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Response

Mobile Command Vehicles 

• Room for 3-5 staff

• First-in vehicle to large incidents

• Short-term deployments

• Satellite Internet

• Metropolitan Radio

• Climate controlled work area

Modified Transit Van
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Response

Mobile Command Vehicles 

• Room for 5-10 staff

• Used for long-term deployments

• Satellite Internet

• Metropolitan Radio

• Climate controlled work area

• Bathroom

• Galley

• Couch/Bed

Trailer  24 - Feet
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Recovery Incident FEMA 
Obligated

CDAA 
Obligated

Totals

January 2023 Storms $441,614 $441,614

Tropical Storm Hilary 
(August 2023)

$191,204 $191,204

February 2024 Storms $58,695 $16,141 $74,836

Totals $691,513 $16,141 $707,694

Recovery– FEMA/CalOES
Reimbursement Status

* Eaton Fire Recovery status on next slide

18



Recovery

Recovery – FEMA/CalOES
Reimbursement Status
Eaton Fire Mutual Assistance

Agency Amount of Mutual 
Assistance Given by 

MWD

Amount Repaid Comments

La Canada Irrigation District $3,349.96 $3,349.96 Agency reports they 
paid.

Crescenta Valley Water 
District

$48,378.04 Pending FEMA has not yet 
released any funds.

Lincoln Avenue Water 
Company

$60,552.00 Pending FEMA has not yet 
released any funds.

Rubio Canon Land & Water 
Association

$136,256.66 Pending FEMA has not yet 
released any funds.

Foothill Municipal Water 
District

$221,576.78 Pending FEMA has not yet 
released any funds.

Las Flores Water Company $774,767.05 Pending FEMA has not yet 
released any funds.

Kinneloa Irrigation District $20,029.05 $20,029.05 Agency reports they 
paid.

TOTALS $1,264,909.54 $23,379.01
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Lessons-
Learned 

2025

Follow-Up Actions

Completed

• Created Emergency Management Team

• Expanded Mobile Command Capabilities

• Deployed new technologies 

Ongoing

• Clarify Water’s Role in LA County EOC

• Provide EM training for senior managers

• Confirm status of pre-disaster supplies
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Emergency 
Management 

Team

Organizational Enhancements

New Emergency Management Team

• Team Manager

• Team Members

Future Goals

• Expand team to cover essential EM functions

• Collaborate with all parts of Metropolitan

21
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Organization, Personnel and Effectiveness 

2/10/2026 Committee Meeting 

6b
Subject 

2025 Annual Workplace Assessment Update 

Executive Summary 

The annual Workplace Assessment gathers employee feedback regarding the work they do, their teams, 
leadership, and the organization overall, and helps the District gain a deeper understanding of what is working and 
where improvement opportunities exist. The first survey was conducted in 2024 and presented to the 
Organization, Personnel and Effectiveness Committee on February 10, 2025. The 2025 Workplace Assessment 
was conducted on August 25, 2025. The core themes of the 2025 Workplace Assessment will be shared at this 
Committee meeting by Aaron Brown, Senior Insights Analyst, with Quantum Workplace. The presentation will 
include a high-level comparison of the 2025 feedback to the 2024 assessment. The assessment results were shared 
with all employees and are included on the internal Workplace Assessment webpage.   

Fiscal Impact 

None 

Applicable Policy 

Metropolitan Water District Administrative Code Section 2471: [Organization, Personnel and Effectiveness 
Committee] Duties and Functions  

Related Board Action(s)/Future Action(s) 

The next Workplace Assessment update will be conducted in August 2026 

Details and Background 

Background 

This report provides an update on the following key areas: 

 Since the 2024 assessment, participation increased by 3.1 percent, with approximately 57 percent of
employees providing their feedback. A six-point rating scale continues to be used for the 41 survey
questions, which are categorized into 7 themes:

o Leadership Strategic Alignment with MWD Goals, Continuous Improvement, Competency
Building, Culture (Trust & Ethics), Driving Results, and Employee Engagement.

o Overall, 60 percent of the responses were favorable (Agree or Strongly Agree).
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2/10/2026 Committee Meeting 6b Page 2 

The District’s High-Impact questions showed a 10.9 percent increase from the 2024 survey in employees feeling 
Metropolitan’s leaders exhibit behaviors and values they expect from employees.  

 Effective communication from Executive Leadership declined by 7.5 percent compared to 2024, and
fewer employees reported feeling valued by their direct Supervisor, reflecting a 3.7 percent decrease from
2024.

 Common themes found in the Employee comments geared towards workload strain, structural ambiguity,
leadership inconsistency and cultural fragmentation.

 Key insights showed continued opportunity exists when considering change management, communication
and career development.

Management Response and Next Steps 

Consistent with the Consultant’s strategic recommendations, management continues to focus on strengthening 
transparent communication by providing greater context around organizational decisions and periodically 
revisiting recent strategic changes to assess their impact on teams. This includes communicating not only the 
rationale behind key decisions, but also the underlying considerations that informed those decisions. 

Additional areas of focus include enhancing transparency related to career development opportunities and 
reinforcing existing supervisory expectations, including the continued use of regular one-on-one and 
performance-related conversations to better understand employee goals, potential growth paths, and development 
interests. 

Planned and ongoing efforts aligned with these objectives include continued advancement of solutions-focused 
initiatives, including: 

 Enhanced and more strategic use of internal communication channels, including the new employee
newsletter and IntraMet, to deliver timely, current, and evolving information aligned with organizational
priorities and change initiatives.

 Expanded employee inspection trips designed to strengthen cross-organizational connections and shared
understanding of District operations.

 Strengthened and ongoing initiatives supporting employee onboarding, recruitment, performance
management, and process improvement.

1/29/2026 
Mark Brower 
Human Resources Group Manager 

Date 

1/29/2026 
Shivaji Deshmukh 
General Manager 

Date 

Attachment 1 – 2025 Annual Employee Survey Overall Results  

Ref# hr12704775 
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MWD Annual Employee Survey (2025)
All Company View

Scaled Results

View by

60% 2024 MWD Employee Engagement Survey

Scale: 6pt Agreement

Strongly Disagree Disagree Somewhat Disagree Somewhat Agree Agree Strongly Agree

Compared to:
69% 2024 MWD Employee Engagement Survey

Compared to:
53% 2024 MWD Employee Engagement Survey

Compared to:
71% 2024 MWD Employee Engagement Survey

Compared to:
72% 2024 MWD Employee Engagement Survey

Compared to:
56% 2024 MWD Employee Engagement Survey

Compared to:
75% 2024 MWD Employee Engagement Survey

Compared to:
77% 2024 MWD Employee Engagement Survey

Compared to:
50% 2024 MWD Employee Engagement Survey

Compared to:
76% 2024 MWD Employee Engagement Survey

60%
Favorable

60%  0.1%

Diverse perspectives are valued on my team. n = 1059 67%  1.5%

I am aware of Metropolitan’s overall strategic
initiatives.

n = 1066 55%  2.0%

I am proud to work at MWD. n = 1067 75%  4.3%

I am recognized by my supervisor for the positive
contributions that I make.

n = 1062 71%  1.0%

I can confidently connect my team’s performance
goals to the strategic initiatives of MWD.

High n = 1058 54%  1.9%

I feel comfortable bringing up issues and challenges
to my supervisor.

n = 1062 74%  1.3%

I feel comfortable sharing my ideas with my
supervisor.

n = 1064 76%  0.8%

I feel that I am making progress in my career (getting
opportunities to learn new skills and grow
professionally).

High n = 1065 51%  0.8%

I feel valued by my supervisor. n = 1063 72%  3.7%

2/10/2026 Committee Meeting 6b Attachment 1, Page 1 of 4
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Compared to:
60% 2024 MWD Employee Engagement Survey

Compared to:
42% 2024 MWD Employee Engagement Survey

Compared to:
69% 2024 MWD Employee Engagement Survey

Compared to:
70% 2024 MWD Employee Engagement Survey

Compared to:
64% 2024 MWD Employee Engagement Survey

Compared to:
43% 2024 MWD Employee Engagement Survey

Compared to:
65% 2024 MWD Employee Engagement Survey

Compared to:
67% 2024 MWD Employee Engagement Survey

Compared to:
17% 2024 MWD Employee Engagement Survey

Compared to:
72% 2024 MWD Employee Engagement Survey

Compared to:
82% 2024 MWD Employee Engagement Survey

Compared to:
83% 2024 MWD Employee Engagement Survey

Compared to:
58% 2024 MWD Employee Engagement Survey

I have conversations (at least twice per year) with
my supervisor regarding my professional
development.

n = 1061 60%  0.3%

I have opportunities for advancement or promotion
at MWD.

High n = 1065 40%  1.4%

I have the materials and equipment I need to do my
job.

n = 1062 68%  0.6%

I meet with my supervisor regularly (at least once
per month) to discuss the progress I am making with
my work and projects.

n = 1066 71%  1.0%

I receive the training I need to perform my job
effectively.

n = 1061 59%  4.8%

I trust that the Executive Leadership of Metropolitan
has the best interest of Metropolitan’s employees in
mind.

High n = 1063 35%  7.8%

I work on a collaborative team where members fully
support each other.

n = 1066 65%  0.8%

I would recommend Metropolitan as a place to work. n = 1063 70%  3.6%

MWD processes are efficient. n = 1065 18%  1.3%

My peers/team members treat each other
respectfully.

n = 1068 74%  1.6%

My peers/team members work in an ethical manner. n = 1067 78%  3.4%

My supervisor has reasonable expectations for the
quality of my work.

n = 1063 83%  0.5%

My supervisor holds team members accountable for
their work and responsibilities.

n = 1060 57%  1.0%

2/10/2026 Committee Meeting 6b Attachment 1, Page 2 of 4
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Compared to:
86% 2024 MWD Employee Engagement Survey

Compared to:
78% 2024 MWD Employee Engagement Survey

Compared to:
59% 2024 MWD Employee Engagement Survey

Compared to:
33% 2024 MWD Employee Engagement Survey

Compared to:
76% 2024 MWD Employee Engagement Survey

Compared to:
73% 2024 MWD Employee Engagement Survey

Compared to:
55% 2024 MWD Employee Engagement Survey

Compared to:
76% 2024 MWD Employee Engagement Survey

Compared to:
56% 2024 MWD Employee Engagement Survey

Compared to:
82% 2024 MWD Employee Engagement Survey

Compared to:
59% 2024 MWD Employee Engagement Survey

Compared to:
47% 2024 MWD Employee Engagement Survey

Compared to:
46% 2024 MWD Employee Engagement Survey

Compared to:
38% 2024 MWD Employee Engagement Survey

My supervisor provides me with the proper amount
of autonomy to do my job (given my skillset and
experience).

n = 1066 83%  2.6%

My supervisor respectfully listens to me. n = 1067 79%  1.4%

My team explores innovative solutions to get work
done (doesn’t just rely on a “status quo” strategy).

n = 1060 58%  1.6%

My team is adequately staffed to accomplish the
work expected of us.

n = 1067 33%  0.0%

My team makes efforts to learn from our mistakes. n = 1059 73%  3.1%

My team meets regularly (at least once per month) to
discuss our projects and workloads.

n = 1066 69%  3.8%

My team members and I share learnings and key
takeaways from trainings we participate in.

n = 1063 55%  0.6%

My team, as a whole, has the required skills to
perform our work effectively.

n = 1064 68%  7.4%

My team’s work processes are efficient. n = 1064 54%  2.1%

My work contributes meaningfully to Metropolitan’s
success.

n = 1066 82%  0.5%

My work is challenging in a positive way. High n = 1065 64%  4.8%

Our culture supports my health and wellbeing. High n = 1060 50%  2.7%

The day-to-day work that my team does is well-
documented with comprehensive, up-to-date, and
easy-to follow procedure guides.

n = 1061 46%  0.6%

The Executive Leadership of Metropolitan
communicates effectively with the rest of the
organization.

High n = 1063 31%  7.5%

2/10/2026 Committee Meeting 6b Attachment 1, Page 3 of 4
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Compared to:
26% 2024 MWD Employee Engagement Survey

Compared to:
25% 2024 MWD Employee Engagement Survey

Compared to:
80% 2024 MWD Employee Engagement Survey

Compared to:
22% 2024 MWD Employee Engagement Survey

MULTI-CHOICE RESULTS

When evaluating your current workload, you feel –
n = 1066

The Executive Leadership of Metropolitan
demonstrates integrity.

High n = 1060 45%  18.6%

The Executive Leadership of Metropolitan walk their
talk (exhibit the behaviors and values they expect
from employees).

High n = 1054 36%  10.9%

The importance of respectful treatment of all team
members is supported by my supervisor.

n = 1065 79%  1.6%

When the organization makes changes, I understand
why.

High n = 1064 25%  3.2%

Steady 42% (448)  0.6%

Steady (but just barely) 28% (300)  0.2%

Struggling 18% (196)  2.0%

Completely overwhelmed 8% (81)  2.6%

Not challenged/Could take on more 4% (41)  0.1%

2/10/2026 Committee Meeting 6b Attachment 1, Page 4 of 4
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Annual Employee 
Survey

Organization, Personnel, and Effectiveness 
Committee

Item 6b

February 10, 2026

Presented by: Aaron Brown (Quantum Workplace)
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Annual 
Employee 

Survey

Item 6b

Subject

2025 Annual Workplace Assessment Update

Purpose

A discussion on the results of the 2025 Employee Engagement Survey – 
uncovering key insights, trends, and recommended areas of focus.

Recommendation and Fiscal Impact
To improve employee engagement and retention, it is recommended 
that the organization continue to focus on improving trust in leadership 
(which saw a significant improvement since 2024), confidence in the 
future of the organization, and career outlook.
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Understanding Employee Engagement

Work Team

Org

Employee engagement is defined as 
the strength of mental and emotional 
connection employees feel toward the 
work they do, their teams, and the 
overall organization. 

Highly Engaged workplaces have:
• Lower absenteeism
• More productivity
• Lower turnover
• Higher customer satisfaction
• Greater employee satisfaction

Highly Engaged employees:
• Go out of their way to overachieve and help 

others
• Are proud to work for you
• Actively promote your organization
• Are committed to your overall goals
• Stay working for you in good and challenging 

times
• Feel inspired by their work
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How do we measure employee engagement?

We use two types of survey items…

Engagement Outcomes High Impact Items

What are 
they?

• Diagnostic in nature (non-actionable)
• Indicate current levels of engagement
• Stable from year to year

• Actionable
• Influence the engagement outcomes
• Unique across organizations and across 

surveys

Why do they 
matter?

• These items measure the behaviors we 
want to see from your employees (e.g., 
Intent to Stay, Advocacy)

• These items suggest how to take action to 
move the needle on engagement
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Key Insights for 2025 Employee Survey

Participation increased while overall favorability held relatively steady:
• Confidence in leadership integrity saw the most significant improvement, increasing by more than 18 

percentage points compared to 2024.
• Perceptions of future strategy and communication from executives fell significantly.

Change management, communication, and career development perceptions continue to have room for 
improvement:
• Change Management & Communication: just 25% of respondents say they understand the reasons behind 

change (up slightly since 2024).
• Career Development: 51% of respondents believe they are making progress in their development at this 

organization, yet fewer see opportunities for advancement.

Key opportunities exist across the following demographics:
• Leadership integrity perceptions increased across major work groups while change management 

perceptions varied.
• Those stationed at HQ saw overall favorability increase by 2%, with perceptions measuring leadership 

integrity, pride, and advocacy among the most improved.
• Managers report higher overall favorability compared to non-managers but are more at-risk for burnout. 

Over 40% of people managers say they are struggling or completely overwhelmed by the current workload.
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2025 Key Metrics

56.6%

1071 of 1891
Response Rate

60.2%

(% Agree / Strongly Agree)
Overall % Favorable

vs. 2024 (53.5%, +3.1%)
vs. Same Sized (1000-4999) (79.6%, -23.0%)

40

6pt Agreement Scaled 
Questions

397

Open-Ended 
Comments

vs. 2024 (60.2%, -0.1%)
vs. Same Sized (1000-4999) (67.6%, -7.5%)

vs. Utilities (62.3%, -2.2%)
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Engagement Outcomes (% Favorable)
Each core diagnostic measurement of engagement increased in favorability since the last survey.

82%

My work contributes meaningfully 
to Metropolitan’s success.

vs. 2024 (+0.5%)

75%

I am proud to work at MWD.

vs. 2024 (+4.3%)
vs. Same Sized (1000-4999) (-3.3%)

vs. Utilities (+1.0%)

70%

I would recommend Metropolitan 
as a place to work.

vs. 2024 (+3.6%)
vs. Same Sized (1000-4999) (-1.5%)

vs. Utilities (+3.3%)

35



Top Trending Questions: 2024 vs. 2025
While confidence in executive leadership integrity increased significantly, perceptions related to future outlook and communication declined.

Question 2025
% Favorable

vs.
2024

** The Executive Leadership of Metropolitan demonstrates integrity. 45% +18.6%
** The Executive Leadership of Metropolitan walk their talk (exhibit the behaviors and values they expect from employees). 36% +10.9%
** My work is challenging in a positive way. 64% +4.8%
I am proud to work at MWD. 75% +4.3%
I would recommend Metropolitan as a place to work. 70% +3.6%
** I trust that the Executive Leadership of Metropolitan has the best interest of Metropolitan’s employees in mind. 35% -7.8%
** The Executive Leadership of Metropolitan communicates effectively with the rest of the organization. 31% -7.5%
My team, as a whole, has the required skills to perform our work effectively. 68% -7.4%
I receive the training I need to perform my job effectively. 59% -4.8%
My team meets regularly (at least once per month) to discuss our projects and workloads. 69% -3.8%

**High Impact The Executive Leadership was defined on the survey as: “The Executive Leadership of Metropolitan 
refers to our General Manager, Ethics Officer, General Counsel, General Auditor, Assistant General 
Managers, and Group Managers.”
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High Impact Questions

Question 2025
% Favorable

vs.
2024

vs.
Utilities

My work is challenging in a positive way. 64% +4.8% -5.3%

I can confidently connect my team’s performance goals to the strategic initiatives of MWD. 54% -1.9% --
I feel that I am making progress in my career (getting opportunities to learn new skills and grow 
professionally). 51% +0.8% -13.8%

Our culture supports my health and wellbeing. 50% +2.7% -11.9%

The Executive Leadership of Metropolitan demonstrates integrity. 45% +18.6% -13.4%

I have opportunities for advancement or promotion at MWD. 40% -1.4% -8.5%
The Executive Leadership of Metropolitan walk their talk (exhibit the behaviors and values they 
expect from employees). 36% +10.9% -13.3%
I trust that the Executive Leadership of Metropolitan has the best interest of Metropolitan’s 
employees in mind. 35% -7.8% -18.9%
The Executive Leadership of Metropolitan communicates effectively with the rest of the 
organization. 31% -7.5% --

When the organization makes changes, I understand why. 25% +3.2% -18.2%

37



Supervisor Trends: 2024 vs. 2025
Perceptions of supervisors held relatively strong and overall were stable – 9 of 11 items are rated favorably by at least 70% of the population.

Question 2025
% Favorable

vs.
2024

My supervisor provides me with the proper amount of autonomy to do my job (given my skillset and experience). 83% -2.6%
My supervisor has reasonable expectations for the quality of my work. 83% -0.5%
My supervisor respectfully listens to me. 79% +1.4%
The importance of respectful treatment of all team members is supported by my supervisor. 79% -1.6%
I feel comfortable sharing my ideas with my supervisor. 76% -0.8%
I feel comfortable bringing up issues and challenges to my supervisor. 74% -1.3%
I feel valued by my supervisor. 72% -3.7%
I am recognized by my supervisor for the positive contributions that I make. 71% -1.0%
I meet with my supervisor regularly (at least once per month) to discuss the progress I am making with my work and projects. 71% +1.0%
I have conversations (at least twice per year) with my supervisor regarding my professional development. 60% +0.3%
My supervisor holds team members accountable for their work and responsibilities. 57% -1.0%

Supervisor was defined on the survey as: “Your supervisor is the person you directly report to.”
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Key Metrics by Manager Status:
While managers are more favorable overall, they are roughly twice as likely to report 
they are struggling with their workload compared to individual contributors.

68%
59%

0%

20%

40%

60%

80%

100%

Managers
(n=191)

Non-Managers
(n=877)

Overall % Favorable When evaluating your current workload, you feel… (% Selected)

4%

7%

16%

26%

47%

2%

11%

31%

36%

20%

Not challenged/
Could take on more (n=41)

Completely overwhelmed
(n=106)

Struggling (n=170)

Steady (but just barely) (n=290)

Steady (n=430)

% Selected (Managers) % Selected (Non-Managers)
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Top Differences between Managers and Non-Managers:
Managers are more favorable on areas measuring team dynamics and their own career development but are less favorable 
towards staffing and efficiency questions.

87% 85%

74%
67%

54%

26%

13%

63% 66%

54%
47%

37% 34%

19%

Diverse perspectives
are valued on my team.

My team meets regularly
(at least once per month)

to discuss our projects
and workloads.

My team explores
innovative solutions to
get work done (doesn’t

just rely on a “status quo”
strategy).

I feel that I am making
progress in my career
(getting opportunities

to learn new skills
and grow professionally).

I have opportunities for
advancement or

promotion at MWD.

My team is adequately
staffed to accomplish the

work expected of us.

MWD processes
are efficient.

Managers (% Favorable) Non-Managers (% Favorable)
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Key Initiatives Implemented After 2024 Employee Survey

• Employee Inspection Trips: Trips began in April and help employees connect with other employees and better 
understand the complexity of MWD operations.

• Desert Employee Appreciation: April 9, 2025, at Iron Mountain

• New Hire Training:  Hiring Manager Guide

• Recruitment Timelines: Process improvements have been identified and are in the process of being deployed 
districtwide.

• Performance Evaluation Form: The evaluation template was digitized with integrated workflow and reporting, 
streamlining the administration of the annual evaluation process and ensuring timely feedback.

• Launch of “Process Matters” Initiative (April 2025): An initiative led by SRI and directed by the General 
Manager.
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Next
Steps

• Recommended Focus Areas

• Tips for Taking Action
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Continued Core Focus Areas for 2026

Trust in Leadership and Future Outlook (+Communication and Change Management):
• Model Transparent Change Communication
• Leverage Increased Trust in Leadership
• Empower Supervisors as Strategic Communicators
• Circle Back on Key Changes

Career  Outlook and Burnout:
• Encourage leaders and supervisors to better understand ideal growth paths for each employee 

via regular 1-on-1 conversations. Build out an approach owned mainly by the employee but also 
heavily influenced by guidance and coaching from their supervisor or other key leaders.

• Encourage transparency in decision-making, especially concerning talent decisions (e.g., 
promotions, hirings, etc.). While specifics of individual situations cannot always be shared, 
supervisors can ensure all employees understand the process undertaken to arrive at those 
decisions.
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Tips for Taking Action

• Top-down efforts should be coupled with 
local-level efforts

• Set clear expectations for next steps and hold 
leaders accountable for taking action

• Remember everyone plays a role in 
engagement

• Communicate about engagement throughout 
the year 10%

12%

16%

20%

21%

Organizational Structure or Culture

Unwillingness or Inability to Change

Poor or Lack of Communication

Leadership or Management

Lack of Time, Resources or

Prioritization

Identifying barriers to effective action ensures 
focusing on overcoming challenges and optimizing the 
effectiveness of your employee listening strategy.

Research 
Findings

Information from Quantum Workplace Panel Study: Taking Action on Employee Surveys
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Questions
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ORGANIZATION, PERSONNEL, AND EFFECTIVENESS  

COMMITTEE MEETING 

February 10, 2026 – 1:00 p.m. 

MWD Headquarters Building/Teleconference Meeting 

 

NON-INTEREST DISCLOSURE NOTICE 

COMMITTEE ITEM 6.c. 

 

 

COMMITTEE ITEM Item 6.c. – Update on labor negotiations [Conference with 

Labor Negotiators; to be heard in closed session pursuant to Gov. Code Section 

54957.6. Metropolitan representatives: Katano Kasaine, Assistant General 

Manager, Chief Financial Officer, Adam Benson, Finance Group Manager, Gifty J. 

Beets, Human Resources Section Manager, and Mark Brower, Human Resources 

Group manager.  Employee Organization(s): The Employees Association of The 

Metropolitan Water District of Southern California/AFSCME Local 1902; the 

Management and Professional Employees Associations MAPA/AFSCME Chapter 

1001; the Supervisors Association; and the Association of Confidential 

Employees.] 

 

This Non-Interest Disclosure Notice is being provided under the California 

Government Code:  Pursuant to Government Code Section 1091.5(a)(9), a District 

officer or employee does not have a financial interest in a District contract if these 

conditions are satisfied: (i) his or her interest is that of a person receiving a salary, 

per diem or reimbursement for expenses from a government entity; (ii) the contract 

does not directly involve the department of the government entity that employs 

him or her; and (iii) the interest is disclosed to his or her body or board at the time 

the contract is considered and is noted in its official record.  In accordance with 

this statute, the following District officers or employees have been, or may be, 

involved in the bargaining unit negotiations on behalf of management: Marcia 

Scully, Katano Kasaine, Shane Chapman, Shivaji Deshmukh, Gifty Beets, Mark 

Brower, Henry Torres, Tony Zepeda, Adam Benson, and Isamar Munoz 

Marroquin.   
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Isamar Munoz Marroquin is a member of the Association of Confidential 

Employees (“ACE”), which has a salary provision in its Memorandum of 

Understanding that allows ACE to select an annual salary adjustment from any one 

of the Memoranda of Understanding for the other bargaining units.  Each of the 

remaining individuals is unrepresented.  Under Administrative Code 

Section 6500(d), unless the Board directs otherwise, the pay rate range for each 

unrepresented individual except Shivaji Deshmukh and Marcia Scully, will be 

adjusted annually to correspond with the annual across-the-board salary adjustment 

provided to the District’s management employees under the Memoranda of 

Understanding; although actual pay rates for these unrepresented individuals will 

be determined by their management.  The other compensation and benefits for 

which the unrepresented individuals are eligible are set forth in the Administrative 

Code. 
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Date of Report: February 10, 2026 

Human Resources Group 

 Human Resources Activities Report 

Summary 

This report provides a summary of the Human Resources Group activities for January 2026. 

Purpose 

Informational  

Detailed Report 

GM Business Plan 
Accelerate recruitments to reduce the vacancy rate. 

The Human Resources Group’s goal to improve the workplace includes accelerating recruitment to 
reduce Metropolitan’s vacancy rate.* As of January 6, 2026, the District’s vacancy rate is at 
8.74 percent, a marginal rise from 8.44 percent the previous month due to the typical increase in 
employee separations that occur at the end of each year. Additionally, a monthly recruitment status 
report continues to be shared with Group Managers.  

 
*Vacancy Rate is the percentage of unfilled positions within the District out of the total number of positions. 
**Turnover Count is the count of employees who separated from the District. Separations include retirements, voluntary and involuntary 
separations, and deaths. 
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Vacancy Rate Turnover Count Linear (Vacancy Rate)

49



Board Report Human Resources Activities Report 
 

Date of Report: February 10, 2026 2 

Use annual assessments to inform workplace improvement strategies. 

The District continues to use the Annual Employee Survey to inform workplace improvement strategies. 
The Annual Employee Survey, administered by Quantum Workplace, launched in August 2025. The 
survey period closed on September 30, 2025. Responses are being analyzed and will be used to develop 
new strategies. Findings are updated in the SharePoint site and shared with all employees. 

HR Priorities 
Partner with Metropolitan leadership to support learning, development, and adaptive workforce planning 
initiatives. 

The Organizational Development & Training (OD&T) Unit has a goal to enhance the overall 
performance and development of employees of Metropolitan, which is essential for the success and 
overall growth and development of Metropolitan’s workforce. From December to January, employees 
attended trainings on topics such as Unofficial Project Manager, Speed of Trust Foundations, and NERC 
Critical Infrastructure Protection.  LinkedIn Learning, MWD’s e-learning platform, was accessed for 
training on the following topics: How to Proactively Manage Conflict as an Employee, Occupational 
Safety and Health: Slips, Trips, and Falls, and Management Foundations.  

The OD&T Unit joined the Apprentice and Technical Training team for a day of training at Diamond 
Valley Lake on January 6, 2026, where fifteen new pre-apprentice employees learned study and 
communication skills. Water Quality’s Engineering and Compliance Team participated in a team-
building activity based on the 7 Habits on January 10, 2026.   

 
OD&T Unit and Apprentice and Technical Training Session 
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HR Core Business: Provide Excellent Human Resources Services 

Administer all HR services with efficiency and a focus on customer service excellence, consistency, and 

flexibility. 

The Business Support Team successfully planned and coordinated a Body Harmony wellness webinar, 
held live on January 28, 2026, in partnership with Kaiser Permanente. This webinar invited employees 
to explore how to build sustainable habits and develop a positive relationship with their bodies by going 
beyond diets and calorie counting. Employees were encouraged to create realistic strategies to support 
feeling balanced, confident, and at ease in their own bodies. 

Last month’s webinar, Intergenerational Caregiving, held on December 17, 2025, attracted 41 
registered participants across both the live session and on-demand viewings.  The event required two 
hours of staff time for preparation and hosting.   

 
Human Resources Metrics 
 

Group 
Vacancy 

Count Vacancy % 

BAY DELTA INITIATIVES 0 0.00% 

BOARD OF DIRECTORS 1 14.29% 

CONVEYANCE & DISTRIBUTION GROUP 28 10.04% 

DIVERSITY, EQUITY & INCLUSION 0 0.00% 

ENGINEERING SERVICES GROUP 17 4.44% 

EQUAL EMPLOYMENT OPPORTUNITY 0 0.00% 

EXTERNAL AFFAIRS 6 9.52% 

FINANCE AND ADMINISTRATION 5 4.10% 

GENERAL COUNSEL 4 10.53% 

HUMAN RESOURCES GROUP 5 10.42% 

INFORMATION TECHNOLOGY GROUP 11 8.33% 

INTEGRATED OPS PLAN & SUPPT SRVC 22 8.73% 

OFFICE OF SAFETY, SECURITY & PROTECT 9 12.68% 

OFFICE OF ETHICS 3 37.50% 

OFFICE OF THE GENERAL AUDITOR 3 21.43% 

OFFICE OF THE GENERAL MANAGER 4 16.00% 

SUSTAINABILITY, RESILIENCE & INNOVATION 3 6.52% 

TREATMENT&WATER QUALITY GROUP 41 10.30% 

WATER RESOURCE MANAGEMENT GROUP 12 17.91% 

GRAND TOTAL 174 8.74% 
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Current Recruitment Stages Status (1/6/2026) 
 

 

 
Personnel Snapshot 
 

 January 
2026 

Prior Month 
December 2025 

Headcount 

Regular Employees 

Temporary Employees 

Interns 

Recurrent 

Annuitants 

 

1,838 
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Dec-25 24 39 18 87

Jan-26 49 18 8 99
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Transactions Current Month and Fiscal YTD (includes current month) 

External Hires FY 24/25 Totals January 2026 FISCAL YTD 

             Regular Employees 110 6 71 

             Temporary Employees 57  4 36 

             Interns 5  0 5 

Internal Promotions 85 13 45 

Management Requested Promotions 160 11 64 

Retirements/Separations (regular employees) 94 2 47 

Employee-Requested Transfers 19 2 10 

*Retirements/Separations data input by entry date. 
 

53



Date of Report: February 10, 2026 

Office of Safety, Security, and Protection (OSSP) 

• OSSP Monthly Activities for January 2026

Summary 
This monthly report provides a summary of OSSP activities for January 2026 in the following key areas: 

• Safety, Regulatory, and Training (SRT)

o Health and Safety Programs

o Environmental Programs

o Apprenticeship Programs

o Safety and Technical Training Programs

• Security Management

• Emergency Management

Purpose 
Informational 

Attachments 
Attachment 1: Detailed Report – OSSP Monthly Activities for January 2026 
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Office of Safety, Security & Protection 

Monthly Activities Report for January 2026 

Improve the Workplace and Promote START Values 
Strengthen safety training 

 

Safety, Regulatory, and Training 

SRT Health and Safety Programs 
To promote safety awareness, two new resources were distributed: (1) Safety Advisory on Towing Pintle Hitches, 
guiding the selection of the correct hitch type for operational needs; and (2) Headquarters Safety Newsletter 
(Issue 4), highlighting tips on workplace emergency action plans, incident summaries, and stop work authority. 

The team posted a revised version of the Job Safety Hazard Checklist, incorporating employee feedback. 
Additionally, the team submitted the Colorado River Aqueduct (CRA) tunnel diesel permit package to Cal/OSHA in 
preparation for the 2026 CRA Shutdown.  

Lastly, the team hosted the first Safety Forum of the year, which covered multiple safety topics, including safety 
inspection procedures, the Employee Safety Recognition Program, and updates from the Executive Safety 
Committee. 

 

            

New Safety Advisory and Headquarters Safety Newsletter 
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Office of Safety, Security & Protection 
SRT Environmental Programs 
Staff participated in the third Joint Utility Vendor Audit Consortium meeting of 2025, hosted by the Salt River 
Project. The meeting focused on hazardous waste management and audits of the Treatment, Storage, and Disposal 
Facility. Following the meeting, staff participated in an environmental audit at Veolia’s hazardous waste processing 
facility in Phoenix, AZ.  In partnership with Fleet and Human Resources, staff provided information to a third-party 
consultant regarding Metropolitan’s DOT policies, programs, and procedures as part of their compliance 
assessment.  

The annual Solar Credit application for the installations at DVL, Jensen, Skinner, and Weymouth was submitted to 
the South Coast Air Quality Management District. This program offers a fee credit based on the design capacity of 
the solar installation, which is applied to the annual operating fees for equipment at each facility.  

SRT Apprenticeship Programs 
The Apprenticeship Program held study skills training for the new pre-apprentices. The training refreshes study skill 
habits to help prepare pre-apprentices for success in the academic requirements of the Apprenticeship Program. 
This month, the electrical and mechanical Class of 2029 pre-apprentices are beginning their first period of 
apprenticeship instruction, a foundational course for both the electrical and mechanical apprentices. The electrical 
and mechanical Class of 2027 is beginning sixth period, and the member agency Class of 2026 is beginning seventh 
period. 

 

 

Study Skills Training 
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Office of Safety, Security & Protection 
SRT Safety and Technical Training Programs 
The Training Staff is taking an innovative approach to enhance training programs. As part of these improvements, 
they collaborated with the Mills Treatment Plant to produce a video that will be integrated into the System 
Operating Orders Manual training. This training includes a practical exercise, and the accompanying video provides 
a clear visual guide to help trainees better understand the system. 

The latest training module now includes a practical valving exercise where participants draft a mock outage request 
to reinforce safety procedures. This enhancement creates a stronger connection between the operating diagram, 
the physical system, the equipment, and the work performed in the field. To further support learning, the team is 
expanding the use of mixed media, including videos and interactive tools, to make training more effective and 
emphasize safety as a top priority. 

 

  

Staff creating video content 
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Office of Safety, Security & Protection 

Improve the Workplace and Promote START Values 

Expand security capabilities  
 

 

Security Management  
Metropolitan Joins WaterISAC Threat Intel Platform (TIP) Working Group 
Metropolitan Security and CyberSecurity staff were invited to join Water ISAC’s January kickoff meeting for the 
newly formed Water ISAC TIP Working Group Committee. The goal of the committee is to select, prepare, 
implement, optimize, and continually improve a comprehensive member intelligence sharing platform that 
consolidates and aggregates multiple intel feeds and suspicious activity reports into one comprehensive “pane-of-
glass” by the end of 2026.    

The genesis of this renewed emphasis on comprehensive threat reporting in the water sector is germane to 
Congressional Bill HR 2344, which seeks to “establish a program to increase drinking water and wastewater system 
threat preparedness and resilience, and for other purposes.” The TIP committee will officially begin to meet on a 
near-monthly basis starting February 2026. 

Some of the topics discussed included: 

• Identifying over 35 commonly used commercial cyber intelligence services currently used by agencies. 

• Evaluating the current effectiveness of government agency intelligence providers, including InfraGard, CISA, 
JRIC, TSA, and STSC. 

• Discussing TIP phasing timeline and scheduled benchmarks to final implementation (Q4 2026). 

• Questions and answers. 

 

Metropolitan Security joins newly formed Water ISAC TIP Working Group 
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Office of Safety, Security & Protection 
MWD and Security Contractor Jointly Assess Sacramento Region 
Metropolitan Security Specialists and select contract staff conducted a comprehensive security assessment of Bay 
Delta assets to protect and prevent losses to environmentally sensitive island properties and critical levee systems.  

These critical areas, which include over 20,400 acres of levees, 100 structures, bridges, boat docks, and dozens of 
pumps and siphons, are now being actively patrolled, physically monitored, and access-controlled by contract 
Securitas patrols. 

Staff also conducted planning coordination with various law enforcement agencies and the Securitas Stockton 
Branch office to align protective objectives focusing on:  

• Identifying past, present, and future threats and vulnerabilities in specific locations, 

• Prioritizing critical assets and loss consequences, 

• Selecting appropriate security patroller safeguards like visual checkpoints and safe routes during inclement 
weather, etc. 

• Establishing direct first-line communications, contacts, and notification trees with MWD Bay Delta staff, 
Reclamation District staff, and Department of Water Resources (DWR), 
 

 
MWD staff conducts a comprehensive security assessment of Bay-Delta assets 
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Office of Safety, Security & Protection 

Emergency Management 
 

Metropolitan’s Mobile Command Capabilities 
Metropolitan’s mobile command capabilities continue to grow. A lesson learned from the Eaton and Palisades Fires 
was that responding Metropolitan and Member Agency staff needed a safe and practical place to work when 
assigned to Fire Incident Command Posts.  

Emergency Management and Fleet Services staff collaborated after the fires to repurpose a fleet van to be used as 
a mobile command post that can support up to five personnel for an extended time during emergencies. This 
command van has satellite internet, video displays, radios, first aid kits, a refrigerator, AC/heater, fresh water, and 
solar panels. The van was picked up this month and will be available to support Metropolitan responders during 
future emergencies.  

      

Emergency Management’s New Mobile Command Van 

 

Creation of an Emergency Management Team 

Another lesson learned from the Eaton and Palisades Fires was that Metropolitan would benefit from the creation 
of an Emergency Management Team to support Metropolitan’s Emergency Management Program. And thus, a new 
Emergency Management Team is now in place in the Office of Safety, Security, and Protection. This new team will 
continue to build and address an increasing number of government requirements and dynamic threats to the 
region. This team will also be pivotal in the planning for multiple high-profile events coming to the area by the end 
of the decade.  
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