
AB1825 Training Requirements 

Employers that do business in California and have "50 or more employees," as well 
as all public employers, must provide at least two hours of sexual harassment 
training every two years to each supervisory employee and to all new supervisory 
employees within six months of their assumption of a supervisory position. 

The phrase "50 or more employees" is defined by the FEHA regulations to include part- 
and full-time employees, temporary workers and contractors who are employed or 
engaged by the organization (including employees located outside the state of 
California)for each workday in any 20 consecutive weeks in the current or preceding 
calendar year. (§11024(a)).  

Employers can choose to retrain supervisors on their individual two-year training date or 
designate a "training year" during which all supervisors will be retrained, as long as no 
supervisor goes more than two years between trainings. 

Types of Training 

State regulations identify the acceptable modes of "effective interactive training" as the 
following: 

1. " 'Classroom' training is in-person, trainer-instruction, whose content is created 
by a trainer and provided to a supervisor by a trainer, in a setting removed from 
the supervisor's daily duties. 

2. 'E-learning' training is individualized, interactive, computer-based training created 
by a trainer and an instructional designer. An e-learning training shall provide a 
link or directions on how to contact a trainer who shall be available to answer 
questions and to provide guidance and assistance about the training within a 
reasonable period of time after the supervisor asks the question, but no more 
than two business days after the question is asked. The trainer shall maintain all 
written questions received, and all written responses or guidance provided, for a 
period of two years after the date of the response.  

3. 'Webinar' training is an internet-based seminar whose content is created and 
taught by a trainer and transmitted over the internet or intranet in real time. An 
employer utilizing a webinar for its supervisors must document and demonstrate 
that each supervisor who was not physically present in the same room as the 
trainer nonetheless attended the entire training and actively participated with the 
training's interactive content, discussion questions, hypothetical scenarios, polls, 
quizzes or tests, and activities. The webinar must provide the supervisors an 
opportunity to ask questions, to have them answered and otherwise to seek 
guidance and assistance. For a period of two years after the date of the webinar, 
the employer shall maintain a copy of the webinar, all written materials used by 
the trainer and all written questions submitted during the webinar, and document 
all written responses or guidance the trainer provided during the webinar. 



4. Other 'effective interactive training' and education includes the use of audio, 
video or computer technology in conjunction with classroom, webinar and/or e-
learning training. These, however, are supplemental tools that cannot, by 
themselves, fulfill the requirements of this subdivision. 

5. For any of the above training methods, the instruction shall include questions that 
assess learning, skill-building activities that assess the supervisor's application 
and understanding of content learned, and numerous hypothetical scenarios 
about harassment, each with one or more discussion questions so that 
supervisors remain engaged in the training. Examples include pre- or post-
training quizzes or tests, small group discussion questions, discussion questions 
that accompany hypothetical fact scenarios, use of brief scenarios discussed in 
small groups or by the entire group, or any other learning activity geared towards 
ensuring interactive participation as well as the ability to apply what is learned to 
the supervisor's work environment." (§11024(a)) 

Regardless of the mode of training, the length must be at least two hours. E-learning 
providers must be certain that the program takes at least two hours to complete. Each 
mode of training must provide an opportunity for the attendee to obtain answers to 
questions within two business days of the training. E-learning training must include a 
hyperlink or directions on how to contact a live trainer (2 C.C.R. §7288.0(a)(11)(C)).   

Qualified trainers 

Qualified trainers can be attorneys, professors or instructors, HR professionals, or 
harassment prevention consultants. Attorneys must have been admitted to practice in 
any jurisdiction in the United States for at least two years and have employment law 
issues related to Title VII of the Civil Rights Act of 1964 or to the FEHA as part of their 
practices. Professors and educators must have either a postgraduate degree or a 
California teaching credential and either 20 hours of instruction or two years of 
experience teaching employment law as it applies to the FEHA or Title VII.  

HR professionals or harassment prevention consultants "working as employees or 
independent contractors must have a minimum of two years of practical experience in 
one or more of the following: 

 Designing or conducting discrimination, retaliation and sexual harassment 
prevention training. 

 Responding to sexual harassment complaints or other discrimination complaints. 
 Conducting investigations of sexual harassment complaints. 
 Advising employers or employees regarding discrimination, retaliation and sexual 

harassment prevention." (§11024(a)) 

Individuals who do not meet the qualifications of a trainer as an attorney, HR 
professional, harassment prevention consultant, professor or instructor because they 



lack the requisite years of experience may team-teach with a trainer in classroom or 
webinar settings provided that the trainer supervises these individuals and that the 
trainer is available throughout the training session to answer questions from attendees. 

All trainers must have the ability to teach about the following topics: 

 Identifying unlawful harassment, discriminatory and retaliatory behavior under 
both the FEHA and federal law. 

 Steps to address harassment in the workplace. 
 Reporting complaints of harassment. 
 Reporting obligation of supervisors when aware of harassment, discrimination or 

retaliation. 
 Responding to complaints of harassment. 
 Employer's obligation to conduct an investigation. 
 Identifying retaliation and how to avoid it. 
 Essential components of a policy against harassment. 
 Effect of harassment on the harasser, victims, employers and co-workers. 

(§11024(a)) 

Abusive conduct standard 

As of January 1, 2015, amendment AB 2053 requires all California employers subject to 
the mandatory training requirement under AB 1825 to include a component on 
preventing "abusive conduct."  

Under the amendment, "abusive conduct" means "conduct of an employer or employee 
in the workplace, with malice, that a reasonable person would find hostile, offensive, 
and unrelated to an employer's legitimate business interests. Abusive conduct may 
include repeated infliction of verbal abuse, such as the use of derogatory remarks, 
insults, and epithets, verbal or physical conduct that a reasonable person would find 
threatening, intimidating, or humiliating, or the gratuitous sabotage or undermining of a 
person's work performance. A single act shall not constitute abusive conduct, unless 
especially severe and egregious." (AB 2053) 

Training objectives 

Per the regulations, "The learning objectives of the training mandated by Government 
Code section 12950.1 shall be: 

1. to assist California employers in changing or modifying workplace behaviors that 
create or contribute to "sexual harassment," as that term is defined in California 
and federal law; 

2. to provide trainees with information related to the negative effects of abusive 
conduct (as defined in Government Code section 12950.1(g)(2)) in the 
workplace; and 



3. to develop, foster, and encourage a set of values in supervisory employees who 
complete mandated training that will assist them in preventing, and effectively 
responding to incidents of sexual harassment, and implementing mechanisms to 
promptly address and correct wrongful behavior." (§11024(b)) 

Training content 

Under AB 1825, and as amended by AB 2053 and the revised FEHA regulations, 
required sexual harassment training must at the minimum include: 

 FEHA and Title VII definitions of unlawful sexual harassment (employers may 
wish to define and train on other forms of harassment and discrimination). 

 Federal and state statutory and case law principles. 
 The types of conduct that constitute harassment. 
 Harassment prevention of lesbian, gay, bisexual and transgender (LGBT) 

employees—as well as those who are perceived as LGBT. 
 Prevention of abusive conduct. 
 Available remedies for victims of harassment via civil actions and the potential 

liability for employers and individuals. 
 Harassment prevention strategies. 
 Supervisor's personal obligation to report any harassment, discrimination or 

retaliation immediately on becoming aware. 
 Practical illustrative examples of harassment (real cases or hypotheticals) using 

role plays, case studies, group discussions or other methods. 
 An explanation of limited confidentiality during the harassment complaint and 

investigation process. 
 Resources for victims (such as to whom they should report harassment). 
 Appropriate remedial steps to correct harassing behavior, including the 

employer's obligation to effectively investigate harassment. 
 What a supervisor should do if accused of harassment. 
 Essential elements of an anti-harassment policy including the supervisor's role in 

the complaint procedure (provide the supervisor with a copy of the company's 
harassment prevention policy and obtain acknowledgement that he or she has 
received and read the policy). 

Prevention of abusive conduct should be covered in a meaningful manner: 

A review of the definition of "abusive conduct" as used in this context (and as defined by 
Government Code section 12950.1(g)(2)). The training should explain the negative 
effects that abusive conduct has on the victim of the conduct as well as others in the 
workplace. The discussion should also include information about the detrimental 
consequences of this conduct on employers—including a reduction in productivity and 
morale. The training should specifically discuss the elements of "abusive conduct," 
including conduct undertaken with malice that a reasonable person would find hostile or 
offensive and that is not related to an employer's legitimate business interests (including 



performance standards). Examples of abusive conduct may include repeated infliction 
of verbal abuse, such as the use of derogatory remarks, insults, epithets, verbal or 
physical conduct that a reasonable person would find threatening, intimidating, or 
humiliating, or the gratuitous sabotage or undermining of a person's work performance. 
Finally, the training should emphasize that a single act shall not constitute abusive 
conduct, unless the act is especially severe or egregious. While there is not a specific 
amount of time or ratio of the training that needs to be dedicated to the prevention of 
abusive conduct, it should be covered in a meaningful manner. (§11024(c)) 

Record Retention 

The requirements for sexual harassment prevention training record maintenance fall 
under both AB 1825 and revised FEHA regulations. Employers must keep all of the 
following training records for at least two years: 

 Date of training. 
 Names of attendees (the supervisors being trained). 
 Names of trainers or training providers. 
 Types of training (e.g., classroom, webinar, e-learning). 
 Sign-in sheet. 
 Copies of all written training materials (e.g., company policies and procedures, 

handouts, exercises, quizzes). 
 Copies of all recorded training materials (e.g., videos, webinars). 
 Copies of all written questions received and all written responses or guidance 

provided during any webinar or e-learning. 
 Copies of any certificates provided (certificate of completion or certificate of 

attendance). (§11024(b)) 

 


