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Meet the Author
On January 31, 2006, Washington Governor Christine Gregoire signed House Bill
2661 prohibiting discrimination based on sexual orientation. The new law amends the
Washington Law Against Discrimination to include sexual orientation in the categories
of protected individuals under that law and defines sexual orientation as
"heterosexuality, homosexuality, bisexuality, and gender expression or identity." The
WLAD already prohibited discrimination based on race, creed, color, national origin,
families with children, sex, marital status, age, the presence of any sensory, mental, or
physical disability and the use of a trained dog guide or service animal by a disabled
person.
Under the new law, an employer may not: (1) refuse to hire a person; (2) discharge or bar a person from a
job; (3) discriminate in compensation or other terms or conditions of employment; or (4) print, circulate,
or use any discriminatory statement, advertisement, publication, job application form, or make any
inquiry in connection with prospective employment that is discriminatory on the basis of an individual's
sexual orientation. The WLAD is enforced through the Washington State Human Rights Commission and
private litigation. Remedies always include back pay and may include reinstatement, training to eliminate
the discriminatory practice and damages for emotional distress. The new law applies to all employers,
except those with fewer than eight employees, nonprofit religious or sectarian organizations, and "any
institute that is distinctly private in nature." However, even small employers should be mindful of the
potential for claims of wrongful termination in violation of public policy.
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To comply with the changes, employers should: (1) review and revise handbooks and personnel policies
and procedures to assure compliance with the new law; and (2) inform and train supervisors and managers
on the effect of the new law.
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