SNAPSHOT
SAN DIEGO 2021
WORKPLACE EQUITY
HOTEL/HOSPITALITY SECTOR
THE PROBLEM:
Men are promoted
10 times more than
women to executive
positions, and women
of color hold 4% of the
C-suite (LeanIn 2021)

Gender/racial discrimination prevents diverse leadership, equitable pipeline access, and fair
environments for success in the Hospitality industry.

Society still expects women to be
the primary caregivers for their
families, so they’re extra stressed
by irregular hours, frequent
travel, and relocation (Cornell
University 2019)

90%

of transgender individuals
are harassed, mistreated, or
discriminated against on the job
(Center for American Progress
2012)

OUR PROJECT
The Goal
Research says local effort is key to transforming
workplace culture. But local action needs local data.
Snapshot gives San Diego its first-ever regional baselines
for workplace equity in the Hotel and Hospitality sector so
stakeholders can unite around collaborative change.

The Partnership
In Spring 2021, UniteHere Local 50 and the Kim
Center joined forces to create a model of standardized
accountability and collaborative action for other regions.
This summary presents key findings collected from a
survey of UniteHere Local 50 members.

The Method
Based on the Kim Center’s LEAPS
Assessment employee engagement survey

LEAPS ASSESSMENT:

Online, self-completed survey open for 15
days

The Assessment measures 5 metric Areas: Workplace Ecosystem,
Advancement and Compensation, Policies and Organizational
Support, Supervisor Relationships, and COVID Impacts. The
Assessment was designed by the Kim Center and UC San Diego to
analyze for employees at multiple intersections of identity.

51 questions regarding equity-related daily
experiences at work, plus 13 demographic
and 2 open-ended questions

The Sample
111 out of UniteHere’s 2,000 members participated (6%).
Respondent Demographic Characteristics
Most common genders
cis male

Most common races/ethnicities
Hispanic/Latinx

cis female
White

43% 22%

47% 43%
Most common sexual orientations

Caregivers

49%

heterosexual

of caregivers have adult
dependents

LGBTQIA+

26%

66% 10%

have child dependents

Disabilities

14%

of participants have a disability or chronic
physical/mental health condition

Most Common Professional Characteristics
Industry

Annual salary ranges

Occupation
Food and Beverage

29%

Leisure and Hospitality
Housekeeping
Kitchen

15%

Maintenance

Service

Front Office

58%

14%

12%

6%

5%

$30,000-39,999

30%

$20,000-29,999

22%

Less than $20,000

16%

SURVEY FINDINGS
We received positive responses about support for early parenthood from most participants, and the rate of sexual harassment is lower than national
reports. However, most results fell in the Worrisome and Problematic zones (see below).

Scoring System

Metric 1: Workplace Ecosystem
Explores how valued and respected employees feel. Key indicators:
microaggressions, sexual harassment, discrimination based on gender,
race, ethnicity, etc.

Doing Well
(90%-100% positive responses or 0%-10% negative responses)

Getting Close

RESULTS

(75%-89% positive responses or 11%-15% negative responses)

Worrisome
Most participants
feel that pregnant
or new-parent
employees are
supported by their
organizations

86%

Never or Rarely experience
sexual harassment (of
course, the only acceptable
rate of sexual harassment
is 0%)

32%

hear derogatory comments
about gender and race/
ethnicity, and disagree that
employees of all personal
backgrounds are treated
fairly

(60%-74% positive responses or 16%-20% negative responses)

Problematic
(below 60% positive responses or 21%+ negative responses)

Metric 2: Advancement and Compensation
Measures employee perceptions of fairness in career opportunities.
Key indicators: access to raises, promotions, tools for career
success.
RESULTS

More than 25%
Metric 3: Policies and Organizational Support
Reveals presence/absence of official company policies that promote
equal status (professional development, caregiver support, sexual
harassment prevention, etc.), and how effective the policies are.
RESULTS

8%

of participants lack fair access
to professional development and
promotion

$

87%

of part-time employees
would work more hours if
they could get them

of participants’ employers have
childcare policies

Metric 4: Supervisor Relationships

Less than

3/4

Measures whether supervisors are effectively and fairly providing
employees with professional and personal support.

of participants say their employer has
policies against sexual harassment

RESULTS

RESULTS

A quarter
of participants
suffered negative
impacts from
lack of caregiver
support

Metric 5: COVID Impacts

38%

feel their voices are heard less because of
COVID-induced work-style adjustments

Almost

40%

left their place of employment

26%

of participants
lack supervisor
support for
balancing work
and home life

32%

lack
support for
professional
growth

SURVEY FINDINGS BY DEMOGRAPHIC GROUP
When we analyzed our findings by demographic group, a number of additional findings surfaced.

Cis women are significantly
less respected and valued
than cis men

Black and mixed-race workers
perceive less diverse representation
in their company’s leadership than
workers of other races/ethnicities

Lesbian/gay workers are
sexually harassed four times
more than heterosexual or
bisexual workers

Parents receive less supervisor support for
career advancement and work-life balance
than non-parents.

Workers with disabilities receive less respect,
recognition, and supervisor support than
workers without disabilities.

Hispanic/Latinx workers generally
are more satisfied with leadership
diversity, access to professional
development and promotions,
employer response to complaints, and
ability to advance careers as parents
than other ethnicities.

SURVEY FINDINGS BY PROFESSIONAL GROUP
We also found that our participants reported significantly different experiences depending on their industry or occupation.

Participants working 50+ hours/week
experience higher levels of sexual
harassment, microaggressions, and lost
productivity from discrimination than those
working fewer hours. They are also more
likely to feel their voice is heard less due
to COVID-related work-style adjustments
made by their employer.

Leisure & Hospitality participants are
the most likely to see fair distribution of
gender/race/ethnicity in leadership and the
least likely to hear derogatory comments
about gender or race/ethnicity.

Maintenance workers
experience the most
microaggressions,
and lost productivity
and innovative
mindset due to
discrimination.

Participants in
Service hear the
most derogatory
comments about
gender or race/
ethnicity.

CONCLUSION
CONSEQUENCES
TO EMPLOYERS

25%

of participants overall report lost productivity due to discrimination at work

32%

think about leaving their employer because of discrimination, particularly maintenance
staff and those working 50+ hours/week

48%

report decreased innovative mindset due to discrimination at work

SAN DIEGO COMPANIES THRIVE WHEN SAN DIEGANS THRIVE
San Diego’s Hotel and Hospitality leaders have a landmark opportunity to model cultural evolution for the sector by addressing the physical and
psychological injustices faced daily by women in general, workers of color, LGBTQIA+ workers, parents, and employees in the Service industry.
In the process, San Diego employers stand to achieve up to 33% greater profitability than their peers in other regions, given that turnover,
absenteeism and lost innovation from discrimination cost American companies an estimated $64 billion a year (Center for American Progress
2012).

CALL TO ACTION: JOIN THE LEAPS ALLIANCE
San Diego employers need San Diego data to make meaningful change. The Kim Center and its partners are calling on key stakeholder groups to
collaborate on LEAPS, a groundbreaking action plan to elevate the status and success of marginalized workers. LEAPS empowers all sector leaders
to drive lasting change in their own companies and throughout San Diego through a rigorous Assessment, collaboratively developed Playbook, and
nationally standardized Accreditation. Contact Dr. Hei-ock Kim at heiock@kimcenter.org to join this historic movement!

STAKEHOLDER GROUPS INCLUDE:
ASSOCIATIONS

EMPLOYERS

GOVERNMENT

INVESTORS

LABOR

GOALS INCLUDE:
Eliminate sexual
harassment
through active
policies and
training

Increase diverse representation in leadership

About The Kim Center
The Kim Center is transforming San Diego into a trailblazing model of economic
and social leadership that can be replicated in other regions throughout the
nation. Collaborative local action informed by local data is essential to cultural
transformation, so we unite key stakeholders around accelerated change
using our LEAPS Assessment, Playbook, and national Accreditation.

Dr. Hei-ock Kim
Executive Director
heiock@kimcenter.org
https://kimcenter.org

Prioritize work-life
balance particularly
through caregiver
support

About UniteHere Local 30
UNITE HERE Local 30 is San Diego’s hotel and hospitality union, representing
over 6,000 workers. Our goal is to raise industry standards and transform hotel
jobs into good middle class jobs. Our priorities are to negotiate great contracts
for our members, empower workers to have a voice on the job, and organize
non-union workers.

Brigette Browning
President
bbrowning@unionyes.org
https://local30sandiego.org

