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About

WOMEN + GIRLS
INITIATIVE
On December 13, 2016, the Board of Supervisors adopted a motion
establishing the Los Angeles County Initiative on Women and Girls (WGI).
Through partnership with County departments and public partners,
the WGI aims to establish Los Angeles County as a leader in creating
opportunities and improving outcomes for women and girls. To support
these efforts, the WGI will apply a gender lens when the County acts as an
employer, a service provider, and as a partner to enhance equity and justice,
increase leadership opportunities and capacity, and create innovative
pathways and partnerships.
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Employee Climate Survey Analysis

EXECUTIVE SUMMARY
INTRODUCTION
The “Los Angeles County Employee Climate Survey” was created in partnership with the Chief
Executive Office, Women and Girls Initiative, Department of Human Resources (DHR) and County
Counsel to take the temperature of various aspects of County culture and establish baseline
measures concerning employee satisfaction and perceptions of fairness in the County workforce.
These findings represent an opportunity to work in partnership with the departments to enhance
departmental operations by elevating best practices, identifying opportunities for innovation and
providing recommendations to be adopted by departments. Our goal is to conduct this survey
bi-annually in order to track these important measures to assist the County in its efforts to attract,
develop, and retain diverse talent pools and heighten the cultural competencies by County
leadership and its workforce.1 The findings and recommendations provided in this summary are
not meant to be prescriptive, but to give a snap shot of current employee perceptions of their work
environments and resources to enhance perceptions of gender equity and equitable outcomes
through a series of evidence-based recommendations. When this report references "County
employees," it is referencing only the County employees (35%) who responded to the survey.

SURVEY VALIDATION
The “Los Angeles County Employee Climate Survey” was fielded on March 11, 2019. The survey
population was County employees, excluding contract employees and some hourly employees
with no access to email or the internet at their workstations. The overall response rate was 35%
(36,103 individual employee respondents), representing all departments within the County.2 Of
the respondents, nearly 70% completed the survey. Among respondents, females were overrepresented by approximately 5% and males were under-represented by approximately 10%.
5% of respondents reported being gender non-binary3 and 4% of respondents declined to state
their gender. Respondents closely mirrored the actual composition of the County workforce
across all age categories, by about one to four percent. Respondents also closely mirrored the
composition of the County workforce among most racial categories. The majority of those
surveyed have had lengthy careers with the County, similar to the length of service of the current
County workforce. Given the close match of our respondent pool to actual employment data we
are confident that our aggregate response mirrors the larger County employee population.4
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KEY FINDINGS
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•

Employees are generally happy with working for the County and a majority would recommend
their department as an employer to their friends.

•

A majority of employees feel respected by their co-workers and 1/3 report being recognized
with honors or awards for their work.

•

Across genders, about 1 in 3 employees reported having effective mentorship; with substantially
more employees reporting participating as a mentor and/or a mentee in informal mentorship
programs over formal mentorship programs.

•

Half of the employees felt they were being paid fairly for the work they performed and that
their pay was equal to other employees performing similar work. Female agreement with
these statements was lower than male employees' level of agreement.

•

A majority of employees felt supported by the County and their supervisors when taking
protected leaves of absence, but 1/3 felt that taking such leaves or focusing on managing
family demands might harm their careers.

•

There were no significant differences between how employees of male and female supervisors
perceived their supervisors' attention to workplace fairness and family/life balance issues.

•

An overwhelming majority of employees felt that the current childcare providers met their
childcare needs, however more child care options are needed. Among parents who reported
needing childcare during non-traditional work hours, the majority of these parents did not
feel that childcare needs were currently being met.

•

A strong majority of employees believed that their supervisor adequately addressed
inappropriate behavior that occurred in their workplace in a timely manner.

1

Los Angeles County Department of Human Resources. Strategic Plan 2017-2021.

2

According to Forbes (2017) the average completion rate for employee surveys is 30-40%.

3

The population statistic for gender non-binary individuals in the US as estimated by the National Institute of Health
is .4%, closely reflecting the County respondents’ population .5%. In general, the non-response rate on many of the
survey items was higher among gender non-binary respondents and agreement/satisfaction levels were generally and
consistently lower than male and female respondents. The County will begin to address inequities perceived by our
gender non-binary employees through the implementation of many recommendations identified in the first section
of this report.

4

The survey featured the collection of new values for the gender and race variables. The survey represents the first time
the County has collected gendered data with a “gender non-binary” option and racial data with an option to select
“two or more” as a racial category is not typically an option for respondents in County data collection. Factoring in these
additional options and the decline to state rate our respondents closely mirror the demographic composition of the
County workforce.
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SECTION 1
GENERAL EMPLOYEE SATISFACTION WITH
COUNTY EMPLOYMENT

FINDINGS
Overall Job Satisfaction
Overall, a large majority of respondents (75%) are satisfied with
their jobs and (86%) feel respected generally for their work
contributions by their co-workers.

"Overall Job Satisfaction"
ALL

FEMALE

MALE

GENDER
NON-BINARY

AGREE

75.3%

75.8%

77.1%

54.9%

UNDECIDED

12.8%

12.7%

11.7%

19.9%

DISAGREE

11.8%

11.5%

11.1%

25.1%

"My Co-Workers Treat Me With Respect"
AGREE

86.3%

UNDECIDED

6.2%
DISAGREE

7.6%

6

FEMALE

MALE

AGREE 85.8%
UNDECIDED 6.0%
DISAGREE 8.0%

AGREE 88.9%
UNDECIDED 5.4%
DISAGREE 5.9%

GENDER
NON-BINARY
AGREE 69.5%
UNDECIDED 10.6%
DISAGREE 21.1%

Gender non-binary respondents, while the majority reported being
satisfied (55%), had lower levels of agreement than female and male
respondents. Gender non-binary respondents reported much lower
levels of agreement on all questions relating to job satisfaction.
LOS ANGELES COUNTY EMPLOYEE CLIMATE SURVEY ANALYSIS

General Department Satisfaction
Across all employees, there was almost identical support for recommending their current department to
their female, male and gender non-binary friends.
•

A majority of respondents reported that they would recommend their current employer to friends
(approximately 55%).

•

Males and females would recommend their department to their friends at the same rate: approximately
60% for male and female friends; approximately 40% for their gender non-binary friends.

•

Gender non-binary respondents were the least likely to recommend their department to their friends.
Approximately one third would recommend their department to their gender non-binary friends.

"I would recommend my department to my female/male/gender non-binary friends"

61.5%
Recommend
to Women

WOMEN

61.4%

Recommend
to Men

42.9%
Recommend
to Gender
Non-Binary

62.4%
Recommend
to Women

MEN

63%

Recommend
to Men

42.3%
Recommend
to Gender
Non-Binary

53.2%
Recommend
to Women

GENDER
NON-BINARY

55.5%
Recommend
to Men

35.1%

Recommend
to Gender
Non-Binary

Job Specific Satisfaction
County employees reported high levels of agreement concerning individual job characteristics that
contribute to employee satisfaction across all genders (60-90%).
•

Nearly 90% of all respondents reported that they were familiar with their class specification and knew
what was expected of them at work.

•

A majority of respondents (63%) reported that they had access to the training and career development
they needed to succeed in their jobs.
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Positive and Fair Work Environment
Approximately half (49%) of respondents felt people were selected for their jobs based on their
competencies or abilities to do the job. 45% of respondents felt they were regularly praised for their
work, while one third of respondents reported being recognized with honors or awards for their work.
Men reported being recognized the most.

"People are selected for jobs based on ability to do the job"

ALL

FEMALE

MALE

GENDER
NON-BINARY

AGREE

48.9%

49.3%

50.6%

25.3%

UNDECIDED

18.2%

18.3%

18.2%

20.0%

DISAGREE

32.5%

32.3%

31.4%

54.5%

Compensation
Almost half (47%) of all respondents believed that they were paid
fairly for the work they performed and that their pay was equal to
employees performing similar work (48%).
•

Male respondents had the highest level agreement on pay
fairness and pay equity.

•

Female respondents reported 8% less agreement on pay fairness and
6% less agreement on pay equity than men.

RECOMMENDATIONS
•

Increase gender bias training across County
workforce.

•

Develop innovative ways to utilize employees in
the recruitment process, particularly in gender
disproportionate classifications in County
employment since 55% of male and female
respondents said they would recommend their
current employer to friends of all genders.

8

•

Increase representation of gender non-binary
employees in County communication and
training by involving the community in more
“Faces of LA” videos and producing a DIAlogue
Series to focus on LGBTQIA populations.

•

Publicize existing County policies for LGBTQIA
employees.

•

Seek ways to enhance engagement of LGBTQIA
employees' resource group as a partner in
promoting greater workplace satisfaction
among the membership and all LGBTQIA
employees.
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SECTION 2
LEADERSHIP, MENTORSHIP, FAIRNESS,
AND A GENDERED WORK ENVIRONMENT

FINDINGS
Gender & Fairness in the Workplace
Overall, a majority of respondents (56%) agreed that their department promoted
equal access/opportunities and gender fairness. 42-46% of respondents reported that
they were encouraged to report gender bias across all genders. Male respondents
had the highest levels of agreement and gender non-binary individuals had the
lowest levels of agreement across all questions in this section.

"Equal opportunities to serve in strategic decision-making roles"
ALL

FEMALE

MALE

GENDER
NON-BINARY

AGREE

55.8%

55.3%

59.5%

43.7%

UNDECIDED

21.7%

22.3%

19.9%

18.8%

DISAGREE

22.4%

22.4%

20.5%

37.6%

Mentorship
More men than women and gender non-conforming respondents viewed female employees receiving
equal treatment concerning mentorship and career advancement opportunities.
•

Over one third (37%) of respondents reported having effective mentorship; with substantially more
employees reporting participating as a mentor and/or a mentee in informal mentorship (26%)
programs over formal mentorship (16%) programs.

•

Respondents in management positions were more likely to participate and have a positive opinion of
mentorship opportunities than employees not in management positions.

9
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Departmental Leadership

"My Supervisor Treats Me With Respect"

An overwhelming majority of all respondents

AGREE

(83%) reported that their supervisor treated

UNDECIDED

DISAGREE

them with respect.
•

•

Concerning questions of supervisors
promoting fairness and pro-work/family
life balance, a strong majority of all
respondents (61-65%) agreed they worked
in these supportive environments. Males
had the most agreement, followed by
females (consistently 5% less than males)
and
gender-non-binary
respondents
(consistently 20% less than males).

9.2%

8.7%

8.1%

7.3%

7.2%

6.7%

83.4%

84.1%

85.1%

28.1%

8.0%
63.9%

There are no significant differences
between how employees of male and
female
supervisors
perceived
their
supervisors' attention to fairness and
family/life balances issues.

ALL

FEMALE

MALE

GENDER
NONBINARY

RECOMMENDATIONS
•

Inventory current mentorship programs within County departments and employee affinity groups to
assess availability and scope of existing mentorship programs.

•

Conduct further research on the availability of mentorship opportunities and preferences of
employees concerning mentorship programming to develop innovative mentorship programs across
the County that utilizes internal research, best practices and technology.
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SECTION 3
PROTECTED LEAVES AND
MANAGING WORK AND FAMILY CARE
RESPONSIBILITIES

FINDINGS
Current Support for Use of Protected Leave Usage Among
County Employees
A majority (52%) of all respondents agreed that they were not pressured to choose
between family needs and career advancement; there was less agreement that
taking leave for family needs would not hinder their career advancement (46%). In
both areas, males reported higher levels of agreement than females and gender
non-binary respondents.
•

Respondents understood the family-friendly policies offered by the County (62%
agreed) and felt supported by their colleagues when discussing family care.

•

A large majority (76%) of all employees felt supported by co-workers and managers
in their use of the Family Medical Leave Act (FMLA) (77%).

"I do not feel pressured to choose between family needs and career
advancement"
ALL

FEMALE

MALE

GENDER
NON-BINARY

AGREE

51.8%

49.4%

58.2%

33.6%

UNDECIDED

21.8%

21.9%

21.4%

23.3%

DISAGREE

26.5%

28.7%

20.4%

43.0%

Current Use of Protected Leave Caregiving for Dependent Adult Family
Members
One fifth of respondents had the responsibility to care for dependent adults, gender non-binary
respondents had the highest percentage of these care responsibilities.
•
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Overall, supervisors were supportive of employees taking dependent adult care leave (85% agreement),
although gender non-binary respondents were considerably more likely not to feel supported by
supervisors during adult care leaves (63% agreement).
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Current Use of Protected Leave for Caregiving for Birth or Adoption of a
Child Among County Employees
A large majority of all genders (90%) felt supported by their co-workers when taking this leave. Seven
percent of the respondent pool took a leave for the birth or adoption of a child in the last five years, 20%
of all respondents identifying themselves as parents took this leave.
•

Males and females were equally likely (22%) to take leave for the birth or adoption of a child, gender
non-binary respondents were more likely (28%) to take this leave.

•

An overwhelming majority (89%) of males and females felt supported by their supervisor when taking
this leave; less than half (44%) of gender non-binary respondents felt supported by their supervisors.

Current Use of FMLA Caregiving for Care of a Dependent Child Among
County Employees
An overwhelming majority of respondents (84%) felt supported by their supervisor when taking this
leave. Males felt the most supported (88%), followed by females (83%) and then gender-non-binary
respondents (74%).
•

Six percent of all respondents took leave to care for a dependent child in the last 5 years.

•

Approximately one fifth of males and females who identified as parents took leave for the care of a
child; while a quarter of gender non-binary parents took leave for the care of a child.
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Scheduling
Overall, 76% respondents felt that their co-workers were supportive of them taking
time off to attend to family needs.
•

46% of respondents felt their family needs were taken into account when
scheduling work. 56% of respondents believed they had flexibility to change their
work schedules to accommodate family needs. Men felt more supported in these
scheduling practices than females and gender non-binary respondents.

•

Approximately one third (30%) of respondents felt that taking time off for family
responsibilities might affect their career advancement, while 46% did not. Women
and gender non-binary respondents felt that taking time off would harm their
careers far more than men.

"If I needed to take time off or reduce my time because of family or
personal needs, it would not hurt my chances of promotion or transfer"
ALL

FEMALE

MALE

GENDER
NON-BINARY

AGREE

46.0%

43.3%

54.6%

36.8%

UNDECIDED

23.9%

24.1%

23.9%

21.7%

DISAGREE

29.6%

32.7%

22.4%

41.4%

RECOMMENDATIONS
•

Implement a campaign highlighting the County’s family-friendly employment policies. Each
department should communicate about employee use of family-friendly policies, flex scheduling,
leave policies, shared jobs etc.

•

Condense and standardize scheduling policies so they are easier to understand by employees. There
should also be clear communication concerning the different scheduling available and who qualifies.

•

Continue to explore why the majority of individuals taking protected leaves reported taking time less
than they were legally entitled to. Explore the impact paid leave options would have on employees use
of protected leaves.

•

Further focus group research to better understand employees’ perspective on family demands
affecting their career.
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SECTION 4
CHILDCARE NEED IN THE
COUNTY WORKFORCE

FINDINGS
Parents and Families in the County Workforce
Approximately 45% of respondents reported having responsibility to care for a
dependent child. 10% of current parent respondents reported that they would have
childcare needs in the next three years. Double the amount of respondents who
are not currently parents, reported having childcare needs in the next three years.
Female respondents had the highest reported future childcare needs.
•

One in five (21%) mothers head a single parent household, while only 6% of fathers
head a single parent household. 80% of gender non-binary respondents head
single parent households.

•

Mothers of children under the age of four in two-parent households had 5% more
access to childcare than female single parent households.

"Do you have current access to childcare*"

37.4%

68.0%

52.8%

62.2%

31.6%

47.1%

ALL

FEMALE

MALE

*Insufficient data on gender non-binary parents.
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Future Access to Childcare
A strong majority (60%) of current parents report that they would need future access to childcare,
mothers (68%) report needing the most future access.
•

The greatest demand for future childcare needs appears to be immediate or soon. Half of future
childcare needs were predicted to occur in the next two years. The greatest demand for future
childcare was among mothers needing childcare within the next year (37%).

15% of parents in the County workforce are currently on a waitlist for some
form of childcare.
Current wait times

LESS THAN A MONTH

9.5%
27.2%

1 TO 3 MONTHS

23.9%

4 TO 6 MONTHS

7 TO 12 MONTHS

14.8%
24.7%

MORE THAN A YEAR

Current Childcare Usage Among County Parents5
The majority of respondents who are parents in the County have one child enrolled in childcare (65%).
The current usage of childcare by respondents mimics the traditional work week. 80% of parents
reported using childcare four to five days a week. Less than 1% of mothers used childcare on an “as
needed” basis, while 9% of fathers reported using infrequent childcare.
•

The childcare service used the most by parents of children under the age of four was services for
toddlers (63%), followed by pre-K services (37%) and infant services (25%).

•

The majority of childcare was provided to respondents by childcare centers not affiliated with the
County (57%), only about 8% of respondents use a childcare facility affiliated with the County.

•

An overwhelming majority of childcare providers (both County affiliated and unaffiliated) were in
Los Angeles County (80%). Females were 8% more likely to have a childcare provider located in the
County than males.

•

Single mothers were 7% less likely to have a childcare provider in the physical boundaries of the
County than mothers in two parent households. Among men, single fathers were 10% more likely to
have a childcare provider in the County than fathers in two-parent households.

5
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Gender non-binary parents did not answer the questions in this section.
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The Need for Childcare Among
County Employees
Approximately 40% of respondents who are
parents reported needing childcare during nontraditional work hours. Females reported slightly
higher needs for non-traditional work hour care
than male respondents (+3%).
•

Single parents reported the greatest need for
childcare during non-traditional work hours,
with 8% more need than respondents in two
parent households. Single mothers (48%)
reported needing this service to be available
the most.

•

A majority (58%) of respondents who reported
needing childcare during non-traditional work
hours did not feel that childcare needs were
currently being met.

•

Single parent respondents reported 16% less
access to childcare, with only one third of single
mothers reporting having access to childcare
during non-traditional work hours.

We will hold focus groups to take a deeper
dive into why childcare is needed during nontraditional work hours; specifically, to understand
if these needs are to fulfill required work outside
of traditional schedules, to make use of overtime
work opportunities or the opportunities for career
advacement by working non-traditional hours.
A majority of respondents indicated they stayed
home from work when they had a sick child.
Women reported higher instances of staying
home to care for sick children (+20%) and relying
on a family member to care for sick children (+5%)
than males; indicating that females may have
more responsibility for arranging the care of sick
children among County parents.
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Features of Current and Desired
Childcare6
An overwhelming majority of respondents (87%)
felt that the current childcare providers met their

The Most Common Challenges
Experienced by Parents Concerning
Childcare

childcare needs. 12% fewer single mothers and
fathers felt their needs were being met when

Cost of care

compared to mothers and fathers in two-parent

ALL 55.0%

FEMALES 56.8%

MALES 56.5%

households.
•

An overwhelming majority of the respondents
who were parents have childcare providers close
to their homes 81%, compared to 19% who have
childcare providers close to their jobs.

•

Approximately 8% of parent respondents
reported that they would prefer their childcare
provider be closer to their work than their home.

•

Across all respondents, 97% reported that they
have reliable transportation to and from their
childcare providers.

•

A strong majority of parents (63%) added less
than an hour to their commute to and from work
to drop their children at their childcare provider;
the mode across all respondents was 15 to 30
minutes, with 38% of parent respondents citing
this as their childcare commute time.

•

Single mothers were most likely to have
childcare commutes ranging from one to more
than two hours, 12% had childcare commutes
over an hour, compared to 8% of mothers in
two-parent households.

Scheduling care to match work
schedule
ALL 44.4%

MALES 44.2%

Finding temporary care
ALL 31.7%

FEMALES 28.7%

MALES 29.4%

Quality of care
ALL 20.6%

FEMALES 18.2%

MALES 19.2%

Location of care
ALL 18.1%

FEMALES 19%

MALES 18.5%

Dependability of care
ALL 17.7%

FEMALES 15.9%

MALES 16.3%

Transportation to and from care
ALL 17.7%

FEMALES 18.4%

MALES 18.4%

Finding care for a child with
special needs
ALL 6.3%

6

FEMALES 44.1%

FEMALES 3.8%

MALES 4.5%

Gender non-binary parents did not answer the questions in this section.
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County Benefits and Services Impacting Childcare
A large majority (68%) of parents had knowledge and understanding of the County’s Dependent Care
Spending Account. 70% of mothers and fathers reported they knew of the program, while only 24% of
gender non-binary parents reported that they knew of the program.
•

A strong majority (61%) of parents are enrolled in the County’s Dependent Care Spending Account.
61% of mothers and fathers reported they were enrolled in the program, while only 27% of gender
non-binary parents reported that they were enrolled in the program.

•

An overwhelming majority (73%) of parents felt the County did not do enough to provide information
to assist parents inquiring about childcare services, while 37% of fathers were most likely to think
information was adequate. A quarter of mothers and gender non-binary parents agreed the
information given was adequate.

"Does the County provide enough information to assist parents
inquiring about childcare services"
ALL

FEMALE

MALE

GENDER
NON-BINARY

YES

26.9%

23.8%

37.2%

24.2%

NO

73.1%

76.2%

62.8%

75.8%

RECOMMENDATIONS
•

Increase childcare access to reduce waitlists currently used by many County parents given that the
parental population is expected to grow as future parents have children in need of services.

•

Work with Department of Public Health's Office of Early Care and Education (formerly the Office of
Child Care) and the Child Care Planning Council to explore creation of additional County-run child
care Centers – open to children of both County and non-County employees.

•

Create an informational campaign regarding assistance the County has available to parents including
information on County run facilities.

•

Produce an interactive and engaging introductory video concerning the County’s Dependent Care
Spending Account benefit to increase enrollment in the program.

•

Investigate the business case for increasing County childcare options, alternative scheduling, and
telework days for sick or on demand childcare needs as the majority of parents stay home from work
when their children are sick.
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SECTION 5
SEXUAL HARASSMENT & THE COUNTY
POLICY OF EQUITY (CPOE)

FINDINGS
•

A strong majority (65%) of respondents believed that their supervisor adequately
addressed inappropriate behavior that occurred in their workplace in a timely
manner. Male respondents had the greatest level of agreement.

•

Approximately 17% of respondents indicated knowing of sexual harassment in
the workplace. 30% of gender non-binary respondents indicated knowledge of
sexual harassment.

•

Managers who are mandated reporters, reported more perceived sexual
harassment in the workplace than non-management employees.

•

Of respondents who indicated knowing of sexual harassment and not reporting
it to County Equity Oversight Panel (CEOP), fear of retaliation was the largest cited
reason (24%) for not reporting the harassment, followed by concern of not being
taken seriously (12%). Only 4% said they did not know they could report it. 59%
selected “other” as their reason for not reporting perceived sexual harassment.

RECOMMENDATIONS
•

Support CEOP and DHR’s ongoing actions to assess the training market to secure and implement
enhanced, high-quality, customized Sexual Harassment Prevention training for the County.

•

Support DHR’s actions to implement its new training compliance dashboards which track Sexual
Harassment Prevention training compliance rates and provide the capability for Departments to drill
down to the employee level in real time allowing for easy ongoing non-compliance identification.

•

Support continued CEOP evaluation of sexual harassment claims, as well as CEOP recommendations
for appropriate handling of discipline when findings warrant these actions.

•

Empower CEOP to take the lead on future studies of sexual harassment cases and enhance monitoring.
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