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RETALIATION.ORG • VISITOR GUIDE

After Discipline, Termination, or
a Right-to-Sue Notice

A practical guide for preserving notices, deadlines, explanations, mitigation evidence,
and legal-help materials after a major employment action.

Keep private case information off websites and online tools. This guide is educational and does not accept documents or requests for
representation.
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Purpose
This guide is for the moment when retaliation concerns become urgent: a final warning, suspension, termination,
reference problem, unemployment filing, agency closure, or notice of right to sue.

1. Preserve the exact decision
Save:

• warning or performance plan;

• suspension or termination notice;

• meeting invitation;

• final paycheck and benefits information;

• severance or release;

• unemployment documents;

• agency closure notice;

• envelope, email, or portal evidence showing receipt;

• reference or rehire communication.

Write down who attended, what was said, and what reason was given. Separate exact words from impressions.

2. Do not sign before understanding the document
A severance or release can affect claims, cooperation, confidentiality, references, rehire, benefits, and other rights.
Calendar every review or revocation period stated in the document. Separate compensation already owed from new
consideration offered for a release. WorkRights severance and layoff resources: WorkRights.com resource

3. Control the right-to-sue transition
For retaliation claims under Title VII, the ADA, PWFA, and GINA, receipt of an EEOC Notice of Right to Sue generally
starts a 90-day filing period. ADEA, Equal Pay Act, federal-sector, mixed-case, and other retaliation routes use different
rules. Preserve:

• the full notice;

• the portal transmission;

• email headers;

• envelope;

• actual receipt date;

• any access problem;

• prior charge and amendment history.

Calendar conservatively and seek current legal help promptly.

Official source: Open the official source

https://workrights.com/layoffs/
https://www.eeoc.gov/filing-lawsuit
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4. Build an emergency case packet
Create:

• one-page summary;

• procedural posture;

• deadlines;

• protected activity;

• knowledge chain;

• adverse action;

• employer explanations;

• key documents;

• witness list;

• adverse facts;

• damages;

• mitigation;

• agency record;

• settlement history;

• missing evidence.

A lawyer can evaluate a coherent packet more efficiently than hundreds of unsorted files.

5. Address unemployment separately
An unemployment proceeding can preserve employer explanations, exhibits, and testimony. It has its own deadlines
and legal standards. Do not assume that an unemployment outcome decides the discrimination or retaliation claim.
Use the official state unemployment agency and the appeal instructions on the notice.

6. Preserve mitigation evidence
Keep:

• job applications;

• interviews;

• offers;

• rejection emails;

• earnings;

• benefits changes;

• medical expenses tied to the event;

• efforts to reduce loss.
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Do not exaggerate damages or ignore later income.

7. Watch for post-employment retaliation
Document:

• reference statements;

• rehire status;

• interference with new employment;

• threats;

• reports to licensing or government bodies;

• action against a family member or associate;

• blacklisting evidence;

• source and firsthand knowledge.

Avoid deceptive reference tests or public accusations. Use lawful sources.

8. Use the right tools
• Post-Employment Retaliation and Reference Record

• Retaliation Timeline and Pretext Matrix

• Deadline and Forum Verification Checklist

9. Find legal help
• Nevada Legal Services

• State Bar of Nevada Lawyer Referral Service

• Idaho State Bar Lawyer Referral Service

• NELA Find a Lawyer: Official resource Each organization controls its own eligibility, conflicts, fees, scope, priorities,
capacity, and acceptance.

Final principle
After discipline or termination, the most valuable work is often procedural: preserve the decision, control the deadline,
organize the record, and avoid actions that create a new credibility or evidence problem.

10. Do not sign away time to think
A severance, settlement, release, resignation agreement, arbitration document, or repayment demand can affect
claims, remedies, confidentiality, references, benefits, and deadlines. Save the complete document and every
attachment. Record the delivery date, signing deadline, revocation language, and who explained the terms. Do not
assume that a signature deadline pauses an agency or court deadline. Do not assume that money already owed is new
consideration for a release.

https://retaliation.org/tools/retaliation-timeline-pretext-matrix/
https://nevadalegalservices.org/get-help/
https://nvbar.org/for-the-public/find-a-lawyer/lrs/
https://isb.idaho.gov/lawyer-referral-service/
https://engagement.nela.org/NELA/NELA/findalawyer.aspx
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11. Preserve access before it ends
Before lawful access closes, save personal employment records you are entitled to keep: pay stubs, schedules, benefits
notices, your own complaint communications, leave approvals, and copies of decisions sent to you. Do not
bulk-download confidential employer files, privileged records, customer data, coworker medical information, or
documents you are not authorized to possess.

12. Build the separation chronology
Separate:

• when the decision was considered;

• when it was recommended;

• when it was approved;

• when it was communicated;

• when it became effective;

• when final pay, benefits, unemployment, and reference issues arose.

A decision prepared before protected activity may weaken causation. A later explanation may still matter. Preserve
both.

13. Treat unemployment as a separate record
An unemployment claim can produce written employer reasons, documents, and testimony. Its standards differ from
retaliation law. Preserve the separation statement, employer response, determinations, exhibits, hearing notice,
recording or transcript where available, and decisions. Follow the agency deadline printed on the notice.

14. Protect credibility after separation
Use accurate dates. Distinguish firsthand knowledge from what someone told you. Correct mistakes promptly. Avoid
public accusations, edited screenshots, deceptive reference tests, and witness coordination. A strong record is candid
about adverse facts and later income.

15. A practical thirty-day transition plan

Immediate
• preserve the decision and receipt;

• identify every deadline;

• secure lawful personal records;

• request benefits and final-pay information;

• begin the legal-help packet.

First week
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• update the chronology and explanation table;

• file or respond to unemployment matters on time;

• start mitigation records;

• identify official agency routes;

• seek legal assistance.

Ongoing
• preserve job-search activity;

• record post-employment interference;

• update damages;

• keep agency and court notices together;

• avoid assuming one proceeding preserves another.
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