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Implementing Sexuval Harassment

Training in the Workplace
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s sexual harassment becomes more
prevalent in the workplace, states
are incorporating requirements
in addition to the federal harass-
ment laws that protect businesses and
employees. These laws are established to
prevent potential lawsuits and to teach
companies to be proactive by training their
employees about how to avoid sexual harass-
ment. The laws may seem burdensome, but
businesses will benefit in the long run from
the requirements.
Sexual harassment training is more than
a good idea in California, it is now the law.
Along with only four other states (Connecticut,
New Jersey, Massachusetts, and Maine) that
have their own sexual harassment laws,
California joined the list with its recently
passed AB 1825.
California was not the first state to add
a requirement to the federal law. In fact,
California’s law is modeled after Connecticut’s
existing statute. The new requirement calls for
companies to implement sexual harassment
training for all supervisory employees.
Converting to any new corporate process
can be a consuming and costly matter. The
burden of initiating a new training program
along with the proper documentation practices
can place a strain particularly on a company’s
human resource department.

NATIONAL HARASSMENT
REQUIREMENTS

Title VII of the Civil Rights Act of 1964,
which outlaws discrimination in the workplace
based on protected classes, is overseen by the
Equal Employment Opportunity Commission.
Harassment training is highly recommended,
but there are no specific requirements for it.
Companies are not obligated by federal law to
provide sexual harassment training. However,
it is strongly recommended and considered
to be an excellent idea. Besides encouraging
employees to treat each other with respect and
professionalism in hopes of creating a positive
and productive work environment, harassment
training can reduce your company’s liability,

should a suit be brought at the state and fed-
eral levels.

The requirements and definitions of AB
1825 are more comprehensive than most
people realize. Effective January 1, 2006,
all supervisory employees will be required
to receive at least two hours of harass-
ment training every two years. In addition,
all supervisory employees who have been
employed as of July 1, 2005, must have com-
pleted their two hours of training by the end
of December 2005.

Supervisory employees that are hired or pro-
moted after July 1, 2005, must complete their
initial two hours of sexual harassment train-
ing within the first six months of their hire or
promotion date. This basic requirement trig-
gers several follow up questions with respect
to who needs to comply, how do you count
employees, how is a supervisor defined, and
what is included in the training?
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AB 1825 directly affects all businesses
that have 50 or more employees regardless
of where the 50 employees are located. All
50 do not have to be located in California.
For example, a company with 100 employ-
ees, with 80 employees outside of California
and 20 employees in California, must com-
ply. Furthermore, whether the supervisory
employee for the 20 California employees is
located in California or not, that supervisory
employee must be trained in compliance with
AB 1825.

COUNTING 5(

AB 1825 requires anyone that is “regularly
employed” or “regularly providing services”
to count toward the 50 employees. Therefore,
employers must count temp-agency staff, inde-
pendent contractors, and consultants, along
with their regular employees. It does not mat-
ter if workers are part time or full time, they
all count.
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