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FACT SHEET

Untangling the Web of Overlapping 
Training Requirements 

Here are the most Frequently Asked Questions about training requirements:

When do the laws go into effect?

• The state law will become effective on October 9, 2018.
• The NYC law will require annual training starting April 1, 2019.

Who must receive training?

• The state law requires employers to provide sexual harassment prevention 
training to ALL New York employees.

• For the NYC law, employers with 15 or more employees must provide 
training for all employees (including interns) who are employed in New York 
City.

How often must you train?

• The state law specifically calls for yearly training.
• While the City law does not specifically say how often the training must 

take place, that question is answered by the state requirement mandating 
annual training. Additionally, the City training requires that all NYC hires 
receive training within 90 days of hire (although there is an exception if 
the new employee has received training that complies with the law at a 
previous employer). 

What mandates do the two laws have in common?

• Both the City and State will develop model training programs, though 
lawmakers who wrote both laws make it clear that employers may 
implement other training, as long as it meets or exceeds the legal 
requirements.

• Both laws require that the training provided by interactive. The City law 
defines that as “participatory teaching whereby the trainee is engaged in a 
trainer-trainee interaction, use of audio-visuals, computer or online training 
program or other participatory forms of training…” Our previous article 
summarizing the NYC law provides further clarification on how to satisfy 
this requirement.  

As Deadlines for New 
York Sexual Harassment 
Prevention Mandates 
Get Closer, Employers 
Seek Answers on How to 

Comply

The preamble to the NY State 
law aimed at preventing 
workplace sexual harassment 
indicates that “this bill enacts a 
multi-faceted approach to help 
prevent sexual harassment 
in the workplace, ensure 
accountability, and combat the 
culture of silence that victims 
face.” It goes on to say that 
“this bill will help ensure that all 
employees are provided with a 
safer work environment.”

Some of the newly enacted 
mandates go into effect in just a 
few weeks which has left many 
employers with operations in 
New York state and/or New York 
City wondering what obligations 
they have related to these new 
mandates. 

If this describes you, here is a 
rundown of what you need to 
know…



• For the most part, both laws also coincide in terms of content. Although 
worded in slightly different ways, both laws require that the training address:

 ° The definition of unlawful sexual harassment;
 ° Examples of unlawful harassment (the City law says the training should 
discuss what harassment is and isn’t through the use of practical 
examples);

 ° Information on how to report harassment, both internally and externally;
 ° An explanation of retaliation and a statement regarding the prohibition 
of retaliatory conduct; and

 ° An explanation for supervisors to help them understand their 
responsibilities – to refrain from engaging in harassing conduct, and to 
report conduct they observe or know about.

Where do the laws differ as it relates to training?

• The NYC law specifically requires that the training cover bystander 
intervention. Although the State law does not have a similar requirement, 
this is a trend when it comes to training and state employers should strongly 
consider including bystander training in their harassment prevention 
programs.

• The City law also requires employers to generate and maintain records of 
all training sessions, including signed acknowledgements. These records 
must be kept for three years. Again, although the State did not address 
this specific requirement, it’s always a best practice to keep these types of 
training records.

Takeaways and Action Items

Training

Since the State and City requirements overlap in some instances but differ 
in others, the best practice will be to meet the more rigorous standards to 
ensure compliance:

• Immediately begin to schedule yearly training sessions for ALL employees 
and develop a training calendar

• Provide one-hour training for all employees on a yearly basis, regardless of 
employer size

• Make sure new hires are either trained upon hire, or obtain proof that they 
received adequate training at a previous employer

• For content, make sure to provide definitions and examples – not only of 
unlawful harassment, but less severe but prohibited behavior that, if left 
unaddressed, could escalate

• Content should also address complaint mechanisms, issues related to 
retaliation and bystander intervention

• Make sure the training is interactive, including giving employees the ability to 
ask questions and have them answered by subject matter experts

• Make sure you maintain records and that you have a mechanism through 
which you can easily produce a report to show compliance

 

The state law requires 
employers to provide 

sexual harassment 
prevention training 

to ALL New York 
employees.


