
New York State & New York City
Sexual Harassment & 

Discrimination Prevention Training



1. Understand the requirements of the new law

2. Understand Harassment vs. Discrimination

3. Resources available to protect employees

4. Company policy & procedures to handle complaint

5. How to identify issues and concerns

6. Responding to sexual harassment complaint

7. New York City – additional requirements
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Manager MUST Know



NYS & NYC Requirements & action at Sarku

1. A Policy in Place & a Complaint Form

 Employee handbook + New York Addendum

 Store poster of employee rights

 NYC Fact Sheets – confronting sexual harassment

2. Training of ALL employees – every year

 Newly hired within 30 days after hire

 Train-the-trainers (today)

 Refresher training (by MGR & OS)
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▪ NEW YORK STATE

▪Sexual Harassment  
Prevention Training

2023 Edition
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Case scenario

Video 
provided by 
NYC
(The Assistant 2019)

English: https://www.nyc.gov/assets/cchr/training/english/index.html

Spanish: https://www.nyc.gov/assets/cchr/training/spanish/index.html

Chinese: https://www.nyc.gov/assets/cchr/training/chinese/index.html

The New York City Commission on Human Rights has launched an online training program for 
employers based in New York City that is compliant with New York State requirements.
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Retaliation, 
Gender Identity,
Gender Expression 
& Sexual Orientation

Video adopted from NYC harassment prevention training 



Certificate of completion 
NYC online training (45 min)
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** Type in your name and the company name
Save / Print in PDF or Screen Shot the certificate once completed
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Sexual harassment & discrimination are unacceptable

Today’s training will:

• Help you better understand what is considered sexual harassment &  

discrimination

• Show you how to report sexual harassment & discrimination

• Show you external reporting options

Goals for Today’s Training
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Sexual Harassment:

• Is a form of gender discrimination and is unlawful

• Includes harassment or discrimination on the basis of sex, gender, sexual  
orientation, self-identified or perceived sex, gender expression, gender identity  
and the status of being transgender.

• Is not limited to sexual contact, touching or expressions of a sexually  
suggestive nature

• Is unlawful when it subjects an individual to inferior terms, conditions, or  
privileges of employment.

What is Sexual Harassment?
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Two types of sexual harassment

1. Quid Pro Quo Sexual Harassment (“this for that”)

 Conditions of a job, promotion, or other work benefit in 
exchange for sex favors

2. Hostile work environment

 Unwelcome comments or conducts based on sex (gender) 
– creates an intimidating, hostile, or offensive work 
environment



5

What is Gender Identity?

Understanding gender diversity is essential to recognizing sexual  
harassment & gender discrimination.

Though there are many gender identities, the three most common ways people  
identify are:

• Cisgender: a person whose gender identity aligns with the sex they  
were assigned at birth.

• Transgender: a person whose gender identity is different than the sex  
they were assigned at birth.

• Non-Binary: a person who does not identify exclusively as a man or a  
woman. Some may identify as transgender, but not all do
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Any unwelcome conduct, either of a sexual nature or which is directed at an  
individual because of that individual’s gender identity when:

• The purpose or effect of the behavior interferes with an individual’s work  
performance or creates a hostile work environment;

• Employment depends on accepting the unwelcome behavior; or

• Employment decisions are based on an individual’s acceptance or rejection of  
the behavior

What Can Harassment or Discrimination Look  Like?
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Under New York State law, harassment does not need to be “severe or  
pervasive” to be unlawful.

• Any harassing conduct can be unlawful if it rises above “petty slights or trivial  
inconveniences.”

• Generally, any behavior in which an employee or covered individual is treated  
worse because of their gender (perceived or actual), sexual orientation, or  
gender expression is considered harassing or discriminatory behavior.

Intent does not affect whether behavior is harassment.

When Does Behavior Escalate to Harassment  or
Discrimination?

13



14

Bystander 
Intervention
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1. Interrupt the harassment by engaging with the individual being harassed and  
distracting them from the harassing behavior.

2. Ask a third-party to help intervene in the harassment.

3. Record or take notes on the harassment incident to benefit a future  
investigation.

4. Check in with the person who has been harassed after the incident, see how  
they are feeling and let them know the behavior was not ok.

5. Confront the harassers and name the behavior as inappropriate only when  
you feel safe.

5 Methods of Bystander Intervention
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Retaliation
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Any employee engaged in “protected activity” is protected by law from  
being retaliated against.

Protected activities include:

• Making a complaint about harassment or suspected harassment

• Providing information during an investigation

• Testifying in connection with complaint

Protected Activities
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Any action to alter an employee’s terms and conditions of employment
because that individual engaged in protected activities is retaliation.

Examples include (but are not limited to):

• Sudden changes in work schedule or work location

• Reduced hours or the assignment to less desirable shifts

• Publicly releasing an employee’s personnel files

What is Retaliation?
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A negative employment action is not retaliatory merely because it  
occurs after the employee engages in protected activity.

Employees are still subject to job requirements, but managers should be  
sensitive to discrimination’s impact when assessing job performance.

What is Not Retaliation?
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Supervisor’s
Responsibilities
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Supervisors and managers are held to a higher standard of behavior.

Supervisors and Managers are:

• Required to report any harassment reported to them or which they observe.

• Responsible for any harassment or discrimination they should have known  

about.

• Expected to model appropriate behavior.

A Supervisor's Responsibility
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Supervisors must report any harassment that they observe or know of,  

even if no one is objecting to it.

• Harassment must be promptly reported to the employer.

• Supervisors and managers will be subject to discipline for failing to report  

suspected sexual harassment.

• Supervisors and managers will also be subject to discipline for engaging in  

retaliation.

Mandatory Reporting
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What should I 
do if I am 
harassed?
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• If you experience or witness harassment or discrimination you are encouraged  

to report it internally.

• Behavior does not need to violate the law to violate our policy.

• Complaints may be made verbally, through email, or by complaint form.

• All complaints will be treated equally regardless of how they are reported.

What Should I Do If I Am Harassed?
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Anyone who witnesses or becomes aware of potential instances of sexual  
harassment should report it to a supervisor, manager, or designee.

It is unlawful for an employer to retaliate against you for reporting suspected  
sexual harassment or assisting in any investigation.

What Should I Do If I Witness Sexual  
Harassment?
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• Anyone who engages in sexual harassment, discrimination, or  

retaliation will be disciplined.

• An investigation of any complaint will be commenced promptly and  

completed as soon as possible.

• The investigation will be kept confidential to the extent possible.

• It is illegal to retaliate against any employee for their participation in an  

investigation.

Investigation and Corrective Action
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• We will conduct a prompt review of the allegations, and take any interim  

actions.

• Relevant documents, emails, or phone records will be requested, preserved,  

and obtained.

• Interviews will be conducted.

• The individual(s) who complained and the individual(s) accused of sexual  

harassment are notified of final determination and that appropriate  

administrative action has been taken.

Investigation Process
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Additional  
Protections  
and Remedies
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A complaint alleging violation of the Human Rights Law may be filed either  
with DHR or in NYS Supreme Court.

• Complaints may be filed with DHR any time within three years of the alleged  

sexual harassment.

• You do not need to have an attorney to file.

• More information: www.DHR.ny.gov or call 1-800-HARASS-3

NYS Division of Human Rights (DHR)
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▪ An individual can file a complaint with the EEOC anytime 
within 300 days from the alleged sexual harassment.

▪ You do not need to have an attorney to file.

▪ A complaint must be filed with the EEOC before you can file 
in federal court. 

▪ More information: www.EEOC.gov.

United States Equal Employment 
Opportunity Commission (EEOC)
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Many localities enforce laws protecting individuals from 
sexual harassment and discrimination.

▪ Contact your county, city or town to find out if laws exist.

Harassment may constitute a crime if it involves things 
like physical touching, coerced physical confinement or 
coerced sex acts. 

▪ Contact the local police department.

Local Protections
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A complaint alleging violation of the Human Rights Law 
within NYC may be filed with NYC Commission on 
Human Rights

▪ Call 311 & ask for “human rights”

▪ Call (212) 416-0197, or 

▪ Visit: www.NYC.gov/HumanRights

NYC Commission on Human Rights 
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Summary
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Discrimination is intersectional and often multiple identities impact our  
perceptions in the workplace and the treatment of coworkers.

Any harassment or discrimination based on a protected characteristic is  prohibited 
in the workplace and may lead to disciplinary action against the  perpetrator.

• Age, race, creed, color, national origin, sexual orientation, military status, sex,  disability, 
marital status, domestic violence victim status, gender identity or  expression, familial 
status, predisposing genetic characteristics, and criminal  history.

Much of the information presented in this training applies to all types of  
workplace harassment based on protected characteristics.

Other Types of Workplace Harassment
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Things you learned:

• How to recognize harassment and discrimination as inappropriate behavior.

• Harassment because of any protected characteristic is prohibited.

• Why workplace harassment is employment discrimination.

• All harassment should be reported.

• Supervisors and managers have a special responsibility to report harassment.

Summary
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We will provide you with a complaint form to report 
harassment and file complaints. Submit it to:

Human Resources at 1-888-352-6283

Email to hr@sarkujapan.com

You may also make reports verbally.

What Should I Do If I Am Harassed?
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Case examples

Video 
provided 
by NYS
(21 mins)

https://www.youtube.com/watch?v=zOM
nxOkKHQg
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Find the Complaint Form:

New York Addendum to the 

Sarku Japan Employee Handbook

For additional information, visit:
www.ny.gov/programs/combating-sexual-harassment-workplace

Important Resources

For anyone needing additional support, The New York State Domestic and Sexual  
Violence Hotline can be reached at:

Phone: 800-942-6906 or Text: 844-997-2121 39
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Participant 
form 

for today
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Questions?

Any questions after the webinar may be directed to USHR at 1-888-352-6283




