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PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS

1.1 ONLINE TRAINING ACADEMY

1.1.1 ONLINE TRAINING

During this reporting period, the Personnel Department extended its relationship with Cornerstone On-
Demand and moved into its sixth year using the Online Training Academy. This training platform has 
continued to be a central resource for both Citywide and Department Specific training. The system has 
allowed for departments to clearly track the progression of their employees while allowing employees to 
access critical training resources during the pandemic.

The Employee Engagement and Training (EEAT) section of the Personnel Department continued to com-
municate with the Department Training Coordinators regarding updates in the Cornerstone system and 
available training opportunities. Department Training Coordinators received monthly updates on train-
ing information and were also encouraged to utilize additional catalogs of courses for their employees. 
During this reporting period, five Departments (Airports, City Clerk, Neighborhood Empowerment, Per-
sonnel, and the Department of Water and Power), utilized the “CyberU” catalog, which accounted for a 
significant portion of the Department Specific courses this fiscal year. City Clerk, DONE and Personnel’s 
access to the CyberU catalog ended in February of 2021.

Please note that the Department of Water and Power and Library Department shifted to their own train-
ing platforms during this reporting period. Because these departments were still using the City’s Cor-
nerstone platform for a portion of FY 20-21, training completions include these departments up until the 
time they left the platform. Both departments were also asked to still include their Department Specific 
information for the fiscal year (included in Part Two of this report).

FIGURE 1. Course Completions in Cornerstone

FIGURE 2. Course Completion Highlights*Indicates a Department-Specific Course

117,493 COURSES COMPLETED!
86,188 MANDATORY 31,305 NON-MANDATORY

83,918 CITYWIDE COURSES 33,975 DEPT. SPECIFIC COURSES
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PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS

1.1.1 ONLINE TRAINING (Cont’d)

1.2.2 ANTI-BIAS LEARNING FOR EMPLOYEES (ABLE) TRAINING

Figures 1 and 2 above show the total number of course completions throughout FY 20-21. Figure 1 
breaks down the total based how many courses were Mandatory/Non-mandatory or Citywide/Depart-
ment Specific. Figure 2 shows a list of the popular course completions based on subject: New Courses/
Courses Due during FY 20-21; Disaster Service Worker Courses; Supervisory/Leadership courses; Safe-
ty/Ergonomics courses; and Other. All Citywide courses are included in Figure 2. For a list of Department 
Specific courses, including courses completed through CyberU - a platform only accessible to select de-
partments), please refer to Appendix A. Please note that due to the extensive length of this list (33,000+ 
Completions), Appendix A only includes the Top 100 Courses - it does not include the full list of Depart-
ment Specific/CyberU courses completed during this reporting period.

In response to the many events that occurred during 2020, and parallel to the advancement of racial eq-
uity through Executive Directive 27, the Mayor’s office mandated an Implicit Bias training program titled 
“Anti-Bias Learning for Employees (ABLE)”. In partnership with Ohio State University’s Kirwan Institute for 
the Study of Race and Ethnicity, the Mayor’s Office and Personnel department adopted Kirwan’s highly 
regarded implicit bias training. The training focuses on three major concepts: understanding implicit bias, 
recognizing biases, and mitigating the negative impact of implicit bias. The Office of Workplace Equity 
(OWE) at the Personnel department added additional modules and quizzes to further connect these  
concepts with the City’s workforce.

The ABLE training launched on March 24, 2021 and is planned to be an annual training that is required 
for all employees and Commissioners (including part-time employees). For FY 20-21, the ABLE training  
accounted for 23,802 completions. Considering that the training was only in the platform for a few 
months during the fiscal year, this level of compliance is outstanding, and continues to grow as more 
employees return to the City workforce. The Personnel Department will extend our partnership with the 
Mayor’s Office to monitor compliance and ensure completion rates continue to rise for this critical course.

1.2 TRAINING HIGHLIGHTS

1.2.1 COVID-19: WHAT YOU NEED TO KNOW FOR THE WORKPLACE

During FY 20-21, the Covid-19 training received the most completions with 26,280. As a mandate from 
the Mayor’s Office, departments were informed that all employees must complete the Covid-19 training 
before returning to the workplace. If employees had already returned to the workplace, the training must 
be completed as soon as possible. The Covid-19 course walks through basic definitions, regulations, 
cleaning/sanitizing methods, and recommendations for employees who are returning to the workplace. 
The course is updated as new regulations come in, but due to the frequency of changes made to regula-
tions, Personnel staff is working on updating the course in a way that encompasses all critical regulations 
without having to provide constant updates.

In regards to compliance, it is important to note that the number of completions is only reflecting those 
found in the Cornerstone platform. Departments have been given two alternate versions of the training 
for employees that do not have easy access to Cornerstone (PowerPoint or PDF). For anyone taking an 
alternative method of the course, they must complete a Google Form (located at the end of the course) 
to track compliance. This form is monitored by the Occupational Safety and Health Division.
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1.2.3 DISASTER SERVICE WORKER TRAINING

1.2.4 FRAUD, WASTE, & ABUSE AWARENESS TRAINING

In March of 2020, training staff re-assigned the DSW: Mandatory Loyalty Oath training to all employees, 
citywide. Although completion of this training is only required one time (at the beginning of employment 
with the City), staff believed it would be beneficial for employees to re-watch the course in the event 
they are assigned as a Disaster Service Worker. If employees did not want to re-watch the full course in 
its entirety, staff also made four (4) “Refresher” courses available. These refresher courses were offered 
in video format and summarized each module included the main DSW course. Employees were all also 
given access to part two of the DSW training program (Serving Others course), which is meant for em-
ployees to watch once they are assigned as a DSW.

At the end of Fiscal Year 20-21, the compliance rate for the required DSW training was 91.2% for full-time 
employees and 43.7% for part-time employees, both of which are about 1% higher than last fiscal year. 
The Personnel Department provides details on compliance to each department’s Emergency Manage-
ment Coordinator on a monthly basis.

Per LAAC Section 20.60.6 and LAMC Section 49.5.18.B, the City is required to provide Fraud, Waste 
and Abuse (FWA) Awareness training to City employees. This course is required for all new full-time City 
employees, and again every two years thereafter. Upon completion of this course, employees will un-
derstand the meaning of FWA, the City’s Fraud Ordinance, how to recognize FWA “Red Flags”, and their 
responsibility to report FWA.

The FWA Awareness training was updated by the Controller’s Office at the end of 2020. In January 
2021, Training Coordinators were informed that all full-time employees are required to take the new 
version of the training, regardless if they have completed the training within the last two year cycle. The 
deadline for completion was set as April 1 st , but employees can access the course for completion at 
any time. Training Coordinators were also given a video version of the course for employees who may 
not have easy access to a computer (or watch the training in a group setting). Training Coordinators are 
responsible for keeping track of anyone who completed an alternate version of the FWA training, and 
are expected to communicate with Personnel and the Controller’s Office to ensure these employees are 
included in reporting.

For FY 20-21, the FWA training accounts for 22,030 completions. This completion rate is significantly 
higher than last fiscal year. This increase is likely due to compliance being required by the end of the 
year (our regular 2 year cycle), as well as the push to complete the new version by April 1st. Please note 
that Appendix B indicates Completion % for only the newest version of the FWA course – employees 
who completed an older version of the training are not included in the chart, as the Controller’s Office 
now requires the new version in order to be compliant. Training staff will continue to offer this course and 
work with the Controller’s Office on any new updates or information employees should receive related 
to this course.

PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS
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PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS

1.2.5 KNOWLEDGE TRANSFER:
         A CITY OF LOS ANGELES INTERACTIVE COURSE  

During FY 20-21, departments were tasked with ensuring projects and assignments were completed with 
limited staff brought on by the early retirement incentive program – SIP. Participants of the SIP program 
began leaving the City in October of 2020, which brought additional challenges to a workforce that was 
primarily working from home. In order to ensure that employees were able to transition into new roles 
without being able to meet face to face, the Personnel department worked to create an alternate meth-
od that would assist employees with training and transferring knowledge to those who would be taking 
over their roles. With funding provided by the Innovation and Performance Commission, the Personnel 
Department developed “Knowledge Transfer: A City of Los Angeles Interactive Course.” This interactive 
course provides a step-by-step guide to develop plans for knowledge transfer between employees, and 
includes templates, worksheets, checklists, examples, best practices, and strategies to improve long-
term resiliency and cultivate talent to meet the City’s current and future needs. Although the Knowledge 
Transfer course’s main purpose was to prepare those who were taking over roles from SIP participants, 
the course was made available to all City employees, as it provides beneficial information that can be 
used for any type of transitions within the City. A total of 346 completions were recorded for this fiscal 
year. Personnel staff will continue to monitor training compliance as well as continue searching for alter-
nate methods to providing similar training to employees.

1.2.6 CYBERSECURITY TRAINING

1.2.7 WORKPLACE HARASSMENT & ABUSIVE CONDUCT PREVENTION 

In order to ensure compliance with Executive Directive No. 2, the City continues to provide Cybersecu-
rity training on an annual basis. This training, however, is now overseen on a new platform monitored by 
ITA. The new platform allows for employees to receive cybersecurity training based on individual needs, 
rather than one training for all employees. Employees now receive an email directly to their City account 
indicating their Cybersecurity training is ready, and due within a certain timeframe. Although Cyberse-
curity training compliance is now overseen by ITA, the Personnel Department continues to assist ITA 
staff with correspondence and reminders for Training Coordinators and employees related to the new 
Cybersecurity course.

Under the mandated training section of this report (Appendix B), Cybersecurity data comes from us by 
ITA. It is important to note that this reporting period only shows compliance starting in October/Novem-
ber of 2020, as this is when the training was transitioned to ITA.

The City is required to provide workplace harassment and abusive conduct prevention training to all em-
ployees. Supervisors must receive at least 2 hours of training, while non-supervisors, including exempt, 
part-time, temporary, and seasonal workers, must receive at least 1 hour of training. All employees must 
receive training within six-months of assuming a position, and every two years thereafter. The original 
two year cycle of this training had compliance due by January 2020. However, due to the Covid-19 pan-
demic and lack of access for some employees to access training while working from home, the DFEH 
extended the deadline for compliance to January 1, 2021.
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1.2.7 WORKPLACE HARASSMENT & ABUSIVE CONDUCT PREVENTION (Cont’d)
For this reporting period, 3,510 employees completed either the Non-Supervisor or Supervisor version of 
the Workplace Harassment and Abusive Conduct Prevention course. Although this number seems low, 
it is actually on par with off-cycle years. Because most City employees completed the training during the 
last reporting period, the extension to 2021 did not make a significant difference. From the beginning 
of 2020 until present time, total completions for this course amount to almost 38,000 completions. This 
further confirms that although numbers were low this reporting period, the City is on track with the man-
dated two year cycle.

PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS

1.3 OTHER TRAINING PROGRAMS

1.3.1 CORE SUPERVISORY TRAINING PROGRAM

The Personnel Department completed the seventh official year of its 
CORE Supervisory Training program during fiscal year 2020-2021. 
This program provides training for up-and-coming supervisors and 
supervisors at all levels, and addresses critical supervisory topics 
and skills.  

This fiscal year was the first that the CORE Supervisory program 
was held entirely virtually. Training and Engagement staff took 
this opportunity to consider additional topics to be covered in the  
program, which led to an enhanced curriculum. It was decided that 
the program be extended to 28 training hours, an increase from 16 
hours during previous reporting periods. The extension of training 
hours allowed for a wider range of topics that were not previous-
ly available to employees, but are essential for the development 
of City supervisors. Below is the new seven week curriculum for  
the program:

1. The Role of the Supervisor and General Manager panel
2. City 101: Structure of City Government, Civic Engagement, and Authoritative Documents
3. Employee Evaluations, Employee Engagement, Leadership, and Ethics
4. Employee Safety and Workers Compensation
5. Handling Grievances
6. Constructing Discipline
7. Equal Employment Opportunity, Family Medical Leave, and Reasonable Accommodation

In addition to offering the CORE Supervisory training online, the department is now recording the  
sessions so staff can reference them, as needed. 

Due to the Covid-19 pandemic, the training program was paused from March 2020 to August 2020. 
During this time, staff developed additional courses, built up the cadre of instructors, and transitioned to 
a virtual platform. This resulted in 237 employees completing the program during this reporting period. 
The expansion of the course has been highly beneficial and feedback has been overwhelmingly positive.

The Personnel Department is committed to continually finding ways to improve supervisor and leader-
ship training programs for City employees.

FIGURE 3. Core Supervisory Training Program

SATISFACTION WITH PROGRAM
93%

EMPLOYEES
COMPLETED PROGRAM
IN FISCAL YEAR 20-21

237
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PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS

1.3.2  EMPLOYEE ASSISTANCE PROGRAM

Other useful training courses available to employees are accessed 
through the City’s Employee Assistance Program (EAP). This program 
is administered through the Personnel Department’s Employee Bene-
fits Division, which utilizes the vendor Optum. Optum adds and offers 
new courses to employees on a quarterly basis.

For FY 20-21, 155 courses were offered to City employees, which in-
cluded two extension catalogs – “Covid-19” and “Diversity and Inclu-
sion”. Although there were fewer sessions offered this fiscal year, it 
should be noted that more departments participated in EAP training 
than before. Eighteen (18) departments utilized this program, including 
Animal Services, City Clerk, City Planning, Council District 4, Econom-
ic and Workforce Development, Fire Civilian, Housing & Community 
Investment, ITA, LAWA, Library, Neighborhood Empowerment, Per-
sonnel, PW-Board, PW-Engineering, PW-Street Lighting, Recreation & 
Parks, Transportation, and Zoo.

Usually, the number of departments utilizing the Optum catalog stays 
the same or increases by one or two. We are happy to see a signif-
icant increase in participation of the program, and are hopeful that 
employees will continue to benefit from such a great resource.

FIGURE 4. Training Provided through the 
Employee Assistance Program

Figure 5. Personnel Department’s Employee Recognition Website Usage

1.4 EMPLOYEE DEVELOPMENT PROGRAMS

1.4.1 EMPLOYEE RECOGNITION PROGRAM 

The Employee Recognition Program continues to be offered to employees, Citywide. This program  
allows supervisors to immediately acknowledge the exceptional work of their employees in one of 
five areas that align with the Mayor’s Priority Outcomes and other organizational objectives: Customer  
Service, Innovation, Leadership, Teamwork, and Safety.

During this reporting period, 64 employees from across 12 City departments were recognized for their 
outstanding efforts through this program. This number has decreased since reporting during last fiscal 
year, which we attribute to priorities shifting during the Covid-19 pandemic. It is our goal at the Personnel 
department to increase the number of departments utilizing this resource, as well as return the number 
of certificates generated to how they were before the pandemic.

EAP TRAINING
SESSIONS OFFERED

155

DEPARTMENTS
UTILIZING EAP TRAINING

18

RECOGNITION CERTIFICATES
CREATED THROUGH WEBSITE

64
DEPARTMENTS UTILIZING
RECOGNITION WEBSITE

12
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1.4.2 EMPLOYEE SURVEYS

1. WORKING FROM HOME SURVEY

WORKING FROM HOME SURVEY HIGHLIGHTS

The Personnel Department oversaw two (2) citywide surveys during this reporting period: “Working from 
Home” and “Workplace Safety and Reorganization.”

Approximately four (4) months after the Stay at Home Order was mandated by Mayor Garcet-
ti, the Personnel Department released a Citywide Working from Home Survey. This survey 
consisted questions that intended to measure the success of working from home while con-
sidering items such as productivity, communication, stress and well-being, etc. For those 
who indicated they were a supervisor, they were directed to an additional section of the 
survey that asked similar questions related to the impact of working from home for their team
as a whole.

A total of 5,759 responses were received while the survey was open from July 31, 2020 – 
August 14, 2020. Some highlights of the Working from Home Survey can be found below.

For more results, please visit: https://lacity-wfh-dashboards.webflow.io/citywide-employees. 
This dashboard, as well as a written summary report, were provided to General Managers of 
Departments in the spring of 2021. The results are intended to be released to all employees 
along with an update to the City’s telecommuting policy.

• 94% of all respondents indicated productivity has either increased (49%) or stayed 
the same (45%) since working from home.

• 91% of all respondents indicated their ability to focus has either increased (45%) or 
stayed the same (46%) since working from home.

• 88% of supervisors reported that their staff’s productivity has either increased (36%) 
or stayed the same (52%) since working from home.

• 79% of supervisors reported a positive response and interest from employees to con-
tinue working from home on a part-time or full-time basis.

• 78% of all respondents indicated that work-related stress has either stayed the same 
(34%) or decreased (44%) since working from home. Those who indicated work-re-
lated stress increased noted technical difficulties, working longer hours, increases in 
workload due to fewer staff, and some problems focusing.

• 75% of all respondents indicated that non work-related stress has stayed the same 
(37%) or decreased (38%) since working from home. Majority of those who said non 
work-related stress increased indicated that the new stress was mainly due to the 
unknown factors of the Covid-19 pandemic.

• 75% of all respondents are interested in telecommuting at least 2-3 days a week after 
restrictions are lifted.

• 64% of supervisors reported there has been no change in responsiveness or ability 
for their staff to deliver quality work while working from home.

• 63% of all respondents either agree (26%) or strongly agree (37%) that they are less 
stressed out when working from home.

• 60% of respondents either agree (26%) or strongly agree (34%) that their health and 
wellness have improved since working from home.

PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS
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PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS

2. WORKPLACE SAFETY AND REORGANIZATION SURVEY

WORKPLACE SAFETY AND REORGANIZATION SURVEY HIGHLIGHTS

In April of 2021, the Personnel Department launched the Workplace Safety and Reorgani-
zation survey to all City employees. This survey would further assist with developing and 
improving the procedures related to the safety of onsite workplaces against Covid-19, and 
support the transition from an emergency telecommuting program to an updated telecom-
muting policy for the City. The two main components addressed in the survey were safety 
concerns related to COVID-19, and whether or not participants had the ability or interest  
to telecommute.

Engagement and Training staff created the survey for two different groups: those who were 
telecommuting full-time (at the time of the survey), and those who have returned to the of-
fice/field (on a PT or FT basis). During the bulk of the survey, participants only responded 
to questions that pertained to their telecommuting status. Questions for each group were 
almost identical, but were just worded differently depending on which category they were 
in (Telecommuting vs. Office/Field). For example, when asked about whether or not the par-
ticipant had concerns with being infected with COVID-19 at the workplace, those who are 
telecommuting were asked “If I have to return to work in person…” while those who already 
report to the office/field were asked if they had these concerns “While at my worksite.” At the 
end of the survey, participants were all asked the same questions regarding telecommuting 
preference, concerns with offering benefits to those who cannot telecommute, what safety 
measures they want to see, and more.

A total of 13,135 responses (5,948 telecommuting employees; 7,187 employees who returned 
to the office/field) were received for this survey while it was open from April 30, 2021 – May 
28, 2021. Here are some notable results identified in the survey.

For more results, please visit https://bit.ly/WorkplaceSafetyNReorg. Similar to the Working 
from Home Survey, this dashboard, as well as a written report, were provided to GMs of De-
partments and have a planned release to all employees in 2022.

• 92% of all respondents noted that they understand that not all job classes/positions 
have the ability to telecommute.

• 90% of all respondents selected either telecommuting full-time (49%) or 2-3 days a 
week (41%) as their preferred work schedule.

• 80% of all respondents want to have hand sanitizer stations at the workplace.
• 72% of all respondents stated that additional benefits (transportation reimburse-

ment or more flexible work schedule), should be offered to those who are unable  
to telecommute.

• 70% of all respondents want to see masks required at the workplace.
• 66% of those who have already returned to the office/field believe their jobs allow 

them to telecommute at least one day a week.
• 62% of those who are telecommuting stated they would not feel comfortable taking 

public transportation, compared to
• 41% of those who have already returned to the office/field.
• 54% of all respondents are willing to change their work schedule for telecom- 

muting opportunities.
• 54% of those who have already returned to the office/field are concerned with being 

infected with COVID-19 while at work, compared to 76% of those who are still tele-
commuting full-time.

8

https://bit.ly/WorkplaceSafetyNReorg


1.4.3 ADDITIONAL EMPLOYEE ENGAGEMENT STRATEGIES

PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS

CULTUREAMP

PERSONNEL ALL STAFF MEETINGS AND TRAININGS

The Personnel Department has continued exploring with CultureAmp – an engagement and 
surveying software. During the previous reporting period (FY 19-20), the Personnel Depart-
ment utilized this platform to survey employees on Employee Engagement, and Covid-19 
in the workplace. During the current reporting period, the Personnel Department piloted  
CultureAmp’s 360 Evaluations.

Engagement and Training staff believe that providing ongoing and actionable feedback to 
employees is a crucial tool for development, especially for those in a supervisory role. Staff 
has found that unfortunately supervisors are not provided feedback as often as they should, 
and therefore thought it would be beneficial to offer 360 Evaluations to those in a supervi-
sory role at Personnel.

Staff held two training sessions for 360 evaluations via All Staff meetings (see next section). 
Supervisors were provided information on what 360 Evaluations are, how they are complet-
ed in CultureAmp, and how they are beneficial for staff. Supervisors were not required to 
participate in the 360 Evaluation program, but volunteered if they were interested. Out of the
144 supervisors at Personnel who were eligible to participate, 27 volunteered. Although this 
number may seem low (approximately 19%), CultureAmp confirmed that a low turnout is ex-
pected for a first session. Employees are often hesitant to receive feedback, especially from 
more than one person.

In the new fiscal year, Engagement and Training staff will continue to pilot programs on 
CultureAmp, as well as expand the 360 Evaluation program. Staff hopes to advertise these 
programs to other City Departments so they can be offered to employees across the City.

The Personnel Department had to consider alternative methods for employees to get up-
dates related to City business, safety, the Covid-19 pandemic, and plans for the future. In 
order to do so, the EEAT team began hosting All Staff meetings for Personnel employees. 
During these meetings, the Executive Office would discuss any updates for the department 
or their particular sections, review potential Covid-19 regulations, etc. Additionally, Engage-
ment and Training staff would discuss upcoming engagement opportunities and surveys. 
Topics Covered during this FY are included below:

For those who are unable to attend or wish to refer back to the topics at a later date,  
recordings of All Staff meetings are made available to employees via YouTube. The Person-
nel Department has received positive feedback for these virtual meetings and will continue 
to utilize the online tools available to administer these meetings and trainings.

• General Updates (Covid-19, Telecommuting, Vaccines, etc.)
• 360 Evaluations (Explanation and Training on platform)
• Personal Safety and Security Training (with LAPD)
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1.5 WHAT’S NEXT?

PART 1: CITYWIDE DEPARTMENT TRAINING & DEVELOPMENT PROGRAMS

1.4.3 ADDITIONAL EMPLOYEE ENGAGEMENT STRATEGIES (Cont’d)
ALL CITY FLYERS

Similar to the department meetings with Personnel employees, Engagement and Training 
staff needed to figure out a way to convey training information to employees across the 
Citywide. Staff began drafting countless flyers and advertisements for items related to man-
dated courses, citywide surveys, and pertinent information related to Covid-19/vaccines. 
These flyers included links to any related information (county websites, survey links/results, 
etc.). Staff found that these flyers were beneficial for employees, as they included engaging  
images and further ensured that all information was shared across the board, rather than 
by word-of-mouth, or scattered emails. The Personnel Department will likely continue to 
utilize flyers and advertisements to communicate with City employees while working in a  
virtual environment.

The City continued to face challenging obstacles brought on by the Covid-19 pandemic during this  
reporting period, and will likely face similar challenges during future reporting periods. In order to 
 endure navigating through these obstacles, EEAT staff will not only maintain its efforts to monitor and 
assist with Citywide/Department Specific training, but will also extend efforts to further promote training 
and engagement strategies in a virtual environment.
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PART 2: DEPARTMENT-LEVEL TRAINING & DEVELOPMENT

2.1 ANNUAL TRAINING SURVEY

This report also includes information collected by the Personnel Department from Department Train-
ing Coordinators (TCs). The TCs are surveyed and asked to gather information on the various training 
and development opportunities provided to the workforce at the department level. Responses were 
received from 31 of the City’s departments and bureaus. No data was provided by Cannabis Regulation, 
City Administrative Officer, City Attorney, City Council, Department on Disability, Employee Relations 
Board, Housing and Community Investment, Information Technology Agency, Mayor’s Office, Office of 
Public Accountability, Public Works: Contract Administration, or the Department on Transportation. Al-
though these departments did not submit reports, their compliance to mandated training is still included 
in Appendix B, as that data was pulled for all departments by EEAT staff. 

Departments that were added during the FY (Youth Development, Civil Human Rights and Equity, and 
Community Investment for Families), have some available training information, but data is very limited 
due to the timing of their addition to the City. We anticipate more compliance from these departments 
during the next reporting period. 

Per Section 4.312 of the Los Angeles Administrative Code, the City’s proprietary departments (Los Ange-
les World Airports, Harbor Department, and Department of Water and Power) are not required to present 
information on training topics. However, both Los Angeles World Airports and the Department of Water 
and Power submitted compliance data for this reporting period, and therefore are included on this report. 

2.1.1 CITY DEPARTMENT NON-MANDATED TRAINING

Department Training Coordinators identified the number of non-mandated courses available to their em-
ployees. During Fiscal Year 20-21, City departments provided a combined total of 11,780 non-mandated 
training sessions to employees. These included training courses and conferences provided directly by 
the departments, as well as outside vendors. This shows a significant decrease compared to last fiscal 
year (over 24,000 courses offered), but this likely attributes to courses being unavailable during the 
COVID-19 pandemic. Although the number of courses offered decreased during this reporting period, 
the number of employees trained actually increased. During FY 20-21, 115,000 employees received 
non-mandated training, as opposed to approximately 94,000 during FY 19-20. The increase in employ-
ees trained shows that although fewer courses were available, more employees had time to complete 
non-mandated training during the reporting period. This interesting data point shows that if more time 
is made available for employees to take training that is not required, they are willing to complete some 
extra training. 

APPENDIX C of this report shows the number of non-mandated courses provided by department during 
this reporting period. 
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PART 2: DEPARTMENT-LEVEL TRAINING & DEVELOPMENT

2.1.1 CITY DEPARTMENT NON-MANDATED TRAINING (Cont’d)
Department Training Coordinators were provided a list of general topic categories and asked to select 
three of those most attended by their department’s employees. Figure 6 below shows the topic areas 
that were identified as the most popular; the count being the number of departments selecting that 
topic as one of their top three.  This fiscal year shows a decrease in almost all categories. However, 
both Leadership and Employee Health and Wellness categories matched their data from last reporting 
period. Departments seem to have focused on Leadership and Employee Health and Wellness rather 
than the other categories since Leadership and Health and Wellness were pertinent for employees while 
adjusting to the pandemic. Data from the last three fiscal years has also been included on the chart for 
comparison. No departments indicated Reading/Writing/Arithmetic as one of their top 3 categories.  

Department TCs also identified the types of employees who attended the most non-mandatory train-
ing courses or conferences. Figure 7 below identifies the workforce categories that attended the most 
training during this reporting period. For this reporting period, most audience categories declined from 
previous fiscal years. However, the general pattern of popularity remains the same – Professionals, Ad-
ministrative Support and Officials/Administrators continue to be the top 3 audiences trained. 

FIGURE 6. Non-mandatory Course Popularity by Category

FIGURE 7. Non-mandatory Course Popularity by Workforce Category
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PART 2: DEPARTMENT-LEVEL TRAINING & DEVELOPMENT

2.1.2 CITY DEPARTMENT COMPLIANCE WITH MANDATED TRAINING

The Personnel Department also surveyed departments on their compliance with any mandated training 
provisions that were applicable to the job classifications of employees within their department. On the 
survey, “mandated” was defined as training which was required under State/Federal law, regulation, or 
policy. Departments were asked to not include any training monitored by the Personnel Department, as 
compliance to those courses would be provided by Personnel staff. A total of 579 mandated training 
sessions, including those monitored by the Personnel Department, were reported as being completed 
for this fiscal year. 

APPENDIX B contains a list of all training sessions from the responding departments and their com-
pliance rate at the time of reporting. Also included are the compliance rates for trainings monitored by 
the Personnel Department:  Disaster Service Worker, Fraud Waste and Abuse Training, Cybersecurity 
(ITA), and Anti-Bias Learning for Employees (ABLE). Those departments who reported their compliance 
for Workplace Harassment and Abusive Conduct Prevention training and COVID-19: What You Need to 
Know for the Workplace, are also listed in this report. However, because compliance for these areas is 
not mandated until next fiscal year, EEAT staff did not require compliance ratings for these areas at this 
time. 

Please note that mandatory training compliance is an ongoing process that changes as employees are 
hired, transferred, and promoted. Training that shows a lower compliance percentage is likely in the pro-
cess of meeting the necessary requirements. The data in Appendix B is only a snapshot from the end of 
the reporting period.

2.2 DEPARTMENT-LEVEL TRAINING & DEVELOPMENT

As part of the Annual Training Survey, departments were asked to include information on any training 
programs that their departments developed and/or administered on their own. For Fiscal Year 20-21, 
departments continued to implement training related to leadership, which is a common category noted 
in each reporting period. Departments also indicated continuation of class-specific programs, as well as 
programs that emphasize employee safety and communication/professionalism.   

When asked about additional training needs their employees have expressed, departments indicated 
that employees have expressed interest in topics pertinent in working from home (computer skills, com-
munication, and managing employees). Some departments also expressed interest in more trainings re-
lated to mental health and onboarding (City knowledge, department functions, etc.). Mental health is not 
often mentioned in this category, but departments seem to have more interest due to changes in health 
and wellbeing of staff during the pandemic.  

In regards to employee development, departments continue to utilize recognition and mentorship pro-
grams. Departments have also continued to learn about and how to implement in-house evaluations 
and reviews to encourage development for employees. A few responses showed that departments are 
also implementing employee rotation programs, which has not been mentioned much during previous 
reporting periods.  

APPENDIX D provides excerpts of the narratives provided by the departments on their training and de-
velopment programs.
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PART 2: DEPARTMENT-LEVEL TRAINING & DEVELOPMENT

2.3 MEMORANDUM OF UNDERSTANDING TRAINING PROGRAMS

In accordance with the provisions of various Memoranda of Understanding (MOU), the Personnel Depart-
ment administered funds for specialized training reimbursement in collaboration with the departments of 
represented employees. The Personnel Department is working on transitioning the current MOU reim-
bursement process to CityGrows, which will allow for employees and departments to review and submit 
MOU reimbursements entirely online. 

2.3.1 MOU 3 - CLERICAL

2.3.1 MOU 6 - LIBRARIANS & MOU 16 - SUPERVISORY LIBRARIANS

2.3.4 MOU 37 - EXECUTIVE ADMINISTRATIVE ASSISTANTS

2.3.3 MOU 36 - MANAGEMENT EMPLOYEES, MOU 63 - PERSONNEL DIRECTOR UNIT & 
MOU 64 - CONFIDENTIAL SENIOR PERSONNEL ANALYST UNIT

MOU 3 is comprised of clerical employees and is represented by AFSCME Local 3090. This MOU has 
funding set aside for training programs to be provided by their union and to be administered by the Per-
sonnel Department. No funds were expended during reporting period 20-21. 

MOUs 6 and 16 consist of Librarians and Supervisory Librarians respectively. Each has funding set aside 
for training and tuition reimbursement available to their union members. These funds are administered 
by the Library Department. No details on these reimbursements are available in this report. However, 
general information on the tuition reimbursement is included in the following section.

MOU 37 consists of Executive Administrative Assistants and is represented by AFSCME Local 3672. The 
Personnel Department administers a Tuition Reimbursement and Specialized Training fund as set forth 
in MOU 37. A total of $2,946 was expended on individual reimbursements and training programs for 
represented employees in Fiscal Year 2020-21.

The most common requests for reimbursements are submitted by employees in MOUs 36, 63 and 64. 
MOU 36 is comprised of management-level employees. MOU 63 consists of Personnel Directors. MOU 
64 includes only confidential Senior Personnel Analysts. All three MOUs are represented by Los Angeles 
Professional Manager’s Association (LAPMA) and share a single training fund. During each FY, a deposit 
of $173,000 is placed into a trust fund designated for the development of employees represented by 
MOU 36, 63 and 64. Unused funds from previous fiscal years are rolled over to the next. 
 
For fiscal year 2020-21, a total of $72,213 was spent on various training conferences and training pro-
grams for MOU 36, 63, and 64 employees. This includes participation in specialized training and tuition 
reimbursement for approximately 60 employees, which amounted to $38,091 of funds. The remaining 
$34,122 was expended for dues and workshop fees for the Institute of Management Studies (IMS). A total 
of 44 training sessions were provided by IMS with a total of 82 represented employees attending.
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2.4 DEPARTMENT TUITION REIMBURSEMENT PROGRAMS

According to Los Angeles Administrative Code Section 4.315, a citywide tuition reimbursement program 
is available for administration. This program is designed to encourage employees to further their educa-
tion as a means to improving their performance in their current position, and develop their potential for 
higher level positions in their logical line of promotion. Unfortunately the program is currently provided 
only at the department level and only by departments with funding for such a program.

For this reporting period, 11 departments provided tuition reimbursement to a total of 1,248 employees. 
This is a slight decrease in both the number of departments and the number of employees who were 
funded since last fiscal year (12 departments; 1,376 employees funded during FY 19-20). 

APPENDIX E provides a summary of the Tuition Reimbursement Programs, for those departments which 
are currently providing them.

PART 2: DEPARTMENT-LEVEL TRAINING & DEVELOPMENT
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Note: Due to the significant length of CyberU courses, Appendix A only includes the Top 100 courses 
that were completed. For a full list of courses that were completed by any number of employees during 
FY 20-21, please contact pertraining@lacity.org.  
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