saxual favors — Unwanted sexusl advances
whish condltion an-employment Benefit upon an
exchabge of sexusl favors.

Examnpies: Continued requests for dates, any
thraat of demotion, tarmination, ete. If réquestad
sexual favors are not given, making or threatening
reprisals after a negative response fo sexual
advances, propositioning an Individual,

1t la Imposslble to deflne every actlon or all words that
could be interprated as saxual harasement. The
examples listed above, along wlth the state definition
of sexiial harassment, ara nct meant to be a complete
list of objestionabie behavior nor do thay always
constltute saxual harassment.

&

Federal Law ‘ )

Under-federal law, unwalcome sexus| advances,
raguests for sexual favors, and other verbal or

n:w@ﬁm, conduct of 8 sexual naiure constitute sexual
arassmant when: - :

1. submlssion to-such conduict |8 made efthar expliciily
or implishly a term or conditian of an Individual’s
employmsnt;

2, submisslon to or rejection of such conduct by an
individual 2 used as the basls for employment
decislons affacting such individuals; or

3. such conduct has the purposs or sffect of
unroasonably Interfering with an individual's work
perfarmance or creating an Intimidating, hostlie, or
offensive working enviranmant.

Harassers Are Personally Liable

If you, as an employes, ara found to have engaged in
gexual harassmant, ot If you as 8 manager know

about tha-conduct and condons or ratify It, you may
be paersonally lable for menstary damages. This

company wlll not’pay damages assessed against you
personally,

In additlon, this company wlill take appropriate
disciplinaty measures — termination Is one possible
action —-agalnst any employee who engages In
sexual harassment.

How to wwOﬁ Sexual Harassment

1. Whaen possible, confront the harasser and ask
him/her to sfop.

The harasser may net teallze the advances or
behavier are-¢ffansive. When it s approprlats and
sensible, you may want {o tell the harasser the
behavior or atdvances are unwalcoma and rmust
stop. Sometimes a simple.confrontation wlll end
the situatlon.

i

You ars sfrongly encouragad to report sexuat
harassment, Confact your supervisor,
personnel department represantatlve or other
person designated by the company as
Investijative officers for sexual harassmant.

Sexual harassment or retaliation shouid be
reportag v writing or.verbally. You may report such
actlvitias aven though you were not the subjact of
the harassment.

3. An investlgation will be conducted.

The company wlll investigata, In a discreet manner,
gl reported Incidents of sexual harassment and
retallation.

Appropriate actlon wil) be taken,

Where. evidence of sexual harassment or
retallation is found, disciplinary actlon, up to and
Including terminatlon, may rasult.

~

Protection Against Retaliation

Company polley end Callfornla state law forbid
refallatlon agalpst any employee who opposes sexual
harasatriant, flesa complalnt, testifles, assiats or
particlpates In any manner In an Investigation,
procesding or hearing conducted by the company, the
Departmant of Fair. Emiployment and-Housing or tha
Fair Employment and Housing Commisslon



