
Housing Authority of the City of Los Angeles 

2600 Wilshire Blvd., Los Angeles, CA 90057 833-HACLA-4-U info@hacla.org hacla.org 

TO: HACLA Board of Commissioners 

FROM:  Annie Markarian, Director of Labor & Employee Relations 

THROUGH: Doug Guthrie, President & CEO 

DATE:  March 25, 2021 

SUBJECT: Report and Action Plan Regarding Gender Equity in the Workplace 

In 2018, the City of Los Angeles launched its Gender Equity Coalition and invited the Housing Authority 
of the City of Los Angeles (“HACLA”) to designate liaisons responsible for the agency’s gender equity 
initiatives. Each year, HACLA has identified specific goals and timelines in which to achieve these goals, 
and updates the city on its progress quarterly.  

In recognition of Women’s History Month, HACLA reaffirms its commitment to gender diversity, equity 
and inclusion in the workforce, and with this report, provides a snapshot of HACLA’s workforce and 
report on its gender equity initiatives.   

HACLA values inclusivity, equality, respect, and recognizes that that we derive our strength from a rich 
diversity of thoughts, ideas and contributions. We aspire to be an employer of choice by promoting an 
organizational culture that reflects these core values.  Specifically, we seek to attract, develop and retain 
a talented and dedicated workforce where people of diverse races, genders, religions, cultures, political 
affiliations and lifestyles thrive. Our goal is to create a welcoming and inclusive environment that 
empowers our employees to provide the highest level of service to our community.  

Workforce Demographics 

By capturing data on employee demographics, HACLA is better able to understand the gender equity of 
its employees and equity of its internal practices and identify any areas of concern or trends. The 
following data1 reflects the current HACLA workforce, promotion and new hire data. We’ve also 
compared our workforce profile with the demographics within the City of Los Angeles (the “City”) and 
color-coded where there is more than a 5% differential between HACLA’s workforce and the City’s 
demographics. Specifically, where HACLA’s workforce exceeds the City’s demographics by 5% or more, 
we have highlighted in green, and where HACLA’s workforce is underrepresented compared to the City’s 
demographics, we have highlighted in red.   

1 With over 12% of U.S. Millennials identifying as transgender or gender-non conforming, HACLA is reviewing its current 
approach to gender designation to include genders beyond the male/female binary.  At this time, we do not have that 
workforce data available. 
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Of HACLA’s 892 employees, 55.6% identify as female and 44.4% identify as male. 

Male Female 

HACLA Workforce 44.4% 55.6% 

Los Angeles 2019 49.5% 50.5% 

Difference -5.1% 5.1% 

This diversity in our workforce is also reflected in our individual departments – including our two main 
departments, Housing Services and Section 8, with 52.2% identifying as female and 47.8% identifying as 
male. The following is a breakdown of all departments.  

Department Male Female 

Asset Development 43.5% 56.5% 

Executive 12.5% 87.5% 

Finance 22.2% 77.8% 

General Svcs./ Legal 30.3% 69.7% 

Housing Services 69.1% 30.9% 

Human Resources 28.6% 71.4% 

Information Tech 62.5% 37.5% 

Intergov/Comm. Rel. 33.3% 66.7% 

Resident Relations 27.6% 72.4% 

Section 8 Program 24.1% 75.9% 

Strategic Devel. 33.3% 66.7% 

Grand Total 44.4% 55.6% 

Similar trends can be seen when we look at our workforce based on category/classification, as set forth 
below. 

Category Male Female 

Admin Support 15.3% 84.7% 

Official/ADM 38.5% 61.5% 

Para-Professional 18.3% 81.7% 

Professional 32.7% 67.3% 

Service/Maintenance 75.6% 24.4% 

Skilled Craft 94.8% 5.2% 

Technicians 79.2% 20.8% 
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We’ve also analyzed trends related to new hires and promotions from July 1, 2018 – December 30, 2020. 
These trends closely follow our general HACLA workforce.  

Male Female 

New Hires/ Promotions 37.9% 62.1% 

Breaking it down by department yields similar patterns. 

Departments Male Female 

Asset Development 25.0% 75.0% 

Executive 0.0% 100.0% 

Finance 33.3% 66.7% 

General Svcs./Legal 43.5% 56.5% 

Housing Services 58.3% 41.7% 

Human Resources 50.0% 50.0% 

Information Tech 37.5% 62.5% 

Intergov/Comm. Rel. 0.0% 100.0% 

Resident Relations 31.6% 68.4% 

Section 8 Program 24.6% 75.4% 

Strategic Devel. 38.7% 61.3% 

Gender Equity Initiatives 

HACLA Gender Equity Action Plans are reviewed quarterly – both internally with executive staff and 
externally with the City of Los Angeles’ Gender Equity taskforce.  In the past, we have established both 
quantitative and qualitative goals that range from updating policies, improving harassment and implicit 
bias trainings, broadening recruitment and outreach efforts for certain underrepresented job-
classifications, increasing opportunities for contracting with women owned businesses and improving 
our public-facing spaces to be more family-friendly. 

For the 2020/2021 year, with COVID-19 as a backdrop, we identified three substantive goals to focus on. 
The following is a breakdown of our current goals and progress, to date:  
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HACLA’S GOALS STATUS DESCRIPTION 

Provide increased and effective training 
to maintain a workplace free of 
harassment and discrimination to all 
current and incoming staff. The 
department found that not all 
employees are aware of the proper 
complaint process, or resources, and 
don’t feel comfortable addressing 
concerns. This is believed to be a 
heightened concern for female staff in 
nontraditional roles such as 
maintenance. As such, training is key to 
educating staff about workplace 
expectations, the complaint process and 
our policy against harassment, 
discrimination and retaliation. 

IN PROGRESS - HACLA’s focus on maintaining an inclusive and professional 
workplace includes, but is not limited, to regular and thorough training for 
all staff. We have updated our Anti-Harassment Policy in accordance with 
legal requirements and best practices and are currently negotiating the 
policy with our labor unions. Simultaneously, we have rolled-out a new 
training program and have incorporated this training into the new hire 
orientation program. In 2019, we trained 187 new and current employees. 
In 2020, we trained 660 new and current employees. To date, there are 
only 20 employees who have not received the anti-harassment training; 
and that is because they are on an extended leave.  We will continue to 
train new and existing staff on our policies and update the training 
periodically. 

Increase and promote gender parity 
agency wide. IN PROGRESS - In 2020, HACLA hired 106 new employees. Of these, 54 

(51%) are women. In 2020, 32 out of 38 (84%) permanent promotions 
were earned by female employees. Of all promotions (including 
temporary) 60 out of 77 (78%) were earned by women. 

While HACLA’s total workforce and those in leadership roles are majority 
women (55% and 61% respectively), we still see a need to create more 
parity in non-traditional roles such as construction and maintenance 
(13%). We are focusing our efforts on broadening our recruitment and 
outreach efforts. 

Increase workplace flexibility for 
working parents. 

IN PROGRESS - Like many other employers, COVID-19 has prompted 
HACLA to maximize telework to the extent feasible.  This opportunity has 
helped establish the foundation to offer flexible working opportunities for 
all staff extending beyond the pandemic.  To date, over 500 of our staff 
have received telework equipment, including tablets/laptops, monitors, 
keyboards, docking stations, etc., at a monetary investment of 
approximately $975,000. We have updated our phone system, 
transitioning over 630 staff from desk-phones to cell phones. We are in 
the process of rolling out a customer contact center (with a March launch 
date) and a document management system with the rollout beginning in 
Q2 of 2021. These tools are expected to support HACLA’s continued 
efforts to promote workplace flexibility for all staff, inclusive of working 
parents.  

Attachment: HACLA’s Gender Equity Action Plan & Progress Report 
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Gender Equity Action Plan

Housing Authority of the City of Los Angeles
February 2021

Progress Report



This is your department’s gender equity progress report.
Watch this tutorial to learn how to complete the document. 

Progress reports are due Friday, March 5, 2021 at 3PM. 

Progress reports were designed to …
● Turn goals from “ideas to actions”
● Provide departments with tools to be successful
● Set realistic expectations for the work that lies ahead
● Empower departments to meet goals
● Encourage collaboration amongst department staff
● Help Mayor’s Office advocate for the needs of your department

Please email Tanya Pineda (tanya.pineda@lacity.org) by Friday,
March 5, 2021 at 3PM. to confirm the document is completed.
Please include the link to the completed document in the email. 
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Introduction

https://zoom.us/rec/share/FlLpd98j8gd7SBnHbItuCEWOgl0BL0nF0AqBce1bOrJb7RjKIpxXTZctz1shgw-a.RSdLpa4llcHa7za6?startTime=1611779554000


Complete Section 1.

Goals Status Update
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Part I: Review your department’s goals below. For each goal, enter either “on hold,” “in progress” or “completed” in 
the STATUS column of the table below. 

Part II: Write 3-5 sentences about each goal’s progress in the STATUS DESCRIPTION column.
For example, if the goal is in progress or on hold, list any upcoming milestones, or list challenges your department 
may have meeting the goal.

SECTION 1. 
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HACLA’S GOALS STATUS STATUS DESCRIPTION

☑Workforc
e

Provide increased and effective training to maintain a workplace 
free of harassment and discrimination to all current and 
incoming staff. The department found that not all employees are 
aware of the proper complaint process, or resources, and don’t 
feel comfortable addressing concerns. This is believed to be a 
heightened concern for female staff in nontraditional roles such 
as maintenance. As such, training is key to educating staff about 
workplace expectations, the complaint process and our policy 
against harassment, discrimination and retaliation.

In progress HACLA’s focus  on maintaining an inclusive and professional workplace 
includes, but is not limited, to regular and thorough training for all staff. We 
have updated our Anti-Harassment Policy in accordance with legal 
requirements and best practices and are currently negotiating the policy 
with our labor unions. Simultaneously,  we have rolled-out a new training 
program and have incorporated this training into the new hire orientation 
program. In 2019, we trained 187 new and current employees. In 2020, we 
trained 660 new and current employees. To date, there are only 20 
employees who have not received the anti-harassment training; and that is 
because they are on an extended leave.  We will continue to train new and 
existing staff on our policies and update the training periodically.

Increase and promote gender parity agency wide. In progress
In 2020, HACLA hired 106 new employees. Of these, 54 (51%)  are women.

 In 2020, 32 out of 38 (84%) permanent promotions were earned by female 
employees. Of all promotions (including temporary) 60 out of 77 (78%) 
were earned by women.

While HACLA’s total workforce and those in leadership roles  are  majority 
women (55% and 61% respectively), we still see a need to create more 
parity in non-traditional roles such as construction and maintenance (13%). 

Increase workplace flexibility for working parents. In progress Like many other employers,  COVID-19 has prompted HACLA to maximize 
telework to the extent feasible.  This opportunity has helped establish the 
foundation to offer flexible working opportunities for all staff extending 
beyond the pandemic.  To date, over 500 of our staff have received telework 
equipment, including tablets/laptops, monitors, keyboards, docking 
stations, etc., at a monetary investment of approximately $975,000. We 
have updated our phone system, transitioning over 630  staff from 
desk-phones to cell phones. We are in the process of rolling out a customer 
contact center (with a March launch date) and a document management 
system with the rollout beginning in Q2 of 2021 . These tools are expected 
to support HACLA’s continued efforts to promote workplace flexibility for all 
staff, inclusive of working parents. 

SECTION 1. 



Complete Section 2.

Key Goal Resources
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SECTION 2.

This fall, the Gender Equity team identified one key goal from your department’s Gender Equity Action Plan entries. 
Together, we collaborated to revise and update the goal. 

Review your department’s key goal below: 

Provide increased and effective training to maintain a workplace free of harassment and 
discrimination to all current and incoming staff. The department found that not all 
employees are aware of the proper complaint process, or resources, and don’t feel 
comfortable addressing concerns. This is believed to be a heightened concern for female 
staff in nontraditional roles such as maintenance. As such, training is key to educating staff 
about workplace expectations, the complaint process and our policy against harassment, 
discrimination and retaliation.
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SECTION 2.

If your department has not yet achieved your key goal, list the specific resources your department needs to 
accomplish this goal in the table below. Please be specific about the resources you need. 

If a resource listed in the table below is not applicable to accomplishing your goal, you may leave it blank. You 
may also add any resources relevant to completing your goal.

What might your department need to achieve the key goal above?

FUNDRAISING & 
PHILANTHROPY

# OF DEPARTMENT
STAFF SUPPORT

PARTNERSHIPS 
& COLLABORATION

TECHNOLOGY

CONSTRUCTION

OTHER We have the technology, budget and manpower to achieve this goal. We will continue to train staff as they are on-boarded or return from 
leave, and periodically thereafter.



Complete Section 3.

Key Goal Actions
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SECTION 3. 

To jumpstart progress on meeting your key goal, what actions will your department take in the next six months?
Gender Equity team recommends assigning a sponsor — or the department staff or point-of-contact — who would 
be accountable for progress on each task. 

List the short-term actions, tentative due dates, and sponsors to complete the table below.

Actions to take by July 2021: Due date range Who might be the best sponsor 
for this task?

1 Negotiate updated Anti-Harassment Policy with all bargaining 
units. 

5/30/2021 Annie Markarian, Director of Labor & 
Employee Relations; Mayra Houston, 
Assistant Director of Human 
Resources

2 Incorporate updated Anti-Harassment Policy into existing 
harassment training.

6/30/2021 Annie Markarian, Director of Labor & 
Employee Relations; Nika Robinson, 
Sr. Human Resources Analyst

3 Continue to train new and returning staff on agency policies 
and expectations.

continuous Annie Markarian, Director of Labor & 
Employee Relations; Nika Robinson, 
Sr. Human Resources Analyst

4

5
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SECTION 3.

To maintain progress on meeting your key goal, what actions will your department take in six months to one year?

List the mid-term actions, tentative due dates, and sponsors to complete the table below.

Actions to take by August 2021 to January 2022: Due date range Who might be the best sponsor 
for this task?

1 Continue to train new and returning staff on workplace 
expectations.

continuous Annie Markarian, Director of Labor & 
Employee Relations; Nika Robinson, 
Sr. Human Resources Analyst

2

3

4

5
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SECTION 3.

To make progress and complete your key goal, what actions will your department take next year?

List the long-term actions, tentative due dates and sponsors to complete the table below.

Actions to take by January 2022 to August 2022 Due date range Who might be the best sponsor for 
this task?

1 Continue to train new and returning staff on workplace 
expectations.

continuous Annie Markarian, Director of Labor & 
Employee Relations; Nika Robinson, Sr. 
Human Resources Analyst

2

3

4

5



Complete Section 4.

Key Goal Metrics
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SECTION 4. 

Once the key goal is complete, in addition to participation numbers by gender, how will your department know this goal 
is impacting gender equity? How will your department know it’s successful? 

List your department’s success metrics in the table below.

What will you measure? How will you measure that?

1 Complete negotiation of the updated policy Board of Commissioner’s adoption of the 
policy and rollout to all staff

2 Number of staff trained Training Completion Certificates

3 Complaints received and outcome of the corresponding investigations Track complaints of policy violation and 
outcomes quarterly.

4

5



Complete Section 5.

Update GE contacts
Given the significant changes to 
personnel over the last year, we want to 
ensure our gender equity contacts are 
accurate. Confirm your department’s 
contacts at this link. 

https://docs.google.com/spreadsheets/d/1VYMJeobFkaVlT7sXrDLc94qO8MaRntfc6_dObMkNYTY/edit#gid=1085024784


Thank you for completing the semi-annual 
gender equity progress report. We encourage 
you to try this exercise with your other gender 
equity goals. 

Please email Tanya Pineda 
(tanya.pineda@lacity.org) by Friday,
March 5, 2021 at 3PM to confirm the 
document is completed. Remember to 
include the link to the completed document 
in the email. 

We will contact each department’s gender 
equity liaison directly if there are any further 
questions or concerns. For all other questions 
and inquiries, please contact Tanya Pineda 
(tanya.pineda@lacity.org). 
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