
Date: June 16, 2026 

To: Thomas B. Modica, City Manager 

From: Bryce M. Tyler, Director of Human Resources 

For: Mayor and Members of the City Council 

Subject: Employment Desert Analysis, Workforce Demographics, and Local Hiring 
Strategies 

On February 10, 2026, the City Council directed the City Manager to compile and analyze data 
on City employee demographics; identify key geographic areas within the city considered 
employment deserts; and report back on specific policy measures to increase local hiring, 
outreach, and recruitment in these areas.  

To support this effort, the Department of Human Resources conducted an analysis of workforce 
demographic data and applicant activity to better understand employment trends, identify 
barriers to employment, and evaluate opportunities to strengthen local hiring outcomes.  The 
analysis incorporated information from the City's Human Resources Management System 
(HRMS), NEOGOV applicant tracking and reporting tools, and the City's Employee 
Demographics Dashboard. While the analysis provides valuable insights, certain findings were 
impacted by data availability and system reporting limitations, which are noted throughout this 
report where applicable. 

Workforce Demographic Summary 

The City’s workforce of 6,767 employees reflects broad racial and ethnic diversity across 
departments. Hispanic/Latino employees make up the largest share of the workforce at 
approximately 41.8% (2,829 employees), followed by White employees at 28.6% (1,935 
employees). Asian employees represent 14.4% (972 employees), and Black/African American 
employees account for 11.5% (781 employees). Employees identifying as Two or More Races 
comprise 3.2% (214 employees), while American Indian/Alaska Native employees comprise 
0.31% (21 employees) and Native Hawaiian/Other Pacific Islander employees comprise 0.22% 
(15 employees). Overall, the data reflects substantial racial and ethnic diversity across the 
City's workforce and departments.  

Additionally, as shown in the tables below, approximately 2,936 employees, or 44% of the City's 
workforce, are Long Beach residents. 90805 is the Zip Code with the most City employees at 
420, or over 14% of the total number of employees residing in Long Beach, while 90814 has 
the least at 153 employees, or about 5%. Staff is also working to develop a heat map that 
demonstrates the distribution of Long Beach employees across the City with these figures. 

Memorandum 

https://longbeach.primegov.com/search/itemsearch?meetingItemId=60317
https://data.longbeach.gov/explore/assets/employee-demographics-data/
https://data.longbeach.gov/explore/assets/employee-demographics-data/
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As part of the analysis, the Department conducted additional review and reconciliation of 
certain demographic records where racial and ethnic categories overlapped within the data 
source. Employee counts may also vary slightly across data sets due to differences in system 
coding and reporting methodologies for employees and salary records. Every effort was made 
to validate and reconcile the data to ensure the most accurate representation possible. 

The chart below (also included as Attachment A, Figure 1) provides a visual representation of 
the City's workforce composition by race and ethnicity, summarizing the proportional 
distribution described above. 
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Additionally, Figure 2 (also included in Attachment A) below illustrates racial and ethnic 
composition of the City's management workforce. Of the 534 managers citywide, 210 
managers (39.33%) identify as White, 157 (29.40%) identify as Hispanic/Latino, 100 (18.73%) 
identify as Asian, and 56 (10.49%) identify as Black/African American. Additional 
representation includes managers identifying as Two or More Races, American Indian, Native 
Alaskan, and Native Hawaiian or Other Pacific Islander backgrounds. Overall, the data reflects 
substantial racial and ethnic diversity within the City's management workforce and 
demonstrates representation from a broad range of backgrounds across leadership positions.  
 

 
 

City Employee Racial Demographics by Salary Range 
 
Overall, the analysis indicates that the City's workforce diversity extends across all 
compensation levels and that employees from a broad range of racial and ethnic backgrounds 
are represented throughout both the workforce and leadership structure. A review of employee 
compensation data by racial and ethnic groups indicates that the City's workforce is 
represented across all salary ranges, from entry-level classifications through executive 
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leadership positions. Hispanic/Latino employees comprise the largest segment of the 
workforce and represent the highest number of employees in salary ranges up to $149,999 
annually (762 employees below $60,000; 961 employees between $60,000 and $89,999; 521 
employees between $90,000 and $119,999; and 375 employees between $120,000 and 
$149,999). 

 
White employees represent the largest demographic group within salary ranges above 
$150,000 and account for the highest number of employees earning $180,000 or more annually 
(180 employees between $150,000 and $179,999 and 122 employees earning $180,000 or 
more). Asian, Black/African American, Hispanic/Latino, Native Hawaiian/Pacific Islander, 
American Indian/Alaska Native, and employees identifying as Two or More Races are also 
represented within the City's highest salary ranges. 
 
The data reflects racial and ethnic diversity throughout the City's compensation structure, with 
employees from diverse backgrounds represented across professional, technical, supervisory, 
management, and executive classifications. Notably, Hispanic/Latino, Asian, and Black/African 
American employees maintain representation within each salary range analyzed, including 
positions earning $180,000 or more annually. 
 
Because this analysis incorporates data from multiple reporting sources, minor variations in 
employee counts occur between workforce demographic and compensation-related tables. 
These differences are primarily attributable to variations in reporting methodologies, data 
extracts, and the treatment of employees and salary records at a given point in time and slightly 
have an impact on the overall findings presented in this report.  
 
Figure 3 below provides a detailed breakdown of employee representation across salary 
ranges by race and ethnicity. This figure is also included in Attachment A. 
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Long Beach Representation Across Salary Ranges 
 
Consistent with the City's Local Hiring Preference initiative, the data demonstrates that Long 
Beach residents are represented throughout the City's compensation structure and career 
pathways. Continued investments in local hiring, workforce development, and community 
outreach will help expand access to City employment opportunities and strengthen the pipeline 
of local talent across all levels of the organization. 
 
A review of employee residency data by salary range indicates that Long Beach residents are 
represented across all compensation levels within the City's workforce, from entry-level 
classifications through executive leadership positions. Long Beach residents from ZIP codes 
90805, 90808, 90815, 90807, 90806, 90804, 90810, 90802, and 90713 are represented 
throughout each salary range analyzed. Among Long Beach residents, ZIP code 90807 reflects 
the largest concentration of employees across all salary ranges, including 770 employees 
earning less than $60,000, approximately 1,100 employees earning between $60,000 and 
$89,999, approximately 1,000 employees earning between $90,000 and $119,999, 718 
employees earning between $120,000 and $149,999, 287 employees earning between 
$150,000 and $179,999, and 188 employees earning $180,000 or more annually. 

 
Long Beach residents are most heavily concentrated within the $0–$59,999, $60,000–$89,999, 
and $90,000–$119,999 salary ranges, reflecting strong local representation within the City's 
operational, technical, professional, and supervisory workforce. For example, residents from 
ZIP code 90805 account for 146 employees earning less than $60,000, 165 employees earning 
between $60,000 and $89,999, and 63 employees earning between $90,000 and $119,999, 
while residents from ZIP code 90808 account for 104, 66, and 88 employees within those 
respective salary ranges. 
 
Representation of Long Beach residents extends into higher-compensation classifications as 
well. Employees residing in Long Beach ZIP codes are represented within salary ranges 
exceeding $150,000 annually, including positions earning more than $180,000 per year. Within 
the $180,000 or more salary range, Long Beach residents are represented across all identified 
ZIP codes, including 13 employees residing in 90808, 12 in 90815, 21 in 90807, 6 in 90806, 5 
in 90805, 5 in 90804, 11 in 90810, 8 in 90802, and 10 in 90713.  This indicates that Long Beach 
residents are not only entering City employment but are also advancing into leadership, 
management, and executive-level roles. 
 
Figures 4A and 4B below provide a detailed breakdown of employee representation across ZIP 
codes. These figures are also included in Attachment A. 
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Employment Desert Summary 
 
Based on a dataset of approximately 37,772 job applications submitted between May 6, 2025, 
and March 31, 2026, our review shows that several Long Beach ZIP codes are functioning as 
clear employment deserts. ZIP codes 90802, 90804, 90805, 90806, 90813, 90814, and 90815 
all demonstrated minimal to near zero hiring conversion during this period, despite generating 



Employment Desert Analysis, Workforce Demographics, and Local Hiring Strategies  
June 16, 2026 
Page 7 
 

 

significant applicant volume. Earlier percentage ranges appeared broad because the data 
showed consistently low hiring outcomes across all ZIP codes, with most candidates stalled in 
either failed/disqualified or referred-but-not-hired statuses. In these neighborhoods, large 
proportions of applicants were screened out for incomplete applications, missing 
documentation, or not meeting minimum qualifications, while the majority were referred to the 
department but ultimately never progressed to hire within the reporting window. This pattern 
reflects strong community interest in City employment but significant systemic barriers 
preventing residents from moving forward in the hiring process. 
 
Existing Efforts to Increase Local Hiring 
 
The City has implemented Local Hiring Preferences as a strategic effort to strengthen our 
community and expand equitable access to City employment. These preferences are designed 
to ensure that residents have a more meaningful opportunity to compete for stable, well-paying 
City jobs. By prioritizing applicants with established roots in Long Beach, we aim to cultivate a 
workforce that better reflects the community it serves, bringing local insight, cultural 
understanding, and long-term community investment into the public service environment. This 
initiative supports our broader efforts to address identified employment deserts and reduce 
structural barriers that have historically limited access to City hiring pipelines. 
 
To complement these hiring preferences, the City has expanded its targeted outreach and 
community engagement. Staff have increased their presence in neighborhood-based events, 
hosted informational sessions, attended job fairs, and partnered with community-based 
organizations, schools, and neighborhood associations. In addition, the City has delivered 
resume workshops, interview skills training, and application assistance sessions—all designed 
to help residents successfully navigate the hiring process. Through social media outreach, in-
language communication, and hands-on workshops, the City is helping to demystify the hiring 
system, reduce common application errors, and increase awareness of available career 
pathways. Together, these efforts reinforce our commitment to ensuring that all Long Beach 
residents, especially those in historically underrepresented areas, have the tools, opportunities, 
and support needed to succeed in public employment. 
 
Figure 5 below highlights year-over-year outreach activity and demonstrates that FY26 
outreach efforts have already exceeded FY25 totals in several areas, including a 29% increase 
in career fairs and hiring events and a 73% increase in workshops and training. This figure is 
also included in Attachment A. 
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Recommendations to Address Employment Deserts and Reduce Barriers 
 
Collectively, these findings provide valuable insight into the City's workforce, hiring outcomes, 
and areas of opportunity, helping to inform future strategies that strengthen access to public 
sector employment opportunities for Long Beach residents.  
 
The Human Resources Department recommends the following: 
 

• Launch a phased employment desert initiative focused initially on ZIP codes 90802, 
90804, 90805, 90806, and 90813, with subsequent expansion to ZIP codes 90814 and 
90815. Priority will be assigned to the first phase based on the concentration of applicant 
activity, geographic distribution across the city, and opportunity to maximize outreach 
impact through targeted engagement in ethnically diverse communities. The initiative 
will include quarterly recruitment events, application assistance workshops, examination 
preparation resources, and partnerships with community-based organizations to 
strengthen candidate readiness and improve progression through the hiring process. 
 

• Implement a Citywide Application Support Program offering monthly application labs—
both virtual and in person—to help residents submit complete, error-free applications. 
This directly reduces the most common barriers affecting applicants in employment 
desert ZIP codes, such as missing documentation or incomplete submissions. 

 

• Establish a targeted candidate preparation cohort for residents of employment desert 
ZIP codes 90802, 90804, 90805, 90806, 90813, 90814, and 90815 in partnership with 
Pacific Gateway, Long Beach City College, and other workforce development 
organizations. The program should focus on preparing candidates for high-vacancy 
classifications, including clerical, maintenance, and technical positions, through 
examination preparation, resume development, interview coaching, and guidance on 
navigating the City's civil service hiring process. Priority enrollment should be offered to 
residents from Phase I outreach areas to strengthen local hiring pipelines and improve 
hiring outcomes in neighborhoods demonstrating high applicant interest but low 
conversion to hire. 
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• Strengthen candidate communications and process transparency through standardized 
messaging, timeline updates, and required document reminders. This will reduce 
applicant drop-offs, particularly for first-time applicants and residents unfamiliar with civil 
service hiring practices. 
 

• Continue to build upon and strengthen the recently launched Civic Excellence 
Leadership Academy by expanding learning opportunities for both current and newly 
appointed managers. The program can serve as a foundation for developing leadership 
competencies, enhancing supervisory effectiveness, and preparing employees for 
future advancement opportunities across the organization. 
 

• Explore the development of a formal succession planning framework to identify critical 
positions, support knowledge transfer, and prepare employees for future leadership 
opportunities. Establishing a structured approach to leadership development and talent 
pipeline planning will help strengthen internal promotional pathways and ensure 
continuity across the organization. 
 

If you have any questions, please contact Bryce Tyler, Director of Human Resources, at 
Bryce.Tyler@longbeach.gov.  

 
CC: DAWN MCINTOSH, CITY ATTORNEY 
 DOUGLAS P. HAUBERT, CITY PROSECUTOR 
 LAURA L. DOUD, CITY AUDITOR 

APRIL WALKER, ASSISTANT CITY MANAGER 
TERESA CHANDLER, DEPUTY CITY MANAGER 

 MEREDITH REYNOLDS, DEPUTY CITY MANAGER 
GRACE YOON, DEPUTY CITY MANAGER 
TYLER BONANNO-CURLEY, DEPUTY CITY MANAGER 
KEVIN LEE, CHIEF PUBLIC AFFAIRS OFFICER 
MONIQUE DE LA GARZA, CITY CLERK (REF #26-54322) 

DEPARTMENT HEADS 
 SARAH GREEN, DEPUTY DIRECTOR OF HUMAN RESOURCES  

YESENIA RICO, TALENT MANAGEMENT BUREAU MANAGER 
ZHENZHEN SUN, MANAGER-BUSINESS SYSTEMS PARTNER 

 
 

mailto:Bryce.Tyler@longbeach.gov
https://longbeach.primegov.com/search/itemsearch?meetingItemId=60317


Attachment A  
Workforce Demographic and Recruitment Analysis Charts 

 
Figure 1. City Workforce Demographics 
 

 



Figure 2. City Workforce Management Demographics  
 

 
 
 
 
 
 
 
 
 
 
 



Figure 3. City Workforce Salary by Ethnicity 
 

 
 
 
 
 



Figure 4A. City Workforce Salary by Zipcode 
 

 
 
 
 
 

 
 
 



Figure 4B. City Workforce Salary by Zipcode 
 

 



 
 
 
Figure 5. City Outreach Efforts  
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