U.S. Department of Justice

Office of Justice Programs

Office for Civil Rights

Washington, D.C. 20531

January 7, 2016

Stella Larracas

Los Angeles Police Department
100 W 1st Street

Los Angeles, CA 90012

Re: Equal Employment Opportunity (EEO) Utilization Report for Los Angeles Police Department

Dear Ms. Stella Larracas,

The Office for Civil Rights, Office of Justice Programs, has reviewed and approved the Equal
Employment Opportunity (EEO) Utilization Report that you submitted in accordance with the grant
conditions set forth by either the Omnibus Crime Control and Safe Streets Act of 1968 (Safe Streets
Act), Juvenile Justice and Delinquency Prevention Act of 1974, the Victims of Crime Act of 1984 or
their implementing regulations. The approval of your EEO Utilization Report is effective for two years
from the date of this letter, and satisfies the EEO reporting requirement for all open Department of
Justice (DOJ) awards during the two-year period.

Your organization may, however, have additional civil rights compliance requirements if it receives funding
from grant programs other than the ones listed above. For example, if your organization is a recipient
of funding from the Office on Violence Against Women (OVW), your organization’s non-discrimination
policies and practices should also include prohibitions on discrimination on the bases of actual or perceived
sexual orientation and gender identity.

If you have any questions regarding this matter, please contact the Office for Civil Rights at (202) 307-
0690.

Sincerely,

X bt A ctot—

Michael L. Alston
Director
Signed by: MICHAEL ALSTON




EEOP Utilization Report

Wed Dec 02 20:15:37 EST 2015



Step 1: Introductory Information

Grant Title:
Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2014 COPS CPD Listen Program
City of Los Angeles/LAPD

Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2014 CKWX 0004
$99,962.00

213-486-0380

Grant Title:
Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2012 Solving Cold Cases
City of Los Angeles/LAPD

Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2012-DN-BX-K010
$500,000.00

213-486-0380

Grant Title:
Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2013 Port Security

City of Los Angeles/LAPD

Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Kevin Groves

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

EMW 2013 PU 00501
$356,250.00

213-486-0380
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Grant Title:

Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2014 Intellectual Property
Enforcement

City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Zephyr Fraser

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2014-ZP-BX-0003

$456,413.00

213-486-0380

Grant Title:
Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2014 Port Security Grant
City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
920012

Kevin Groves

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

EMW 2014 PU 00413
$1,713,135.00

213-486-0380

Grant Title:

Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2014 DNA Backlog Reduction
Program

City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2014-DN-BX-0035

$1,143,818.00

213-486-0380
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Grant Title:
Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2012 COPS Hiring
City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Peter Stickl

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2012-UL-WX-0004
$6,428,350.00

213-486-0380

Grant Title:

Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2015 Internet Crimes Against
Children Task Force Invited

City of Los Angeles/LAPD
Local Government Agency

100 W. 1st Street
Los Angeles, California
90012

Stella Larracas

100 W. 1st Street
Los Angeles, California
90012

Jacqueline O'Reilly

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2015-MC-FX-K007

$630,777.00

213-486-0380

Grant Title:

Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2014 Paul Coverdell Forensic
Science Improvement Grants
Program

City of Los Angeles/LAPD
Local Government Agency
100 1st Street

Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Christine Torres

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2014-CD-BX-0020

$168,980.00

213-486-0380

202-305-1978
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Grant Title:

Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2014 Internet Crimes Against
Children Task Force Invited

City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Jacqueline O'Reilly

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2012-MC-FX-K002

$1,838,263.00

213-486-0380

Grant Title:

Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2013 DNA Backlog Reduction
Program

City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Alan Spanbauer

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2013-DN-BX-0070

$1,287,833.00

213-486-0380

202-305-2436

Grant Title:

Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2015 DNA Capacity Enhancement
and Backlog Reduction Program

City of Los Angeles/LAPD
Local Government Agency

100 W. 1st Street
Los Angeles, California
90012

Stella Larracas

100 W. 1st Street
Los Angeles, California
90012

Alan Spanbauer

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2015-DN-BX-0115

$981,593.00

213-486-0380

202-305-2436
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Grant Title:
Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2009 COPS Technology
City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

_ Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2009-CK-WX-0532
$500,000.00

213-486-0380

Grant Title:

Grantee Name;
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2014 DNA Capacity Enhancement
and Backlog Reduction Program

City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
91748

Alan Spanbauer

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2014-DN-BX-0035

$1,143,818.00

213-486-0380

202-305-2436

Grant Title:
Grantee Name:
Grantee Type:
Address:

Contact Person:

Contact Address:

DOJ Grant Manager:

2014 Smart Policing - Solicited
City of Los Angeles/LAPD
Local Government Agency

100 W 1st Street
Los Angeles, California
90012

Stella Larracas

100 W 1st Street
Los Angeles, California
90012

Tarasa Yates

Grant Number:

Award Amount:

Telephone #:

DOJ Telephone #:

2009-DG-BX-0118
$899,959.00

213-486-0393

202-305-1780
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Policy Statement:
The Los Angeles Police Department abides by the City of Los Angeles' Discrimination Free Workplace Policy:

Whereas, existing Federal, State, and City laws prohibit discrimination in employment; and

Whereas, such laws have established a National, State, and City policy of prohibiting discrimination in the workplace; and
Whereas, one of the stated purposes of the Equal Employment Opportunity Program of the City of Los Angeles is to
ensure that the City does not discriminate in employment on the basis of race, color, religion, national origin, sex (with or
without sexually harassing conduct), age, disability, marital status, sexual orientation, creed, ancestry, medical condition
(cancer), Acquired Immune Deficiency Syndrome (AIDS) - acquired or perceived, or retaliation for having filed a

discrimination complaint or participating in a protected activity; and

Whereas, the City recognizes that all employees have va right to a workplace free from discriminatory actions, language, or
images.

(Copy of full document attached)
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Step 4b: Narrative Underutilization Analysis

With regard to those groups identified as under-represented on the Utilization Analysis Chart, the following circumstances
may help explain the numbers.

The ethnic categories used by the City are White, Black, Hispanic, Asian, American Indian, Filipino, and Other. We do not
track Native Hawaiian or Other Pacific Islander, nor do we track employees of Two or More Races. Similarly, the job
categories on the City's EEO reports include Paraprofessionals but not Protective Services Non-Sworn. Thus, this could
affect the utilization within categories. Also, when performing this analysis in the selection process, the City looks at how
many males and females are employed in the classification, but we do not break down each gender by ethnic group.

Women of most ethnic groups are under-represented in several categories. This is also evident during employment
examinations for these categories. The City has done substantial targeted outreach to organizations of women in the
trades and non-traditional occupations when these examinations are given, albeit with limited success.

For entry-level sworn classifications, recruitment goals are developed and strategies identified on ways to better attract
under-represented groups via recruiter outreach programs, media outreach, targeted recruitment activities, and City
resources or referral systems. For entry-level Police Officer hires in the Los Angeles Police Department (LAPD), a federal
consent decree requires comparison of LAPD hires for African-American and Hispanic officers against the labor force of
the five-county region. The same consent decree mandates that 25% of all officers hired by LAPD annually must be
female, and sets a long-term goal of a sworn workforce that is 20% female.

(Copy of full document attached)

Step 5 & 6: Objectives and Steps

1. Provide equal employment opportunities to Hispanic and Asian men when our organization fills vacancies in
the Professionals, Technicians, Protective Services, Aministrative Support and Skilled Craft categories.

a. Whenever the Personnel Department administers an examination, they will run a report from the City's payroll
system to identify the ethnic and gender composition of the incumbents in that particular classification and any feeder
classes if it is a promotional examination. (The ethnic categories used by the City are White, Black, Hispanic, Asian,
American Indian, Filipino, and Other, and pursuant to the City Charter, the City must promote from within whenever
practicable.)

b. The incumbent compositions will then be compared to the City of Los Angeles Labor Force Data derived from the
recent results collected by the U.S. Census Bureau.

c. If the Personnel Department identifies an under-represented group or groups in an examination for which
individuals not currently employed by the City can participate, the City will attempt to identify targeted recruitment
opportunities to attract applicants from the under-represented group(s).

d. If the examination is promotional and only current City employees can participate, the Personnel Department will
look at the composition of the feeder classifications to note whether targeted recruitment may be necessary in the
future.

e. The Personnel Department will ensure that subject matter experts who assist in examination development and
raters who evaluate the test and sit on the interview boards represent the diversity of the City's labor force.

f. The Personnel Department will also review the testing methodology. If a written test consistently results in
adverse outcomes, the City will consider other appropriate testing methodologies to assess job-related knowledge
and skills, such as performance tests or interviews.

2. Provide equal employment opportunities to Caucasian men when our organization fills vacancies in the
Professionals, Protective Services Non-Sworn, and Administrative Support categories.

a. Whenever the Personnel Department administers an examination, they will run a report from the City's payroll
system to identify the ethnic and gender composition of the incumbents in that particular classification and any feeder
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classes if it is a promotional examination. (The ethnic categories used by the City are White, Biack, Hispanic, Asian,
American Indian, Filipino, and Other, and pursuant to the City Charter, the City must promote from within whenever
practicable.)

b. The incumbent compositions will then be compared to the City of Los Angeles Labor Force Data derived from the
recent results collected by the U.S. Census Bureau.

c. If the Personnel Department identifies an under-represented group or groups in an examination for which
individuals not currently employed by the City can participate, the City will attempt to identify targeted recruitment
opportunities to attract applicants from the under-represented group(s).

d. If the examination is promotional and only current City employees can participate, the Personnel Department will
look at the composition of the feeder classifications to note whether targeted recruitment may be necessary in the
future.

e. The Personnel Department will ensure that subject matter experts who assist in examination development and
raters who evaluate the test and sit on the interview boards represent the diversity of the City's labor force.

f. The Personnel Department will also review the testing methodology. If a written test consistently results in
adverse outcomes, the City will consider other appropriate testing methodologies to assess job-related knowledge
and skills, such as performance tests or interviews.

3. Provide equal employment opportunities to women when our organization fills vacancies in the
Professionals, Protective Services Protective Service, Administrative Support, Skilled Craft and
Service/Maintenance categories.
a. Whenever the Personnel Department administers an examination, they will run a report from the City's payroll
system to identify the ethnic and gender composition of the incumbents in that particular classification and any feeder
classes if it is a promotional examination. (The ethnic categories used by the City are White, Black, Hispanic, Asian,

American Indian, Filipino, and Other, and pursuant to the City Charter, the City must promote from within whenever
practicable.)

b. The incumbent compositions will then be compared to the City of Los Angeles Labor Force Data derived from the
recent results collected by the U.S. Census Bureau.

c. If the Personnel Department identifies an under-represented group or groups in an examination for which
individuals not currently employed by the City can participate, the City will attempt to identify targeted recruitment
opportunities to attract applicants from the under-represented group(s).

d. If the examination is promotional and only current City employees can participate, the Personnel Department will
look at the composition of the feeder classifications to note whether targeted recruitment may be necessary in the
future.

e. The Personnel Department will ensure that subject matter experts who assist in examination development and
raters who evaluate the test and sit on the interview boards represent the diversity of the City's labor force.

f. The Personnel Department will also review the testing methodology. If a written test consistently results in
adverse outcomes, the City will consider other appropriate testing methodologies to assess job-related knowledge
and skills, such as performance tests or interviews.

Step 7a: Internal Dissemination
Within 30 days of receiving the U.S. Department of Justice's approval of the City's EEOP Short Form, a copy of the
document will be posted on the Los Angeles Police Department's intranet site.

Step 7b: External Dissemination
Within 30 days of receiving the U.S. Department of Justice's approval of the City's EEOP Short Form, a copy of the
document will be posted on the Los Angeles Police Department's internet site.
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Utilization Analysis Chart
Relevant Labor Market: Los Angeles County, California

Male Female
White | Hispanic | Black or |American| Asian Native | Twoor Other White | Hispanic | Black or |American| Asian Native | Twoor Other
Job Categories or Latino | African | Indian or Hawaiian| More or Latino | African | Indian or Hawaiian| More
American| Alaska or Other | Races American| Alaska or Other | Races
Native Pacific Native Pacific
Islander Islander
Officials/Administrators
Workforce #/% 6/32% 1/5% 0/0% 0/0% 2/111% 0/0% 0/0% 0/0% 4121% | 2111% 1/5% 0/0% 2/111% 1/5% 0/0% 0/0%
CLS #/% 180,790/3(71,660/13| 17,665/3 | 440/0% {55,960/10| 520/0% |3,385/1% |2,060/0% |107,895/1]54,430/10| 21,395/4 | 395/0% | 39,810/7 | 800/0% |2,675/0% |1,415/0%
2% % % % 9% % % %
Utilization #/% -1% -8% -3% -0% 1% -0% -1% -0% 2% 1% 1% -0% 3% 5% -0% -0%
Professionals
Workforce #/% 73/14% | 28/5% 30/6% 2/0% 61/12% | 24/5% 0/0% 5/1% 95/18% | 63/12% | 59/11% 0/0% 50/9% 37/7% 0/0% 0/0%
CLS #/% 238,045/2| 67,910/8 | 27,605/3 | 810/0% {88,540/10| 635/0% |5,430/1% |3,015/0% {204,465/2|88,260/10| 39,250/4 | 830/0% |101,055/1| 645/0% |6,215/1% |3,885/0%
7% % % % 3% % % 2%
Utilization #/% -13% -2% 3% 0% 1% 4% -1% 1% -5% 2% 7% -0% -2% 7% -1% -0%
Technicians
Workforce #/% 26/18% | 28/19% 6/4% 2/1% 11/8% 7/5% 0/0% 0/0% 21/14% | 13/9% | 15/10% 0/0% 11/8% 6/4% 0/0% 0/0%
CLS #/% 22,305/21|14,985/14]3,995/4% | 105/0% |14,490/14| 135/0% | 625/1% | 360/0% {14,215/13|14,340/14|6,635/6% | 100/0% {12,725/12| 45/0% | 455/0% | 570/1%
% % % % % %
Utilization #/% -3% 5% 0% 1% -6% 5% -1% -0% 1% -5% 4% -0% -4% 4% -0% -1%
Protective Services:
Sworn-Officials
Workforce #/% 985/32% | 856/28% | 330/11% | 5/0% 163/5% | 34/1% 0/0% 0/0% 273/19% | 242/8% | 119/4% 2/0% 39/1% 5/0% 1/0% 1/0%
CLS #/% 25,795/28{28,580/31|12,280/13| 305/0% |6,110/7% | 410/0% | 865/1% | 445/0% |4,465/5% |6,300/7% |5,040/5% | 120/0% | 755/1% | 175/0% | 205/0% | 250/0%
% % %
Utilization #/% 4% -3% -3% -0% -1% 1% -1% -0% 4% 1% -2% -0% 0% -0% -0% -0%
Protective Services:
Sworn-Patrol Officers
Workforce #/% 1765/26%12693/39%| 530/8% | 21/0% | 457/7% | 167/2% 0/0% 0/0% 357/5% | 619/9% | 126/2% 6/0% 62/1% 16/0% 0/0% 18/0%
Civilian Labor Force #/%  |40,160/10{168,260/4| 16,115/4 | 350/0% | 14,180/4 | 970/0% |1,490/0% |1,320/0% | 24,080/6 |106,465/2| 14,520/4 | 190/0% |9,200/2% | 970/0% |1,210/0% | 1,165/0%
% 2% % % % 7% %
Utilization #/% 16% -3% 4% 0% 3% 2% -0% -0% -1% -18% -2% 0% -1% -0% -0% -0%

Protective Services: Non-
sworn
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Male

Female

White | Hispanic | Black or {American| Asian Native Two or Other White | Hispanic | Black or |American| Asian Native Two or Other
. or Latino | African | Indianor Hawaiian| More or Latino | African | Indian or Hawaiian| More
Job Categories ] .
American| Alaska or Other | Races American| Alaska or Other | Races
Native Pacific Native Pacific
Islander Islander
Workforce #/% 42/9% 1161/33% | 87/18% 0/0% 24/5% 31/6% 0/0% 0/0% 11/2% | 69/14% | 59/12% 0/0% 4/1% 3/1% 0/0% 3/1%
CLS #/% 1,140/20 | 1,125/20 | 615/11% | 50/1% | 335/6% 0/0% 60/1% | 100/2% {610/11% | 1,065/19 | 490/9% 0/0% 45/1% 0/0% 30/1% 10/0%
% % %
Utilization #/% -12% 13% 7% 1% -1% 6% -1% -2% -9% -5% 3% 0% 0% 1% -1% 0%
Administrative Support
Workforce #/% 48/4% 65/5% 33/12% 1/0% 24/2% 30/2% 0/0% 0/0% | 139/10% | 449/33% | 436/32% | 6/0% 71/5% 59/4% 0/0% 4/0%
CLS #% 172,060/11197,735/1| 38,295/3 |1,040/0% | 81,415/7 |1,180/0% |5,370/0% | 3,815/0% {227,575/1|308,390/2| 71,065/6 | 1,685/0% |103,470/8|2,805/0% | 7,730/1% | 5,935/0%
4% 6% % % 9% 5% % %
Utilization #/% -10% -11% -1% -0% -5% 2% -0% -0% -8% 8% 26% 0% -3% 4% -1% -0%
Skilled Craft
Workforce #/% 58/41% | 51/36% | 11/8% 0/0% 15/11% 4/13% 0/0% 1/1% 1/1% 0/0% 1/1% 0/0% 0/0% 0/0% 0/0% 0/0%
CLS #/% 87,220/25|200,705/5| 14,875/4 | 635/0% | 23,945/7 | 545/0% |1,655/0% |1,755/0% |4,890/1% | 11,345/3 | 1,225/0% | 35/0% |3,580/1% | 20/0% | 115/0% | 160/0%
% 7% % % %
Utilization #/% 16% -21% 4% -0% 4% 3% -0% 0% -1% -3% 0% 0% -1% -0% -0% -0%
Service/Maintenance
Workforce #/% 4/11% | 18/47% | 9/24% 1/3% 2/5% 2/5% 0/0% 0/0% 1/3% 0/0% 1/3% 0/0% 0/0% 0/0% 0/0% 0/0%
CLS #/% 116,520/9|542,605/4| 42,375/3 | 1,140/0% | 61,565/5 | 2,065/0% | 4,245/0% | 3,965/0% | 85,825/7 |335,760/2| 37,515/3 | 910/0% | 64,650/5 | 1,060/0% | 3,480/0% | 3,070/0%
% 2% % Y% % 6% % %
Utilization #/% 2% 6% 20% 3% 1% 5% 0% -0% -4% -26% -0% -0% -5% -0% -0% -0%
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Significant Underutilization Chart

Male Female
White | Hispanic | Black or | American| Asian Native Two or Other White | Hispanic | Black or |American| Asian Native Two or Other
. or Latino | African | Indian or Hawaiian| More or Latino | African | Indianor Hawaiian| More
Job Categories i
American| Alaska or Other | Races American| Alaska or Other | Races
Native Pacific Native Pacific
Islander Islander
Professionals v v v
Technicians V4
Protective Services: v v v v v v v v
Sworn-Offi_ciaIs
Protective Services: v v v v v v Ve v
Sworn-Patrol Officers
Protective Services: Non- v v v v v v
sworn
Administrative Support v v v v v v v v
Skilled Craft v Y
Service/Maintenance v
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Law Enforcement Category Rank Chart

Male Female
White | Hispanic | Black or | American{ Asian Native | Twoor Other White | Hispanic | Black or |American| Asian Native Two or Other
Job Categories or Latino Afric‘an Indian or Hawaiian| More or Latino Afri(?an Indian or Hawaiian| More
American| Alaska or Other | Races American| Alaska or Other | Races
Native Pacific Native Pacific
Islander Islander

Chief of Police
Workforce #/% 1/100% 0/0% l 0/0% ! 0/0% l 0/0% l 0/0% 0/0% 0/0% 1 0/0% 0/0% l 0/0% 0/0% 0/0% ' 0/0% 0/0% 0/0%
Assistant Chief
Workforce #/% 0/0% [ 1/33% ] 1/33% l 0/0% ’ 0/0% I 0/0% 0/0% 0/0% ] 1/33% l 0/0% l 0/0% 0/0% 0/0% | 0/0% 0/0% 0/0%
Deputy Chief
Workforce #/% 4/44% 3/33% J 0/0% | 0/11% ' 1/11% l 0/0% 0/0% 0/0% ] 1711% l 0/0% I 0/0% 0/0% 0/0% l 0/0% 0/0% 0/0%
Commander
Workforce #/% 9/50% 2111% l 317% l 0/11% [ 2/11% ] 0/0% 0/0% 0/0% l 1/6% 1 0/0% [ 1/6% 0/0% 0/0% l 0/0% 0/0% 0/0%
Captain
Workforce #/% 27/35% | 18/23% | 10/13% I 0/5% I 4/5% l 111% 0/0% 0/0% [ 6/8% l 4/5% l 5/6% 0/0% 2/3% l 0/0% 0/0% 0/0%
Lieutenant
Workforce #/% 103/40% | 55/21% [ 33/13% 0/4% l 11/4% I 2/1% 0/0% 0/0% l 32/12% ] 12/5% 8/3% 0/0% 0/0% l 0/0% 0/0% 0/0%
Detective
Workforce #/% 434/28%1436/28%] 139/9% 2/6% l 87/6% { 18/1% 0/0% 0/0% ! 145/9% ]175/1 1%[ 77/5% 0/0% 25/12% ’ 4/10% 0/0% | 1/0%
Sergeant
Workforce #/% 407/35% | 341/30% | 144/13% | 3/5% l 58/5% l 13/1% 0/0% 0/0% I 87/8% ] 51/4% 28/2% 2/0% 1211% I 1/0% 1/0% 0/0%
Protective Services:
Sworn-Patrol Officers
Workforce #/% 1765/26%12693/39%| 530/8% | 21/7% l 457/7% l 167/2% 0/0% 0/0% 1 357/5% | 619/9% l 126/2% 6/0% 62/1% 16/0% 0/0% 18/0%
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I understand the regulatory obligation under 28 C.F.R. § 42.301-.308 to collect and maintain
extensive employment data by race, national origin, and sex, even though our organization may not
use all of this data in completing the EEOP Utilization Report.

| have reviewed the foregoing EEOP Utilization Report and certify the accuracy of the reported
workforce data and our organization's employment policies.

Certified As Final By: Francois Gardere Assistant Commanding Officer 12-02-2015

[signature] [title] [date]
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| understand the regulatory obligation under 28 C.F.R. § 42.301-.308 to collect and maintain
extensive employment data by race, national origin, and sex, even though our organization may not
use all of this data in completing the EEOP Ultilization Report.

| have reviewed the foregoing EEOP Utilization Report and certify the accuracy of the reported
workforce data and our organization's employment policies.

Asistunt Commanding offreer
Adminiske, re. Services Breas N2 —15—
[signayf % [title] [date]
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CITY OF LOS ANGELES

DISCRIMINATION FREE WORKPLACE POLICY
RESOLUTION

WHEREAS, existing Federal, State, and City laws prohibit discrimination in employment; and

WHEREAS, such laws have established a National, State, and City policy of prohibiting discrimination in the
workplace; and

WHEREAS, one of the stated purposes of the Affirmative Action Program of the City of Los Angeles is to
ensure that the City does not discriminate in employment on the basis of race, color, religion, national origin, sex (with
or without sexually harassing conduct), age, disability, marital status, sexual orientation', creed, ancestry, medical
condition (cancer), Acquired Immune Deficiency Syndrome (AIDS) - acquired or perceived, or retaliation for having
filed a discrimination complaint or participating in a protected activity’; and

WHEREAS, the City recognizes that all employees have a right to a workplace free from discriminatory
actions, language, or images;

NOW, THEREFORE, BE IT RESOLVED THAT:

I.  All employees and non-employees’ are responsible to NOT engage in any discriminatory activities while in the
workplace, including, but not limited to: jokes of a racial, ethnic, or sexual nature; cartoons or images that
derogatorily depict or describe differences associated with gender, religious groups, nationalities, sexual orientation,
or the disabled; slang words or derogatory terms that describe ethnic groups, sexes, sexual orientation, or races;
imitating accents associated with specific ethnic groups or nationalities; or, labeling employees with specific
characteristics based on their race, ethnicity, sex, disability, religion, or sexual orientation. Employees who are
found to be participating in this type of activity at work will be disciplined for violating City affirmative action/equal
employment opportunity policies.

2. Supervisors and employees who function in a supervisory capaci\:y‘1 who either participate in any of the above-
mentioned discriminatory activities, or who knowingly allow verbal or visual discrimination to occur in the workplace

! Original resolution uses “preference(s).” This version, updated in July 1998, has replaced preference(s) with “orientation”
throughout,

2 Protected activity includes, but is not limited to opposition to prohibited discrimination or participation in the statutory
complaint process.

$Harassment by anyone in the workplace is prohlblted and an employer cannot claim lack of knowledge as a defense to such
harassment if it did not make clear to employees that they can bring such misconduct to the attention of management and
that such complaints will be addressed.

* An individual qualifies as an employee’s “supervisor” if the individual has authority to undertake or recommend tangible
employment decisions affecting the employee, or has the authority to direct the employee’s daily work activities.



and do not take action to eliminate the activity, will be disciplined for failing to

carry out their supervisory responsibilities and for violating City affirmative action/equal employment opportunity
policies. ‘

3. ltshall be the responsibility of all department and bureau heads to ensure that:

a. Management acknowledges and accepts as a top priority its responsibility to eliminate discriminatory -
langnage and images from the workplace.

b. All employees are informed of ther rights to a discrimination free work environment, and the
appropriate steps that employees can take if they believe that these rights have been violated.

c. All complaints of discriminatory activities in the workplace that come to the attention of management
are investigated promptly and appropriate corrective action is taken, including disciplinary action
where necessary.

4,  The following summary of the Policies of the Personne] Department is incorporated into this Resolution.
Specifically, Policy 33 applies to disciplinary actions that can be assessed against employees (of all
levels) for inappropriate actions, or inactions, as they relate to eliminating discriminatory activities in the
workplace. The appropriate discipline from the range shown below would depend on the maliciousness

of the offense, the frequency of its occurrence, and any extenuating or exacerbating circumstances.

RANGE OF DISCIPLINARY
OFFENSE ACTION
»  Making derogatory racial, ethnic, or sexual remarks in Oral Warning to Discharge
the presence of the public or other employees while on
duty.
»  Failure, after counseling, to assume or carry out Written Notice to Discharge
affirmative action responsibilities specified in the City's
and department's Affirmative Action Program.
»  Failure to hire eligibles, or to promote, train, or apply 1 Day Suspension to Discharge

disciplinary actions equally to employees regardless of
race, national origin, sex, age, religion, sexual
orientation, disability, or any other protected basis.

NOTE:  The City's Affirmative Action Program requires all supervisors to maintain a work
environment that is free from harassmeni of any kind, and to take corrective
action when necessary.

(1-EEO: 14.wpd) Adopted by the City Council on February 12, 1992
Revised October 1, 1999



4b: Narrative Underutilization Analysis

With regard to those groups identified as under-represented on the Utilization Analysis Chart, the
following circumstances may help explain the numbers.

The ethnic categories used by the City are White, Black, Hispanic, Asian, American Indian,
Filipino, and Other. We do not track Native Hawaiian or Other Pacific Islander, nor do we track
employees of Two or More Races. Similarly, the job categories on the City's EEO reports
include Paraprofessionals but not Protective Services Non-Sworn. Thus, this could affect the
utilization within categories. Also, when performing this analysis in the selection process, the
City looks at how many males and females are employed in the classification, but we do not
break down each gender by ethnic group.

Women of most ethnic groups are under-represented in several categories. This is also evident
during employment examinations for these categories. The City has done substantial targeted
outreach to organizations of women in the trades and non-traditional occupations when these
examinations are given, albeit with limited success.

For entry-level sworn classifications, recruitment goals are developed and strategies identified on
ways to better attract under-represented groups via recruiter outreach programs, media outreach,
targeted recruitment activities, and City resources or referral systems. For entry-level Police
Officer hires in the Los Angeles Police Department (LAPD), a federal consent decree requires
comparison of LAPD hires for African-American and Hispanic officers against the labor force of
the five-county region. The same consent decree mandates that 25% of all officers hired by
LAPD annually must be female, and sets a long-term goal of a sworn workforce that is 20%
female.

The under-representation of Hispanics in certain categories may be the result of the significant
increase in recent years of the proportion of the population that is Hispanic. There is frequently a
lag time before the increased numbers are reflected in the higher level positions, since most of
the civil service classifications in the City are promotional, which require current City
employment and frequently many years of experience in order to qualify.

The under-representation of Caucasians in many categories may be a reflection of the fact that
DOJ is using Los Angeles County Labor Force Data and the City uses the City Labor Force
Data. The percentage of the City that is Caucasian is smaller than that of the County. Another
factor contributing to Caucasian under-representation may be the very successful efforts of the
City over the years to diversify its workforce.



Step 7a: Internal Dissemination

Within 30 days of receiving the U.S. Department of Justice’s approval of the Los Angeles Police
Department’s EEOP Short Form, a copy of the document will be posted on the Department’s
intranet site. A copy of the EEOP Short Form will also be posted in Personnel Division and
copies will be made available to all employees, upon request.

Step 7b: External Dissemination

Within 30 days of receiving the U.S. Department of Justice’s approval of the Los Angeles Police
Department’s EEOP Short Form, a copy of the document will be posted on the Department’s
internet site and copies will be made readily available to the public, upon request.



