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I. INTRODUCTION
On February 28, 2018, the Committee on Women, chaired by Council Member Helen Rosenthal, and the Committee on Civil and Human Rights, chaired by Council Member Mathieu Eugene, will conduct a joint oversight hearing titled “Sexual Harassment Best Practices/Policies in New York City.” At the hearing, the Committees would seek information on sexual harassment policies and procedures at New York City (“NYC” or “City”) agencies and in the private sector. The Committees also hope to explore best practices and model sexual harassment policies in other jurisdictions. Those invited to testify include representatives from the City’s Commission on Gender Equity, Commission on Human Rights, the Department of Citywide Administrative Services, and Equal Employment Practices Commission, as well as businesses, advocacy groups, labor unions and other interested parties.

II. OVERVIEW: SEXUAL HARASSMENT

Sexual harassment is a form of sex discrimination that violates Title VII of the Civil Rights Act of 1964,
 New York State (NYS) laws and local laws.
 Generally, sexual harassment is a form of gender discrimination and includes unwelcome sexual advances, requests for sexual favors, or other verbal or physical conduct of a sexual nature.
 
In the wake of a national reckoning with sexual harassment and misconduct that has sparked the #MeToo Movement,
 which has led to the downfall of prominent individuals across all industries, jurisdictions across the country are reviewing sexual harassment policies in an effort to ensure greater protections for victims of such discrimination.

In Fiscal Year 2017, the New York District Office of the federal Equal Employment Opportunity Commission (EEOC), which administers and enforces civil rights laws against workplace discrimination,
 received nearly 7,000 complaints alleging sexual harassment.
 According to a 2016 federal EEOC report, studies have found that only six to 13 percent of individuals who experience harassment file a formal complaint.
 Thus, an estimated 87 to 94 percent of individuals did not file a formal complaint likely because “they anticipate and fear a number of reactions - disbelief of their claim; inaction on their claim; receipt of blame for causing the offending actions; social retaliation (including humiliation and ostracism); and professional retaliation, such as damage to their career and reputation.”

In NYC, the Commission on Human Rights (CCHR) reported that their investigations into sexual harassment increased by nearly 50 percent over the last two years, with 109 claims filed during the 2015-16 period, as compared to 73 percent during the 2013-14 period.
 As of December 2017, the CCHR is investigating 340 complaints of gender discrimination, of which 40 percent are claims of sexual and gender-based harassment, and 85 percent of which are workplace-related.

Federal 
Title VII of the Civil Rights Act of 1964 (Title VII) is a federal law that prohibits employment discrimination
 based on race, color, religion, sex and national origin.
 Sexual harassment is a form of sex discrimination,
 which is defined as “[u]nwelcome sexual advances, requests for sexual favors and other verbal or physical conduct of a sexual nature… when such actions explicitly or implicitly affects an individual’s employment, unreasonably interferes with an individual’s work performance, or creates an intimidating, hostile, or offensive work environment.”

Both the EEOC as well as NYS Human Rights Law recognize two forms of sexual harassment: a “hostile environment” and “quid quo pro.” Sexual harassment in the form of a hostile environment is unwelcome sexual conduct that “unreasonably interferes with an individual’s job performance” or creates an “intimidating, hostile or offensive working environment.”
 

Quid quo pro harassment occurs when “submission to or rejection of such conduct by an individual is used as the basis for employment decisions affecting such individual.”
 This can include “hiring, promotion, continued employment or any other terms conditions or privileges of employment.”
 Thus, only supervisors and managers, who have the authority to grant or withhold benefits, are considered to engage in such harassment.

Per the federal Equal Employment Opportunity (EEO) laws and regulations,
 discriminatory practices also include retaliation against an individual for filing a charge of discrimination, participating in an investigation, or opposing discriminatory practices.

Both victim and the harasser can identify as any gender, and the victim and harasser can be the same sex; the harasser can be the victim’s supervisor, a supervisor in another area, a co-worker, or someone who is not an employee of the employer, such as a client or customer.
 The victim does not have to be the harassed individual, it could be anyone affected by the conduct and unlawful sexual harassment may occur without economic injury to or discharge of the victim.
 
The EEOC is responsible for enforcing EEO laws, including Title VII, which generally applies to employers with 15 or more employees, including federal, state and local governments.
 If an employee or job applicant believes that they have been the victim of sexual harassment, they may file a Charge of Discrimination, which is a signed statement asserting that an employer, union or labor organization engaged in sexual harassment, within 300 days of the harassment.
 An individual, organization or agency may file a charge on behalf of the accuser in order to protect their identity.
 Such a Charge of Discrimination may be completed at an EEOC field office
 or via the EEOC Public Portal, after submitting an online inquiry and participating in an interview.

Individuals who have filed a Charge of Discrimination with the EEOC may register with the EEOC Public Portal in order to access their information to check the status of their claim.
 The EEOC Public Portal also allows registered users to update their contact information to ensure that it is current and accurate; upload a letter of representation from their attorney, if they have one; upload documents supporting their Charge; and request the Respondent’s Position Statement if one is submitted, and upload their response.

Within ten days of the filing date, the EEOC will send a notice of the Charge of Discrimination to the employer and, in some instances, recommend that both parties participate in a mediation program.
 Charges resolved through mediation are usually settled in less than three months.
 If a Charge of Discrimination does not go to mediation, or if mediation does not resolve the charge, the EEOC initiates an investigation, which may include interviews and requests for documents.
 If an employer refuses to cooperate with the investigation, the EEOC can issue an administrative subpoena to obtain documents, testimony or gain access to facilities.
 Such an investigation typically lasts for approximately ten months and once the investigation is over, both parties are notified of the result.

Additionally, an accuser may request a Notice of Right to Sue (via the EEOC Public Portal), which is necessary before filing a lawsuit in federal court.
 Generally, the EEOC is permitted 180 days to resolve the Charge of Discrimination prior to issuing such a Notice.
 If the EEOC is unable to determine whether the law was violated, they will send the accuser a Notice of Right to Sue.
 Federal employees or job applicants have similar protections but a different complaint process at the EEOC.
 
New York State

The NYS Human Rights Law (NYSHRL) is a state law that prohibits employment discrimination based on age, creed, race, color, sex, sexual orientation, national origin, marital status, disability, military status, domestic violence victim status, criminal or arrest record, or predisposing genetic characteristics.
 Sexual harassment is identified as a form of sex discrimination, in which it is prohibited for a NYS employer to “[e]ngage in unwelcome sexual advances, requests for sexual favors, or other verbal or physical conduct of a sexual nature… when submission to such conduct is made either explicitly or implicitly a term or condition of an individual’s employment; submission to or rejection of such conduct by an individual is used as the basis for employment decisions affecting such individual; or such conduct has the purpose or effect of unreasonably interfering with an individual’s work performance by creating an intimidating, hostile, or offensive working environment.”

According to the NYSHRL guidance document, examples of sexual harassment include “words, signs, jokes, pranks, intimidation or physical violence which are of a sexual nature, or which are directed at an individual because of their sex.”
 It “also consists of any unwanted verbal or physical advances, sexually explicit derogatory statements, or sexually discriminatory remarks made by someone in the workplace which are offensive or objectionable to the recipient, which cause the recipient discomfort or humiliation, or which interfere with the recipient’s job performance.”
 Further, sexual harassment can occur between men and women, or between individuals of the same sex, and sexual harassment that occurs because the victim is transgender is also unlawful.
 Furthermore, as of January 19, 2016, the NYSHRL allows sexual harassment claims to be filed against any employer, regardless of the number of employees in its employ.
 Previously, employees could not bring NYSHRL discrimination actions against employers with fewer than four employees.

The NYS Division of Human Rights (NYSDHR) was created to enforce the NYSHRL.
 If an individual believes that they have been discriminated against, they may file a complaint with the NYSDHR by filling out a complaint form available on its website.
 The complaint form must be notarized and, together with copies of any documents that might help the NYSDHR investigate the case, and submitted to a regional NYSDHR office
 via postal mail, personal delivery, email or fax.

Once a regional NYSDHR office receives a complaint, an investigation initiates with notifying the respondent(s).
 After resolving any questionable issues of jurisdiction, if applicable, a copy of the complaint will be forwarded to the federal EEOC.
 The investigation will be conducted using methods such as written inquiry, field investigation and investigatory conference and, in most cases, completed within 180 days.

Upon completing the investigation, the NYSDHR will determine whether discrimination has occurred and will notify the parties in writing.
 If no probable cause is found, or there is a lack of jurisdiction, the matter is dismissed but a complainant may appeal to the State Supreme Court within 60 days.
 If probable cause is found, the case will be presented in a public hearing.
 
At a public hearing, a NYSDHR attorney or agent will present the case in support of the complaint, if they do not choose to retain outside counsel, before an Administrative Law Judge.
 Such a hearing may last one or more days and the case may only be adjourned “for a good cause.”
 A Recommended Order is then prepared and sent to both parties for comment.
 A Commissioner’s Order either dismisses the complaint or finds discrimination, if the latter then the Commissioner may order the respondent to cease and desist and take appropriate action.
 Such action may include damages and/or back pay, and the Order may be appealed by either party to the State Supreme Court within 60 days.
 Within one year, the NYSDHR Compliance Investigation Unit will investigate whether the respondent has complied with the provisions of the Order.

New York City

The NYC Human Rights Law (NYCHRL) prohibits discrimination in employment, housing and public accommodations based on age, alienage or citizenship status, color, disability, gender (including sexual harassment), gender identity, marital status and partnership status, national origin, pregnancy, race, religion/creed, sexual orientation, status as a victim of domestic violence, sex offenses or stalking, and status as a veteran or active military service member.
 
The CCHR is responsible for enforcing the NYCHRL, and investigates complaints of discrimination from members of the public, including complaints of sexual harassment.
 The NYCHRL requires that the alleged act of discrimination have taken place within, or have sufficient connection to, NYC, and that such complaints must be filed within one year of the last alleged act of discrimination.
 Further, affirmative defenses to sexual assault liability under Title VII, normally available to an employer when an employee claims harassment by a supervisor, do not apply to sexual harassment claims asserted under the NYCHRL.

The Law Enforcement Bureau at the CCHR accepts discrimination claims from the public, initiates its own investigations on the City’s behalf, and employs an in-house testing program to help identify unlawful practices.
 An individual cannot file a complaint with the CCHR if they have already filed a discrimination complaint based on the same facts with any other court or agency, including the NYSDHR, the federal EEOC, and any state and federal court.
 
The Law Enforcement Bureau prosecutes those agency-filed actions when it determines there is probable cause to believe that an individual or entity has engaged in unlawful discriminatory practices before administrative law judges in a different City agency.
 A flowchart detailing the basic stages of the complaint process, as well as a short informative video, is publically accessible on the CCHR website.
 The administrative law judges provide reports and recommendations on liability, damages and penalties to the CCHR Commissioner, who then reviews the reports and recommendations and issues a final decision and order reviewable in NYS Court.
 The CCHR is also responsible for performing community outreach and providing education on the NYCHRL and human rights-related issues.

Violations of the NYCHRL could result in civil penalties imposed on responsible parties of up to $125,000 for violators, and up to $250,000 for violations that are the result of willful, wanton, or malicious conduct.
 There is no limit to the amount of compensatory damages CCHR may award a victim of discrimination.
 It can also require employers to attend trainings, change policies and inform employees of their rights.
 CCHR conducts trainings throughout the city, including trainings at city agencies.

New York City Agency Sexual Harassment Policy Requirements

The NYC Charter (“Charter”) provides that the head of every City agency must ensure that the agency does not discriminate against employees or applicants for employment, as prohibited by federal, state and local law.
 The Charter also requires the Department of Citywide Administrative Services (DCAS) to establish uniform procedures and standards to assist City agencies in instituting measures and programs to ensure equal employment opportunity.
 To this end, DCAS developed an Equal Employment Opportunity Policy (EEOP), as well as standards and procedures for City agencies to implement DCAS’ and the City’s legal obligations.
 The EEOP is distributed to each agency head, EEO Officer,
 General Counsel, Agency Personnel Officer, manager and supervisor.
 
The EEOP prohibits sexual harassment, that is, conduct or language of a sexual nature, which may include but is not limited to, vulgar language, abusive acts or language, hostility, physical aggression, intimidation or unequal treatment.
 Specific examples of sexual harassment include sexually suggestive remarks, pictures or gesture, verbal abuse or harassment of a sexual nature, subtle or direct propositions for sexual favors and any unnecessary touching, patting or pinching.

Equal Employment Practices Commission

The Equal Employment Practices Commission (EEPC) independently monitors and evaluates the City’s employment programs, practices, policies and procedures to ensure that each agency maintains a firm and effective, affirmative employment program of equal employment opportunity for protected groups who are employed by, or seek employment with, the NYC government.
 As part of its role, the EEPC tracks city agency compliance with federal, state and local laws, regulations, policies and procedures, including reviewing the discrimination and sexual harassment complaint and investigations procedures for individual agencies.
 The EEPC opines that it has jurisdiction over 140 city entities, and may conduct audits either routinely, or upon the request of the Civil Service Commission or CCHR.
 Where, as a result of an audit, a city agency is found to not be in compliance, the EEPC issues findings and recommendations for corrective actions.
 The EEPC does not have jurisdiction over individual complaints.

III. BEST PRACTICES IN OTHER JURISDICTIONS

NYC is home to some of the strongest anti-discrimination laws in the United States. However, best practices in other jurisdictions can act as a guide to improving sexual harassment policies in NYC. 
The #MeToo movement has initiated conversations about power and gender in the workplace, setting the stage for societal change. Since October 2017, at least five governors have issued executive orders concerned with sexual harassment policies, training and practices for state employees.
 
As complaints of vulgar and inappropriate comments and gestures against a former state legislator and his nominee for the Florida Public Service Commission surfaced, Florida Governor Rick Scott issued an executive order requiring each executive agency to designate an individual outside a direct supervisor to field sexual harassment complaints; an immediate investigation of each complaint; and mandatory training for new employees to address sexual harassment policies within a month of employment.
 In Louisiana, Governor John Bel Edwards, shortly after his deputy chief of staff resigned amid an investigation into sexual harassment claims against him, created a new task force responsible for reviewing current harassment and discrimination policies within every state agency that falls under the executive branch, and making recommendations for possible improvements.
 Similarly, Connecticut Governor Dannel Malloy directed the Connecticut Department of Administrative Services to determine whether state agencies are in compliance with training that is mandated by law and ordered a review of the state’s policies and procedures regarding sexual harassment prevention training within executive branch agencies.

Los Angeles, California
California’s Los Angeles County (“LA County”), which includes the City of Los Angeles, is one of the largest local governments in the country, with about 110,000 people in its employ.
 The LA County Policy of Equity (CPOE), which identifies sexual harassment as one of several forms of workplace discrimination, has a strict interpretation of what is considered inappropriate conduct toward others.
 For example, where California requires employers with 50 or more employees to provide at least two hours of “classroom or other effective interactive” sexual harassment training and education,
 LA County mandates that each department ensure all employees attend sexual harassment prevention training every two years, and acknowledge that they have taken the training, understand LA County’s policy on sexual harassment and will adhere to the policy, annually.
 Since 2011, when the CPOE was put into place, LA County has received about 27,000 workplace complaints, of which sexual harassment is among the top complaint categories.
 According to LA County Counsel Mary Wickham, since the CPOE was implemented, employment litigation costs have halved, from about $30 million to $15 million.

LA County employees may file reports online, in person, over the phone or anonymously.
 The LA County Equity Investigations Unit (CEIU), of the Department of Human Resources, is responsible for promptly, fully and fairly investigating reports/complaints of conduct that potentially violates the CPOE.
 The CEIU provides comprehensive investigation reports to the LA County Equity Oversight Panel (CEOP) for review.
 Based on its review, the CEOP makes recommendations to LA County Department Heads concerning the disposition and discipline recommended.
 The CPOE Complaint Process is clearly depicted in a flowchart accessible on the LA County’s website, and shows how different types of cases are processed.
 

In December 2017, LA County supervisors called for an evaluation of the effectiveness of sexual harassment training for new employees, as well as a survey of employees who filed complaints to gauge their thoughts on the process.
 LA County supervisors also recommended making the online link employees can use to file complaints easier to find.

The City of Los Angeles (LAC) has a sexual harassment discrimination complaint procedure with a policy that offers multiple avenues for an individual to report a complaint, including a Supervisor or a Department Sexual Harassment Counselor with their Department; a Citywide Sexual Harassment Counselor or the Office of Discrimination Complaint Resolution (ODCR) with the city; and the California Department of Fair Employment and Housing (DFEH) or the EEOC with the State of California or federal government.
 The LAC Personnel Department’s EEO Division responds on behalf of the city to discrimination complaints filed with external agencies (such as the EEOC and the DFEH), and investigates complaints filed internally with the ODCR.

On October 16, 2017, emboldened by the #MeToo movement, 147 women leaders in California politics, including legislators, senior legislative aides and lobbyists, released an open letter describing pervasive sexual abuse and harassment by powerful men in the workplace.
 The letter denounced the culture of sexual misconduct that “cuts across every industry and facet of our society,” detailed why such harassment and assault has been shrouded in secrecy and vowed to no longer tolerate the perpetrators or enablers of such behavior.
 To this end, the letter encourages women to share their stories, for allies to show support and to engage with We Said Enough, a campaign to “change the culture, establish independent accountability, and resource victims of discrimination, harassment and abuse.”
 In response to the letter, the California State Assembly and Senate pledged to hold public hearings to review their current sexual harassment policy, and the State Senate hired two outside firms to review its policies.

On November 28, 2017, the LAC City Council adopted a motion to amend the city’s Sexual Harassment Discrimination Complaint Procedure and Policy, implementing a centralized reporting hotline for city employees and the public to use to make sexual harassment complaints against city workers.
 Accordingly, the LAC Personnel Department was made responsible for reporting on the feasibility of creating a centralized sexual harassment and assault complaint hotline and website; reexamining the city’s sexual harassment policies to ensure the policies are victim-friendly and report back with any recommendations on changes to the policy; reporting to the LAC City Council with the number of sexual harassment complaints reported in the last five years, disaggregated by department; and conducting an anonymous survey of LAC employees regarding how to improve and streamline the process for reporting sexual harassment and assault.

Prior to adoption of the motion, the LAC Personnel Department’s EEO Division only recorded and tracked sexual harassment complaints filed with the city or with external agencies, and not those solely filed with, or investigated by, an employee’s department.

Effective December 15, 2017, all LAC departments and bureaus, including proprietary departments, are required to report any incident of sexual harassment involving an employee, customer, visitor, volunteer or contractor to their departmental human resources section within 48 hours of learning of the incident.
 Following the receipt of such a report, human resources managers are now responsible for transmitting a completed Incident Report form to the EEO Division.
 Additionally, LAC Mayor Eric Garcetti created a new working group tasked with assessing both current reporting processes and technology to enable the best process that serves all employees.

On January 17, 2018, the Harassment and Discrimination Initiative was formally launched and a new interdepartmental working group was created to conduct an in-depth analysis of the reporting and investigation process for sexual harassment and assault in LA, evaluate best practices and processes in other organizations, evaluate options for technical interventions, and create recommendations for policy, process and system changes based on the analysis conducted.
 This working group first met on February 23, 2018 and is expected to complete its review and develop recommendations in four to six months.

On January 24, 2018, the LAC Personnel Department conducted an implementation briefing on the new incident report form for department sexual harassment counselors and personnel officers.
 As of February 14, 2018, approximately two months since the new reporting protocol was established, the EEO Division has received 26 incident reports, of which only three would have come to the attention of EEO before the new reporting protocol existed.
 Among those reported incidents, the most—six of the 26—were submitted by the El Pueblo de Los Ángeles Historical Monument; the second most—four of the 26—were submitted by the LAC Department of Transportation, two of which were initiated by citizens/non-employees; and two were submitted anonymously, one toward the General Services Department and the other toward the Public Works Bureau of Street Lighting.

The number of sexual harassment-related complaints filed with the EEO Division prior to the implementation of the incident report form pales in comparison. In the five years between 2013 and 2017, the EEO Division received 35 such complaints, of which five were filed with external agencies and 30 were filed with ODCR.

Minneapolis, Minnesota

The Anti-Discrimination, Harassment and Retaliation Policy (“Policy”) for the City of Minneapolis, in Minnesota, prohibits sexual harassment in all aspects of employment and directs the Director of Human Resources to develop and maintain procedures to implement and support the Policy.
 Accordingly, employees must comply with all aspects of the Policy and procedures, including attending Policy training every three years.
 Additionally, if an employee has knowledge of, or believes that sexual harassment or retaliation has occurred or is occurring, even if they are not the target of such behavior, they are responsible for reporting it.
 The Human Resources director is responsible for establishing, managing and modifying procedures necessary to carry out and comply with the Policy, and to work with the Human Resources Investigative Unit to follow through with any complaints or investigations initiated under the Policy.
 Department heads are required to create an atmosphere free of sexual harassment and retaliation, and to take necessary action when a complaint has been received.
 Department leadership is also responsible for creating an atmosphere free of sexual harassment and retaliation, as well as promptly reporting complaints to the appropriate department head or to an employee of the Human Resources Department.


Employees can choose to report sexual harassment, either verbally or in writing, to a supervisor/manager/director, department head, human resources generalist, human resources director, the Employee Services Director of the Human Resources Department, the Investigative Unit of the Human Resources Department, or the City of Minneapolis Ethics Report Line, which can be reached by phone or online.
 
The Human Resources Department, via the Human Resources Investigative Unit or its designee, is responsible for conducting an effective, thorough and objective investigation into all allegations of sexual harassment, “even in situations where the complainant does not want an investigation to be conducted, or does not want any other action taken.”
 As such, employees are required to cooperate fully in any investigation undertaken by the City of Minneapolis.
 Upon completion of the investigation, a determination regarding the complaint will be made and results will be shared with the complainant as permitted by law.
 
If the investigation supports the allegation, the City of Minneapolis may take remedial action and/or take unilateral action, including the imposition of discipline on the offending employee, which may result in discipline up to and including suspension or discharge from employment with the City of Minneapolis.
 These procedures provide neither remedy nor relief to the complaining party.

During the fall of 2017, the City of Minneapolis launched Employee Resource Groups, one for women, one for racial minorities and one for military veterans, that meet monthly to communicate problems to management, talk with peers in a safe and comfortable environment and provide management a new way to interact with employees.
 In November 2017, the Minneapolis City Council asked the Human Resources Department as well as the city’s attorney and ethics officer, to consider feedback from the employee resource groups and review sexual harassment policies with the ultimate goals of increasing the awareness of reporting options and the independence of investigations.
Additionally, the City of Minneapolis is devoting more training to help managers develop skills for listening to employee concerns and how to come to achieve resolution.

IV. ISSUES AND CONCERNS

The #MeToo Movement encourages victims, mostly women, to share their stories of sexual abuse and harassment on social media. With regard to the high volume of #MeToo posts and the large number of people who saw those posts, Twitter analyses show just how prevalent this issue of sexual harassment in the workplace is and therefore just how important it is to address in a comprehensive and thoughtful way.

Although the NYC’s sexual harassment policies apply across all agencies, and include mechanisms for internal investigations, it is impossible to determine their effectiveness due to a lack of available concentrated data. 

For instance, the City does not openly report on sexual harassment claims among its agencies.
 Only with an accurate count of how many municipal workers have filed sexual harassment complaints; information on the nature of those complaints, including how they were investigated and the outcomes of those investigations; and studying trends of such complaints over time, can the City gain an initial understanding of the effectiveness of its sexual harassment policies and procedures. Additionally, such data may reveal the effectiveness of internal agency policies and investigations, and whether there should be uniformity in how the City discourages harassment and investigates claims. Employee resource groups, such as those created by the City of Minneapolis as previously discussed in this paper, can similarly reveal issues with NYC’s sexual harassment policies and procedures.
Second, the City does not regularly conduct workplace surveys. An anonymous workplace climate survey can measure of prevalence of sexual harassment within an agency, assess employees’ attitudes and awareness about sexual misconduct, and help the City identify ways to address the problem. Further, a survey seeking feedback from employees who have filed complaints can reveal ways to improve and streamline the process for reporting sexual harassment and assault. Moreover, such workplace surveys can identify how the City can encourage more victims of sexual harassment and assault to report the offender.
Third, there does not appear to be a standard citywide policy with regard to mandatory sexual harassment prevention training. Standardized sexual harassment training can increase awareness and sensitivity to the issue. Furthermore, many experts have scrutinized typical sexual harassment training. Accordingly to Susan Bisom-Rapp, Associate Dean at the Thomas Jefferson School of Law in San Diego, the ethos of such training and prevention is misguided; it does not function to solve the problem of sexual harassment but to avoid liability.
 Lauren Edelman, a professor of Law and Sociology at the University of California at Berkeley, calls such training, which may involve identifying instances of sexual harassment in an online questionnaire or attending a talk, “symbolic compliance.”
 As such, classroom or other interactive sexual harassment training and education, such as what has recently been made mandatory by Los Angeles County as previously discussed in this paper, can be even more effective at developing a thorough understanding, of both the issue and the City’s policy and procedures with regard to sexual harassment complaints.
V. CONCLUSION

At this hearing, the Committees would seek information on sexual harassment policies and procedures both citywide and at NYC agencies. The Committees are interested in reviewing such policies and procedures with the intention of identifying opportunities for improvement, including increasing sensitivity and awareness around the issue of sexual misconduct in the workplace, instituting preventative measures, encouraging victims to report, making the investigative process as thorough and efficient as possible, and implementing effective methods of recourse for both the offender and the victim. Further, the Committees are interested in hearing about best practices and model sexual harassment policies in other jurisdictions.
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