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The review assessed whether LAPD policies align with national best practices and compared 
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EXECUTIVE SUMMARY 
 
At the direction of the Los Angeles Board of Police Commissioners (BOPC), the Office of the 
Inspector General (OIG) conducted a comprehensive review of the Los Angeles Police 
Department’s (LAPD or Department) policies and practices affecting sworn women personnel.  
The review assessed whether LAPD policies align with national best practices and compared 
them with those of three major law enforcement agencies: the Chicago Police Department 
(CPD), Los Angeles County Sheriff’s Department (LASD), and the New York Police 
Department (NYPD). 
 
The OIG’s evaluation focused on policies addressing discrimination, harassment, retaliation, 
pregnancy, parental leave, and lactation accommodations in the workplace.  The review included 
a comparative policy assessment across agencies, a survey of LAPD sworn personnel, and a 
review of internal complaint investigations. 
 
Key Findings 

 
• Policy Strengths:  LAPD has implemented several progressive policies, including 12 

weeks of paid parental leave, anti-discrimination guidelines, and allowing its pregnant 
employees to wear maternity uniforms.   
 

• Survey Insights: 
 

• Of the 494 sworn personnel who responded (6% of the workforce), 64% reported 
overall job satisfaction.  Women reported slightly higher satisfaction than men. 

• Gender disparities emerged in perceptions of workplace fairness and support.  For 
example, 35% of women strongly disagreed that the Department conducts 
thorough investigations into harassment or discrimination, compared with 18% of 
men. 

• More than 50% of both men and women believed promotions were not based on 
merit. 

• 30% of sworn personnel reported having a mentor, and over half indicated that 
mentorship is lacking within the Department. 
 

• Complaint Investigation Review: 
 

• The OIG reviewed a statistically valid sample of 29 internal complaint 
investigations from 2024 involving allegations of discrimination, harassment, 
and/or retaliation. 

• In 27 cases, the Department conducted thorough investigations and reached 
appropriate outcomes.  In the remaining two, the OIG found issues with 
investigative completeness or adjudication, though none were significant enough 
to alter the final outcomes. 
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• Three employees received formal discipline, while three received corrective 
action. 
 

Recommendations 
 
To strengthen its policies and practices, the OIG recommends that the Department: 
 

1. Centralize all workplace-related policies and directives into one clearly labeled, easily 
accessible location on the Department’s intranet.  Ensure that updates are regularly 
maintained and easily searchable. 
 

2. Instead of biennial workplace equity trainings, implement mandatory annual workplace 
equity training for both supervisory and non-supervisory employees. 
 

3. Develop workplace bystander harassment training and require mandatory training for all 
employees regardless of rank. 
 

4. Evaluate the pregnancy disclosure policy (Department Manual 3/762.93) to consider 
allowing voluntary disclosure of one’s pregnancy within a reasonable time until 
mandatory disclosure.  Additionally, eliminate the requirement for pregnant employees to 
submit a written statement from their physician unless a workplace accommodation or 
modification to working conditions is requested or necessary.  This aligns with CPD and 
NYPD practices and provide greater privacy for employees. 
 

5. Pilot an internal conflict resolution or mediation program to address ongoing workplace 
issues between involved parties, particularly in unresolved cases.  The Department should 
report back to the BOPC within one year of implementation with an assessment of the 
program’s effectiveness and measurable outcomes.  As part of this pilot program, the 
Department shall provide quarterly updates to the OIG with identifiable trends and types 
of complaints mediated. 
 

6. Develop and implement a mentorship program that pairs junior officers with experienced 
mentors, with a primary focus on the professional needs and career aspirations of 
participating officers rather than organizational management priorities.  This approach 
ensures the program remains relevant, practical, and responsive to the challenges officers 
face in their day-to-day roles and long-term career planning. 
 
The mentorship program should be structured yet flexible, allowing mentor-mentee pairs 
to tailor discussions and development goals around key areas such as career development, 
skill development, leadership preparation, and navigating Department culture.  Emphasis 
should be placed on building trust, encouraging open dialogue, and fostering a supportive 
environment for professional growth. 
Additionally, the mentorship program should include training on strategic leadership, 
conflict resolution, and organizational navigation.  This could address the widespread 
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perception that mentorship development is lacking and improve career development and 
retention. 
 

I. BACKGROUND 
 
The Department appointed its first female police officer in September 1910.  According to the 
Department’s most recent data, women make up 19% of the workforce, representing 1,642 of the 
Department’s 8,683 sworn officers.1  This figure is approximately seven percentage points 
higher than the national average of 12% for sworn women personnel in law enforcement.2 
 
The National Policing Institute reports that women in law enforcement receive fewer complaints, 
use force less often, draw their firearms less often, and are generally viewed by communities as 
more honest and compassionate.3  These findings underscore the valuable contributions women 
make to the profession and highlight the importance of increasing their representation across all 
levels of policing – international, federal, state, and local. 
 
In response to the persistent underrepresentation of women in sworn roles, agencies nationwide 
have committed to the 30x30 Pledge.  This initiative outlines a set of practical, low, or no-cost 
steps agencies can take to boost both the presence and experience of women in sworn roles.4  
The goal is to ensure that by the year 2030, at least 30% of all police officers are women.  The 
Department is one of hundreds across the nation that have taken this pledge, demonstrating a 
commitment to advancing gender equity within the profession. 
 
As part of ongoing efforts to evaluate and improve diversity in policing, the OIG conducted a 
comparative review of the LAPD’s policies alongside the policies of three other major law 
enforcement agencies:  the CPD, LASD, and NYPD.5  This review aimed to assess both policy 
alignment and the current state of female representation within these agencies. 
 
Although women make up about 19% of sworn personnel within the LAPD, this figure lags the 
CPD, where women make up 25% of the sworn workforce.  Table No. 1 compares the 
percentage of sworn women personnel across the four agencies.  This comparative approach 
helps find areas for improvement and informs strategies to support the goals of the 30x30 Pledge. 

 
1 The LAPD personnel numbers were sourced from the LAPD deployment roster as of August 24, 2025.  As of June 
17, 2026, there are 1,614 officers who identify as, “Female,” or “Nonbinary,” out of 8,550 sworn personnel, totaling 
18.8%. 
 
2 According to an online publication by the National Policing Institute, March: Women in Policing, 2024 (March: 
Women in Policing - National Policing Institute). 
 
3 March: Women in Policing - National Policing Institute 
 
4 https://30x30initiative.org/ 

5 The OIG selected the included agencies based on their size or proximately to Los Angeles and at the direction of 
the Board of Police Commissioners. 

https://www.policinginstitute.org/infocus/march-women-in-policing/
https://www.policinginstitute.org/infocus/march-women-in-policing/
https://www.policinginstitute.org/infocus/march-women-in-policing/?utm
https://30x30initiative.org/
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Table No. 1 Percentage of Sworn Women Personnel 
 

Agency  State  
Agency 
Size 
(approx.) 

% Sworn 
Women 
Personnel  

Chicago Police Department Illinois 15,000 
sworn 

25% 

New York Police Department New York 33,000 
sworn  

21% 

Los Angeles Police Department California  9,000 
sworn  

19% 

Los Angeles County Sheriff’s Department California 10,000 
sworn 

18% 

 
II. INTRODUCTION 
 
Law enforcement personnel operate under a framework of policies and procedures designed to 
uphold the law and protect public safety.  These policies also set clear expectations in the 
workplace.  However, some policies may affect women differently than men—potentially 
creating barriers that hinder career advancement, diminish workplace satisfaction, and impact 
overall well-being.  When policies fall short, the consequences are real and far-reaching that 
affect all employees. 
 
The OIG reviewed key policy areas that may result in disparate impacts depending upon an 
employee’s gender:  
 

• Discrimination 
• Sexual harassment 
• Retaliation 
• Pregnancy 
• Parental leave 
• Lactation accommodations 

 
The OIG compared the Department’s policies on these topics with those of the CPD, NYPD, and 
LASD.  Overall, the OIG found that the Department possessed the most robust and clearly 
articulated policies among the reviewed agencies.  Notably, unlike the CPD and NYPD, the 
Department's policies include specific protections against bystander harassment—defined as 
indirect exposure to unwelcome, offensive, threatening, or abusive conduct in the workplace.  
Additionally, the Department has established paid parental leave, a benefit not currently offered 
by the NYPD or the Los Angeles County Sheriff's Department (LASD).  The Department's 
sexual harassment training and pregnancy notification policies do not currently meet the 
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benchmarks established by comparable law enforcement agencies.  Enhancing these policy 
frameworks supports workplace professionalism, equity, and diversity.  In summary, while the 
Department demonstrates leadership in several key policy domains, opportunities remain to 
strengthen its training programs and policy development. 
 
III. POLICY COMPARISON RELATED TO DISCRIMINATION, SEXUAL 

HARASSMENT, AND RETALIATION 
 
In August 2021, the Department issued a Training Bulletin titled, “Anti-Discrimination, 
Harassment, and Retaliation Prevention, Identification, and Reporting (Bulletin).”  This 
guidance addresses issues related to discrimination, sexual harassment, and retaliation.6  It 
emphasizes early prevention and instructs supervisors and managers to enforce and maintain a 
professional work environment by monitoring the workplace and taking prompt action to 
investigate complaints.7  In addition, the Bulletin advises that progressive discipline, up to and 
including termination, is a remedy used to stop unlawful discriminatory behavior.8 
 
Importantly, the Bulletin references the City of Los Angeles’s (City) policy framework, 
including federal, state, and local laws.  It cites the City of Los Angeles Discrimination Free 
Workplace Policy, adopted on February 12, 1992—revised on February 9, 2022—when it was 
renamed as City of Los Angeles Workplace Equity Policy (Policy).9 
 
This updated Policy has substantive revisions and expansions, addressing not only discrimination 
and harassment but also: 
 

• Bystander harassment 
• Retaliation 
• Inequitable conduct 
• Other forms of unprofessional workplace behavior 

 
According to a representative from the Department’s Policy Analysis and Development Section, 
Constitutional Policing and Policy Bureau,10 the Department fully adheres to this policy.  
However, the OIG found that the Policy is not currently accessible on the Department’s intranet, 

 
6 See Appendix I - LAPD Training Bulletin, Volume L, Issue 9, “Anti-Discrimination, Harassment, and Retaliation 
Prevention, Identification, and Reporting,” dated August 2021. 
 
7 Ibid.  
 
8 Ibid.  
 
9 See Appendix II – City of Los Angeles (February 9, 2022).  Executive Directive No. 34: Workplace Equity Policy. 
 
10 The Policy Analysis and Development Section develop Department policies and procedures and publishes 
Department directives. 
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potentially limiting awareness and access for Department employees.  Instead, employees must 
navigate to the City of Los Angeles’ Personnel Department website to locate the Policy in full. 
 

A. Discrimination Policy Comparison 
 
The Policy sets clear standards for: 
 

• Who must comply (all City employees, including LAPD employees), 
• When and where the policy applies, and 
• Consequences for policy violation. 

 
A standout feature of the Policy is its explicit prohibition on the misuse of technology.  It bars 
employees from using any technology, communication system, or equipment, regardless of 
whether City-issued, personal, or otherwise, whether used online or offline, to deliver, display, 
store, forward, publish, circulate, or solicit material in violation of any form of discrimination 
and harassment.11  This provision adds a critical layer of accountability that is absent from 
comparable policies of the CPD, NYPD, and LASD.12,13,14 
 
Furthermore, unlike the broader and often ambiguous language used in CPD’s, NYPD’s, and 
LASD’s policies, the Department’s Policy provides detailed examples of conduct that constitute 
discrimination.  For example, the Policy prohibits: 
 

• Requiring different work appearance, dress, and grooming standards based on sex, 
gender and/or gender identity, gender expression, religious beliefs, etc., 

• Making employment decisions about any individual based on their natural hair texture or 
wearing protective styles such as braids, locks, twists, and knots, and 

• Requiring an employee or applicant for employment to take an HIV test.15 
 
Plain language in the Policy ensures Department employees have a clear and practical 
understanding of discriminatory conduct.  In contrast, policies from CPD, NYPD, and LASD 
tend to be general and lacking in specificity, which can make it difficult for employees to fully 
recognize or understand what constitutes discrimination under their respective standards. 

 
11 City of Los Angeles (February 9, 2022).  Executive Directive No. 34: Workplace Equity Policy. 
 
12 See Appendix III – Chicago Police Department (August 22, 2017).  Employee Resource E01-01: Equal 
Employment Opportunity Policy. 
 
13 See Appendix IV – New York Police Department (March 17, 2025).  Administrative Guide: Employment 
Discrimination. 
 
14 See Appendix V – Los Angeles County Sheriff’s Department Manual of Policy and Procedures.  Vol. 3, Ch. 1, 
Sec. 121, Policy of Equality. 
 
15 Ibid. 
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B. Sexual Harassment Policy and Training Comparison 
 
The Department’s Policy on sexual harassment is designed to protect employees from 
unwelcome sexual advances; requests for sexual favors; and other verbal, visual, or physical 
conduct of a sexual nature.16  Similar language is found in the policies of the CPD, NYPD, and 
LASD.  It is important to note that, because the Department must necessarily incorporate the 
City’s policy on harassment, the Department also identifies the following conduct as sexual 
harassment: 
 

• Unwelcome romantic or sexual gifts directed toward another employee including those 
initiated between employees engaged in a current or former romantic relationship, 

• Impeding or blocking movement; and, 
• Reprisals or threats after a rejection of sexual advances.17 

 
To follow California state requirements, the Department mandates that all non-supervisory 
employees complete one hour of sexual harassment training, with supervisory employees 
completing two hours of training once every two years.18  The LASD follows this same training 
schedule.  In contrast, CPD and NYPD require both non-supervisory and supervisory employees 
to undergo sexual harassment training on an annual basis.  In addition, CPD and NYPD 
incorporate Bystander Intervention training into their programs, which is not currently offered by 
the Department for non-supervisory employees.  Table No. 2 compares the training requirements 
for the Department, LASD, NYPD, and CPD. 
 
 
 
 
 
 
 

[THIS AREA LEFT INTENTIONALLY BLANK] 
 
 
 
 
 
 
 
 

 
16 Ibid. 
 
17 Ibid. 
 
18 California Government Code §12950.1 (2024). 
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Table No. 2 Sexual Harassment Training Requirements 
 

Law 
Enforcement 
Agency 

Sexual 
Harassment 

Training 
(Non-

Supervisory) 

Sexual 
Harassment 

Training 
(Supervisory) 

Bystander 
Intervention 

(Non-
Supervisory) 

Bystander 
Intervention 
(Supervisory) 

Frequency 

LAPD One Hour Two Hours None Yes19 Every Two 
Years 

LASD One Hour Two Hours N/A N/A Every Two 
Years 

CPD Yes Yes + 
Additional20 Yes Yes Every Year 

NYPD Yes Yes + 
Additional21 Yes Yes Every Year 

 
Bystander Intervention training teaches employees safe and positive actions to prevent harm or 
intervene where there is a risk or perceived risk of sexual harassment to another.22  The CPD 
uses the “4 D’s” technique – direct, distract, delegate, delay – to provide employees with 
strategies for addressing or preventing inappropriate conduct.  This approach encourages 
employees to directly confront the behavior, create a diversion, delegate responsibility, and 
check in with the victim afterwards. 
 
While the Department does give sexual harassment training as required, it currently does not 
offer Bystander Intervention training to non-supervisory employees.  Introducing this type of 
training could empower non-supervisory employees to take early and proper action when seeing 
inappropriate behavior.  Early intervention can reduce the risk of escalation, foster a culture of 
accountability, and provide stronger support for those affected by sexual harassment. 
 

C. Retaliation Policy Comparison 
 
The CPD defines retaliation more broadly and in greater detail than the Department’s policy.  In 
addition to addressing adverse actions, the CPD’s policy explicitly includes “any inaction of a 

 
19 This training is briefly mentioned within the Department’s sexual harassment training and is not offered as a 
standalone course. 
 
20 All supervisors and managers must complete an added sexual harassment prevention training beyond the training 
requirement for non-supervisory employees. 
 
21 New York Police Department’s Equal Employment Opportunity Policy require commanding officers and 
managers to meet annually with supervisors to discuss Equal Employment Opportunity policy including sexual 
harassment and related retaliation. 
 
22 City of Chicago.  Sexual Harassment Prevention Training Bystander Intervention Model Training. 
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damaging, intimidating, or threatening nature.”23  This expands the scope of what can be 
considered retaliatory behavior, recognizing that not all forms of retaliation involve direct action.  
For example, withholding information, ignoring emails or messages, or failing to support or 
defend an employee can all cause harm and create a hostile work environment.  These omissions, 
while passive in nature, can significantly affect an employee’s ability to perform their duties and 
feel safe in the workplace. 
 
In contrast, the Department’s Policy defines retaliation as, “adverse employment action or 
conduct taken against one or more employees.”24  The Department’s policy focuses primarily on 
active forms of retaliation.  As a result, passive behaviors such as intentional exclusion or 
neglect, are not clearly addressed and may fall outside the scope of the Department’s current 
definition. 
 
Additionally, the CPD’s policy goes further by including, “adverse action taken against any 
individual designed to serve as retribution that is intended to cause emotional stress.”25  This 
recognizes that retaliation can take the form of psychological or emotional harm, not just 
professional setbacks.  Examples might include spreading damaging rumors, socially isolating 
the employee for speaking up, or creating an environment that undermines an employee’s mental 
well-being after they have reported misconduct or exercised their rights. 
 
While the Department Policy does cover a range of adverse employment actions or conduct such 
as discipline, reprimands, loss of pay, transfer, demotion, reassignment, termination, 
non-selection for training, promotion, or coveted position,26 it does not explicitly address 
emotional or psychological impacts as a form of retaliation.  That said, when a Department 
employee alleges any form of retaliation, whether through direct adverse action or inaction, the 
Department accepts the complaint and conducts an investigation.  The absence of explicit 
language in the policy does not preclude the Department from reviewing such claims; therefore, 
it may not be necessary for the policy to specifically reference retaliation by inaction or 
emotional impact for those allegations to be taken seriously. 
 
IV. POLICY COMPARISON RELATED TO PREGNANCY, PARENTAL LEAVE, 

AND LACTATION 
 

A. Pregnancy Related Accommodations 
 

 
23 Chicago Police Department (August 22, 2023).  General Order G08-05: Prohibition of Retaliation. 
 
24 City of Los Angeles (February 9, 2022).  Executive Directive No. 34: Workplace Equity Policy. 
 
25 Chicago Police Department (August 22, 2023).  General Order G08-05: Prohibition of Retaliation. 
 
26 City of Los Angeles (February 9, 2022).  Executive Directive No. 34: Workplace Equity Policy. 
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1. Pregnancy Notification and Disclosure Comparison 
 
The Department requires employees who begin to experience symptoms of pregnancy to consult 
a physician.  Upon confirmation that the employee is pregnant, the employee shall give to their 
commanding officer a written statement from their physician.27  This process differs significantly 
from the approaches taken by CPD, NYPD, and LASD, all of which allow employees to disclose 
their pregnancy at their own discretion. 
 
The CPD “encourages sworn members to notify their unit commanding officers as soon as 
practicable and are not required to disclose pregnancy, unless or until the employee has reason to 
believe they cannot continue to safely perform the essential job functions.”28  Similarly, NYPD 
allows “pregnant employees to remain on full duty status until such time that the employee elects 
to request a position limitation status from their direct district surgeon, or the employee’s high-
risk status necessitates position limitation status.”29  By contrast, the Department’s policy places 
a burden on employees to seek medical attention and make a formal disclosure during the early 
stages of pregnancy, even if they are unprepared to do so.  Giving greater flexibility in disclosing 
pregnancy would empower employees to decide for themselves when their condition may affect 
their ability to perform full-duty responsibilities. 
 

2. Uniforms Comparison 
 
The Department, CPD, NYPD, and LASD all exempt pregnant employees from wearing 
standard uniforms.  The Department authorizes the use of a maternity uniform for pregnant 
officers when wearing a standard uniform becomes impractical.30  The Los Angeles Women 
Police Officers and Associates (LAWPOA)31 support pregnant employees through the Maternity 
Closet program, which offers previously worn maternity uniforms at no cost.  LAWPOA also 
covers the cost of up to two alterations for the borrowed uniforms.  If the assigned duty does not 
require a uniform, pregnant employees may wear business attire instead. 
 
 
 

 
27 Department Manual Section 3/762.93, Assignment of Pregnant Employees, dated Quarter 1, 2025. 
 
28 Chicago Police Department (June 8, 2023).  Employee Resource E01-18: Pregnancy-Sworn Department 
Members. 
 
29 New York Police Department (March 17, 2025).  Administrative Guide: Pregnancy Related Guidelines for 
Uniformed Members of the Service. 
 
30 Department Manual Section 3/640.10, Maternity Uniform, dated Quarter 1, 2025. 
  
31 LAWPOA is a non-profit organization that supports and advances women in law enforcement by providing career 
development, professional networking, and promote women in the field. 
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B. Parental Leave Comparison 
 
Through collective bargaining with the City, the Department established paid parental leave for 
all sworn employees, regardless of gender.  Eligible employees may receive up to 480 hours of 
paid parental leave for a pregnancy-related disability or to bond with a new child through birth, 
adoption, or foster care.  Employees can utilize this leave either continuously or intermittently 
within 12 months of the child’s arrival. 
 
To qualify for the benefit, employees must complete 12 months of employment and work at least 
1,250 hours during the preceding year.  Additionally, Department policy requires an employee to 
submit a private physician's written statement if they request to return to duty less than three 
months after childbirth. 
 
A comparative review reveals that the Department and the CPD offer 12 weeks of paid parental 
leave, exceeding the provisions of the other analyzed agencies.  In contrast, the NYPD and the 
LASD do not provide paid parental leave for sworn personnel.  The NYPD does, however, 
maintain a policy that allows uniformed members to take up to 365 days of unpaid leave to bond 
with a child, with the option to utilize accrued personal time during this period. 
 
While parental leave policies vary across law enforcement agencies, the competitive benefits 
offered by the Department and CPD demonstrate a significant commitment to employee 
wellness.  These comprehensive provisions directly support personnel during critical family 
transitions and reinforce the impact of family-friendly practices within contemporary policing. 
 

C. Lactation in the Workplace 
 

1. Lactation Accommodation Policy Comparison 
 
The Department adheres to the City of Los Angeles Lactation Accommodation Policy, which was 
first implemented on October 15, 2011, per federal and California state laws.32  Subsequent State 
laws improved protections and conditions for nursing employees, which were incorporated into 
revised versions of the policy.  In September 2024, the City issued its current Lactation 
Accommodation Policy which accommodates lactating employees’ needs by providing: 
 

• Time to express milk or breastfeed. 
• An appropriate private location: 

o near the nursing employee’s work area and a refrigerator suitable for storing milk; 
o with access to electricity and nearby a sink with running water; 
o with comfortable seating and a surface to place a breast pump and personal items; 

and, 
o be clean, safe, and free of hazardous materials. 

 

 
32 City of Los Angeles.  (September 2024).  City of Los Angeles Lactation Accommodation Policy.  
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To ensure awareness, the Department must give the Lactation Accommodation Policy to every 
incoming employee and to all employees biennially.  Additionally, the policy must be provided 
before an employee begins maternity leave and again upon their return to work.  Similar 
protections are in place at CPD and LASD, both of which ensure access to a private space where 
nursing employees can comfortably and safely express milk during work hours.  The 
Department’s Policy supports the need for workplace environment that upholds the health, 
privacy, and dignity of lactating employees. 
 

2. LAPD’s Lactation Accommodation Questionnaire 
 
In June 2024, the OIG distributed a lactation accommodation questionnaire to all 21 geographic 
Areas to assess compliance with the revised Lactation Accommodation Policy.  The purpose of 
the questionnaire was to figure out whether each Area was meeting the required standards for 
providing proper accommodations to lactating employees.  The questionnaire focused on 
whether: 
 

• the Area has a designated space for lactation; if so, the location of the space. 
• the space is clean, safe, and free of hazardous materials. 
• the space has working electrical outlets or alternative access to electricity. 
• the space contains comfortable seating with a surface to place a breast pump and personal 

items. 
• the space is shielded from view and free from intrusion. 
• the employee has access to a sink with running water and a refrigerator. 
• the employee must notify anyone such as a supervisor prior to taking a break to lactate. 
• the employee is allowed to break for lactation during work hours. 
• there are any officers out in the field that need lactation accommodation. 
• any issues, concerns, or recommendations with the lactation policy. 

 
The OIG confirmed that all 21 geographic Areas comply with the Department’s Lactation 
Accommodation Policy.  Only the Van Nuys Area reported a deficiency, noting worn-out 
furniture in its lactation space.  To resolve this, the Van Nuys Area utilized funding from the Los 
Angeles Women Police Officers and Associates (LAWPOA)—which offers up to $250 per 
location for essential amenities—to replace the worn items and restore full compliance. 
 
V. CASE REVIEWS – Assessment of Workplace Policy Enforcement 
 
To assess the Department's enforcement of workplace policies, the OIG reviewed complaint 
investigations to evaluate the thoroughness of the investigative process and the appropriateness 
of the final adjudications.  This review also analyzed complaint resolution rates, focusing 
specifically on fully adjudicated investigations involving discrimination, harassment, retaliation, 
and other behaviors affecting the work environment.  The scope encompassed complaints filed 
by all Department employees, regardless of gender, closed between January 1, 2024, and 
October 31, 2024. 
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During this ten-month period, the Department closed 2,146 complaint investigations.33  During 
this ten-month period, the Department closed 2,146 complaint investigations.  From this total, 
the OIG isolated 71 investigations involving workplace-related misconduct that could negatively 
impact the work environment.  The OIG categorized these 71 investigations by the primary 
nature of the alleged misconduct: 
 

• Discrimination (Non-Gender): 24% involved discrimination based on protected 
characteristics other than gender.  

• Detrimental Workplace Behavior: 20% involved behavior disruptive to the work 
environment. 

• Retaliation: 14% involved retaliatory actions. 
• Gender-Related Discrimination: 11% involved gender-based discrimination. 

 
Table No. 3 provides a detailed breakdown of these 71 investigations by misconduct category. 
 

Table No. 3 Nature of Misconduct 
 

Type Number of 
Investigations 

Percentage of 
Investigations 

Discrimination 17 24% 
Detrimental Workplace Behavior 14 20% 
Retaliation 10 14% 
Gender-Related Discrimination 8 11% 
Improper Remarks – Non-Discriminatory34  7 10% 
Harassment 6 8% 
Sexual Harassment 6 8% 
Hazing 2 3% 
Insubordination 1 2% 
TOTAL 71 100% 

 
Of the 71 investigations reviewed, a total of 95 individual complainants were identified.  Of 
these, 55% self-identified as female and 45% as male.  Among the complainants, 28% reported 
misconduct related to discrimination not associated with gender, while 21% reported 
experiencing detrimental workplace behavior. 
 
Allegations of sexual harassment accounted for 16% of the complaints, with 93% of those 
submitted by female officers.  Complaints specifically related to gender discrimination 
comprised 8% of the total, with 88% submitted by female officers. 
 

 
33 The OIG obtained this data from the Department’s Complaint Management System. 
 
34 These remarks were inappropriate and included the use of foul language, name calling, or personal insults. 
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Overall, female officers filed gender discrimination complaints at a rate of at least seven times 
higher than their male counterparts, and sexual harassment complaints at a rate 14 times higher.  
These figures suggest notable disparities in workplace experiences based on gender.  Table No. 4 
provides a detailed breakdown of the 95 complainants by gender and the nature of the alleged 
misconduct. 
 

Table No. 4 Nature of Misconduct by Complainant Gender 

Type No. of Female 
Complainants 

No. of Male 
Complainants Total 

Detrimental Workplace Behavior 6 14 20 
Discrimination 16 11 27 
Gender-Related Discrimination 7 1 8 
Harassment 2 3 5 
Hazing 1 0 1 
Improper Remarks – Non-Discriminatory35  2 5 7 
Retaliation 4 8 12 
Sexual Harassment 14 1 15 
TOTAL 52 43 95 

 
A total of 152 officers were identified as subjects of allegations.  Of these, 65% were male and 
35% were female.  The most frequently reported allegations involving male officers included 
detrimental workplace behavior (25%), discrimination (21%), and retaliation (19%). 
 
In cases involving sexual harassment, 11 of the 12 accused officers were male, indicating a 
notable gender disparity in this category.  Similarly, allegations of gender-related discrimination 
were more commonly associated with male officers, with 15 male officers named compared with 
7 female officers. 
 
These trends suggest that more serious forms of misconduct—particularly those involving 
gender-based concerns such as sexual harassment and gender discrimination—were 
disproportionately associated with male officers.  Table No. 5 provides a detailed breakdown of 
the 152 accused officers by gender and the nature of the alleged misconduct. 
 
 
 

[THIS AREA LEFT INTENTIONALLY BLANK] 
 
 
 
 

 
35 These remarks were inappropriate and included the use of foul language, name calling, or personal insults. 
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Table No. 5 Nature of Misconduct Accused Officers Gender 
 

Type 
No. of Female 

Accused 
Officers 

No. of Male 
Accused 
Officers 

Total 

Detrimental Workplace Behavior 10 25 35 
Discrimination 14 21 35 
Gender-Related Discrimination 7 15 22 
Harassment 9 4 13 
Hazing 1 0 1 
Improper Remarks – Non-Discriminatory36  4 4 8 
Insubordination 1 0 1 
Retaliation 6 19 25 
Sexual Harassment 1 11 12 
TOTAL 53 99 152 

 
To evaluate the Department’s investigative and adjudicative practices, the OIG reviewed a 
sample of 29 investigations from the 71 identified cases.  These 29 investigations contained 215 
individual allegations.  While the majority focused on workplace culture, some allegations 
involved general misconduct, such as neglect of duty or making false statements. 
 
The OIG categorized each of the 29 investigations by the primary nature of the allegation: 
 

• Discrimination (Non-Gender): 35% involved discrimination based on protected 
characteristics other than gender. 

• Gender-Based Discrimination: 21% involved gender-based discrimination, including 
inappropriate remarks or conduct directed at an individual’s gender. 

 
Table No. 6 provides a detailed breakdown of these 29 investigations categorized by the nature 
of the alleged misconduct. 
 
 
 
 
 
 

[THIS AREA LEFT INTENTIONALLY BLANK] 
 
 
 
 

 
36 These remarks were inappropriate and included the use of foul language, name calling, or personal insults. 
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Table No. 6 Nature of Misconduct 
 

Type Number of 
Investigations 

Percentage of 
Investigations 

Discrimination 10 35% 
Gender-Related Discrimination 6 21% 
Retaliation 5 17% 
Improper Remarks – Non-Discriminatory37  4 14% 
Sexual Harassment 2 7% 
Detrimental Workplace Behavior 1 3% 
Hazing 1 3% 
TOTAL 29 100% 

A. OIG’s Review Findings 
 
The OIG conducted a detailed review of 29 complaint cases and found that the Department 
completed thorough investigations and appropriately adjudicated the allegations in 27 cases.  In 
the remaining two cases, the OIG found deficiencies in investigative thoroughness and/or 
adjudication.  However, these issues were unremarkable and did not affect the final 
adjudications. 
 
Case No. 1 (Sample No. 1 of 29) 
Adjudication Issue:  The complainant alleged that she was treated differently than her male 
counterparts, claiming they received much lesser penalties for similar or more severe 
misconduct.  The allegation was adjudicated as Non-Disciplinary – No Misconduct.  According 
to the Department’s rationale, because complaint investigations go through several levels of 
review, such reviews serve as a check and balance on the system, and therefore, there was no 
indication of gender bias in the penalty imposed. 
 
However, the OIG found that this rationale did not adequately address the core of the 
complainant’s allegation—that she received a harsher penalty than her male counterparts who 
engaged in similar misconduct.  The investigation provided information to substantiate a 
determination that the complainant received the appropriate penalty in an underlying complaint 
based on the Department’s penalty guide.  However, the commanding officer who wrote the 
rationale failed to cite to investigative materials to support their adjudication.  Relying solely on 
the existence of a multi-level review process does not substantiate the conclusion that her penalty 
was fair or free from gender bias.   
 
Case No. 2 (Sample No. 13 of 29) 
Adjudication Issue:  In this case, the adjudicator grouped two separate allegations into a single 
finding:  one alleging that the accused spoke to the complainant in an inappropriate manner and 
another alleging that the accused inappropriately told the complainant that her hairstyle was out 

 
37 These remarks were inappropriate and included the use of foul language, name calling, or personal insults. 
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of policy due to her race and gender.  The Department should have investigated three allegations 
misconduct: 1) that the accused spoke to her in an inappropriate manner, 2) that the accused 
employee inappropriately told her that her hairstyle was out of policy due to her gender, and 3) 
that the accused employee inappropriately told her that her hairstyle was out of police due to her 
race.  Instead, the adjudicator only considered the Department’s grooming standards, and did not 
directly assess the alleged bias or misconduct in how the grooming policy was applied or 
communicated. 

B. Unresolved Misconduct Complaints 
 
Of the 29 cases reviewed, six (21%) resulted in findings that the alleged misconduct had 
occurred.  Of these six cases, three were sustained, meaning that the 15 allegations involving 
discrimination and sexual harassment were supported by the evidence and the Department took 
formal disciplinary action.  The remaining three resulted in, “Employee’s Actions Could Have 
Been Different,” a non-disciplinary disposition where the Department believes an employee’s 
conduct can be best addressed through counseling and/or training. 
 
The other 23 cases (79%) were classified as Out of Statute, Insufficient Evidence to Adjudicate, 
Unfounded, Not Resolved, Exonerated, or No Misconduct. 
 
VI. SURVEY OF LAPD SWORN PERSONNEL 
 
On May 16, 2025, the OIG distributed the “LAPD Sworn Personnel Workplace Experience 
Survey” to all sworn employees.38  The OIG developed the survey questions based on current 
Department policies, City policies, and the Department’s 2023–2025 Strategic Plan as reference 
points.  A total of 494 sworn employees—approximately 6% of the Department’s sworn 
workforce—voluntarily participated.39  The 30-question survey covered a range of topics, 
including sexual harassment, retaliation, discrimination, promotions, pregnancy, parental leave, 
lactation accommodation, and other workplace issues.  Among respondents, 23% identified as 
women, 73% as men, and 4% did not disclose their gender.  Based on workforce demographics, 
approximately 6.8% of sworn women and 5.1% of sworn men responded to the survey. 
 
Most respondents (61%) reported assignments in patrol or specialized units.  Just over half 
(51%) identified their rank as police officer.  Additionally, approximately 44% of respondents 
had served with the Department for 21 years or more. 
 
The survey asked employees to rate their overall experience working for the Department.  
Approximately 64% of respondents reported being somewhat or very satisfied.  Notably, women 
reported overall job satisfaction levels about 5% higher than their male counterparts.  Chart No. 

 
38 The OIG collected responses for a two-week period (May 16, 2025, to May 28, 2025).  
 
39 According to the LAPD Deployment Roster Dashboard, a total of 8,722 sworn personnel were employed by the 
Department as of May 16, 2025. 
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1 illustrates job satisfaction levels by gender, along with the overall satisfaction rate among all 
494 respondents.40 
 

Chart No. 1 Overall Experience 
 

 
 
The survey included questions about inclusion, fairness, peer recognition, and whether the 
workplace is free from sexual harassment and gender discrimination.  Overall, responses to these 
questions were generally positive except on perceptions of the workplace being free of sexual 
harassment and gender discrimination.  While 64% of men strongly agreed that the workplace is 
free of sexual harassment, 43% of women shared that view, revealing a 21% gap in perception.  
Chart No. 2 compares these perceptions among men, women, and the overall respondent group. 
 
 
 
 
 

[THIS AREA LEFT INTENTIONALLY BLANK] 
 
 
 
 
 
 
 
 

 
40 The overall of the 494 respondents include 19 of the respondents that did not disclose their gender. 
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Chart No. 2 Free of Sexual Harassment at the Workplace 
 

 
 
The survey asked employees whether they believed the workplace was free of gender 
discrimination.  Among respondents, 49% of men strongly agreed that the workplace was free of 
gender discrimination, compared with 35% of women—reflecting a 14% gap in perception. 
While some respondents expressed confidence in the Department’s fairness, others raised 
concerns about the role of diversity, equity, and inclusion (DEI) in decisions related to special 
assignments, promotions, and time off.  Notably, some male respondents who agreed that the 
workplace is free of discrimination still voiced concerns about perceived gender bias.  Comments 
included: “females are favored by the Department,” “the Department provides so much support 
for women when it comes to promotions, that it excludes males,” and “there has been a heavy 
disproportionate push to promote females and minorities into Command Staff ranks regardless 
of their qualifications.” 
 
Chart No. 3 illustrates the differences in perceptions about gender discrimination among men, 
women, and the overall respondent group. 
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Chart No. 3 Free of Gender Discrimination in the Workplace 
 

 
 
The survey asked employees whether they felt confident that Department personnel would be 
supportive if they reported incidents of sexual harassment, gender discrimination, or retaliation.  
Approximately 30% of women strongly disagreed that they would feel supported, compared with 
18% of men—revealing a 12% gap in perceived support.41  
 
The survey found gender differences in perceptions of how effectively the Department addresses 
issues related to sexual harassment, gender discrimination, and retaliation.  Approximately 35% 
of women strongly disagreed that the Department conducts thorough investigations, while 20% 
strongly agreed. 
 
When asked whether supervisors take prompt action to address reported or observed incidents of 
sexual harassment, gender discrimination, or retaliation, approximately 26% of women strongly 
disagreed, compared with 11% of men.  This reflects a 15% gender gap in negative perceptions.  
Women were more likely than men to perceive that supervisors do not respond promptly to such 
concerns.42 
 

 
41 See Appendix VI for Chart No. 4 which compares perceptions among men, women, and the overall employee 
population regarding whether they feel supported by the Department when reporting incidents of sexual harassment, 
gender discrimination, or retaliation. 
 
42 See Appendix VI for Chart No. 5 and 6.  Chart No. 5 shows how men, women, and the overall sworn employee 
population perceive whether the Department conducted thorough investigations into reports of sexual harassment, 
gender discrimination, or retaliation.  Chart No. 6 compares the same groups’ perceptions about whether supervisors 
took prompt action after such incidents were reported. 
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The survey examined employee perceptions of promotions, focusing on fairness, gender-based 
favoritism, and the role of merit.  Approximately 33% of women reported feeling very supported 
in their promotional opportunities, while 11% reported feeling very unsupported.  In contrast, 
20% of men reported feeling very supported, and 30% reported feeling very unsupported; 
suggesting that some male employees perceive less support than their female counterparts. 
More than 40% of men strongly believed that promotions were unfair, often citing concerns 
about initiatives such as “30 by 30” and diversity, equity, and inclusion initiatives.  These 
respondents expressed the view that such initiatives detract from merit-based decisions.  
Common themes in open-ended responses included statements such as: 
 

• “30 by 30 inherently takes away from merit-based promotions when there is an obvious 
quota that needs to be filled.” 

• “DEI and 30 by 30 is the goal; merit is on the back burner.” 
• “Females are given promotion just because they are females.” 

 
Women’s views on promotional fairness were more divided.  While 21% strongly agreed that 
promotions were fair, 24% strongly disagreed, showing uncertainty and a lack of confidence in 
the system.  A recurring theme in women’s open-ended responses was concern that the 30x30 
Initiative may negatively impact their promotion experiences.  Examples included: 
 

• “My gender shouldn’t have anything to do with whether or not I get a promotion.” 
• “I feel that the 30 for 30 program sets females back from feeling equal to their male 

partner.” 
• “If a woman is promoted, people believe it was because of DEI only.  We have created an 

uphill battle for ourselves.” 
• “As a woman who has worked hard in this Department, I am offended by the 30X30 

campaign.” 
 

Despite differing views on gender favoritism, more than 50% of both men and women strongly 
agreed that promotions were not based on merit.  Another common theme across open-ended 
responses from both groups was the belief that personal connections—“who you know”—
significantly influence promotional outcomes.43 
 
The survey asked employees about their experiences with pregnancy and parental leave.  Among 
women who experienced pregnancy and/or childbirth while employed with the Department, 37% 
reported that their pregnancy or parental leave negatively affected their career.44  In contrast, 
11% of men reported a negative career impact from taking parental leave.45 

 
43 See Appendix VI for Chart No. 7, 8, and 9.  These charts compare the perceptions of men, women, and the overall 
employee population about promotional practices within the Department. 
  
44 Out of the 494 respondents, 66 (13%) indicated that this question applied to them. 
 
45 Out of the 494 respondents, 148 (30%) indicated that this question applied to them. 
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When asked about support from supervisors or commanding officers during pregnancy or upon 
returning from leave, 57% of all employees reported feeling somewhat or very supported.46  
Women reported slightly higher levels of support than men (61% compared to 58%). 
 
Two common themes appeared from open-ended responses: 
 

1. Insufficient time off for childbirth and bonding with a new child. 
2. The requirement to use vacation and sick leave for pregnancy and parental leave. 

 
Since the survey was conducted, the City has approved 480 hours of paid parental leave for all 
sworn employees, directly addressing concerns about the use of personal leave banks.  The 
survey also asked sworn employees whether they encountered issues with having adequate time 
and a private location to express milk after returning from parental leave.  While 65% reported 
no issues, 35% did.  Among those who had a child since 2020, the most frequently cited 
concerns were: 
 

1. Lack of privacy due to shared use of lactation rooms. 
2. Difficulty finding time to express milk while assigned to patrol duties. 

 
Regarding mentorship, approximately 30% of sworn personnel reported feeling supported by a 
Department mentor or supervisor.  However, over 50% of respondents wrote down that 
mentorship within the LAPD is lacking.  Common themes in open-ended responses included: 
 

• “There is no mentor program in the Department.” 
• “Mentorship is an absolute joke on this Department.” 

 
When asked whether they would recommend employment with the LAPD to women, 59% of 
sworn personnel said they would.  However, more men than women said they would recommend 
the Department to women (62% vs. 49%).  In contrast, when asked about recommending the 
LAPD to men, 55% of sworn personnel responded affirmatively, with more women (61%) than 
men (52%) saying they would encourage men to join the Department. 
 
VII. FINDINGS AND RECOMMENDATIONS 
 

1. Finding:  The OIG found that the City’s Workplace Equity Policy was not available on 
the Department’s intranet.  Instead, it was hosted on the City’s Personnel website, which 
is separate and not easily accessible to Department employees.  Additionally, workplace-
related directives and policies were scattered across multiple sources, making them 
difficult to find. 
 

 
46 Out of the 494 respondents, 235 (48%) indicated that this question applied to them. 
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Recommendation:  Centralize all workplace-related policies and directives into one 
clearly labeled, easily accessible location on the Department’s intranet.  Ensure that 
updates are regularly maintained and easily searchable. 
 

2. Finding:  Unlike the CPD and NYPD, which require annual sexual harassment and 
equity training, the Department currently requires this training only once every two years. 
 
Recommendation:  Implement mandatory annual workplace equity training for both 
supervisory and non-supervisory employees. 
 

3. Finding:  CPD and NYPD incorporate bystander harassment training into their equity 
programs for both supervisors and non-supervisory employees.  This equips all 
employees with the tools to safely and effectively intervene when witnessing 
inappropriate conduct, which encourages early intervention and share responsibility. 
 
Recommendation:  Develop and train bystander harassment training to all employees, 
regardless of ranks. 
 

4. Finding:  The Department’s current pregnancy disclosure policy requires early disclosure 
to supervisors, limiting pregnant employees’ ability to disclose their condition on their 
own terms.  Additionally, the policy requires pregnant employees to submit a written 
statement from their physician to their commanding officer confirming the pregnancy.  
This requirement can create discomfort and stress particularly during the initial stages of 
pregnancy. 
 
Recommendation:  Revise the pregnancy disclosure policy to allow voluntary disclosure 
unless the pregnancy affects duty performance.  Additionally, eliminate the requirement 
for pregnant employees to submit a written statement from their physician unless a 
workplace accommodation or modification to working conditions is requested or 
necessary.  This aligns with CPD and NYPD practices and provide greater privacy for 
employees. 
 

5. Finding:  The OIG found that some internal workplace investigations conclude without a 
definitive resolution.  Allegations classified as Not Resolved, Insufficient Evidence to 
Adjudicate, or Out of Statute often do not resolve the underlying workplace conflict.  As 
a result, inappropriate behavior may continue and employees are left without closure or 
meaningful support, potentially discouraging future reporting, and eroding trust in the 
investigative process. 
 
Recommendation:  Pilot a conflict resolution or mediation program to address ongoing 
workplace issues between involved parties, particularly in unresolved cases.  The 
Department should report back to the BOPC within one year of implementation with an 
assessment of the program’s effectiveness and measurable outcomes. 
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In addition, hold supervisors more accountable for addressing behavioral issues early and 
fostering a respectful work environment.  This may include mandatory documentation of 
informal interventions and participation in resolution efforts.  These measures will 
reinforce the Department’s commitment to supporting a respectable work environment. 
 

6. Finding:  The OIG’s findings from the LAPD Sworn Personnel Workplace Experience 
Survey show a significant mentorship gap within the Department.  Approximately 30% 
of sworn personnel reported feeling supported by a Department mentor or supervisor, 
while over 50% of respondents stated that mentorship within the LAPD is lacking.  The 
data suggest that existing mentorship efforts are insufficient and do not adequately meet 
the expectations or professional development needs of many sworn personnel. 
 
Recommendation:  Develop and implement a mentorship program that pairs junior 
officers with experienced mentors, with a primary focus on the professional needs and 
career aspirations of participating officers rather than organizational management 
priorities.  This approach ensures the program remains relevant, practical, and responsive 
to the challenges officers face in their day-to-day roles and long-term career planning. 
 
The mentorship program should be structured yet flexible, allowing mentor-mentee pairs 
to tailor discussions and development goals around key areas such as career development, 
skill development, leadership preparation, and navigating Department culture.  Emphasis 
should be placed on building trust, encouraging open dialogue, and fostering a supportive 
environment for professional growth. 
 
Additionally, the mentorship program should include training on strategic leadership, 
conflict resolution, and organizational navigation.  This could address the widespread 
perception that mentorship development is lacking and improve career development and 
retention. 
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VIII. DEPARTMENT RESPONSE 
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Appendix F – Survey Charts 

Chart No. 4 compares perceptions among men, women, and the overall employee population 
regarding whether they feel supported by the Department when reporting incidents of sexual 
harassment, gender discrimination, or retaliation. 
 

Chart No. 4 Perceived Support from Department Personnel if Reporting Incidents of 
Sexual Harassment, Gender Discrimination, or Retaliation 

 

 
 
Chart No. 5 shows how men, women, and the overall sworn employee population perceive 
whether the Department conducted thorough investigations into reports of sexual harassment, 
gender discrimination, or retaliation.  Chart No. 6 compares the same groups’ perceptions about 
whether supervisors took prompt action after such incidents were reported.  These charts 
highlight differences in perception by gender regarding how effectively and promptly the 
Department responds to these serious workplace issues.  
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Chart No. 5 The Department Conducts Thorough Investigations of Complaints of Sexual 
Harassment, Gender Discrimination, or Retaliation 

 

 
 

Chart No. 6 Supervisors Took Prompt Action to Address Reported/Observed Incidents of 
Sexual Harassment, Gender Discrimination, or Retaliation 

 

 
 
Chart Nos. 7 through 9 compare the perceptions of men, women, and the overall employee 
population regarding promotional practices within the Department. 
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Chart No. 7 The Department Supports My Gender Group for Promotions 
 

 
 

Chart No. 8 Promotion Fairness 
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Chart No. 9 Promotion Based on Merit 
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