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8. FOLLOW-UP ITEMS 

Director Dennstedt requested that the Ethics monthly report include consistent date 

ranges, including fiscal-year-to-date opened and closed case counts. She also asked for 

information on how many ethics cases are handled by internal versus external 

investigators. 

 

9. FUTURE AGENDA ITEMS  

None 

 

10. ADJOURNMENT 

 

The meeting adjourned at 12:32 p.m. 

Tana McCoy 

Chair  

 

 

The following Directors provided comments or asked questions: 

1. Seckel 

2. Cordero 

3. Garza 

c.  Subject: Equal Employment Opportunity activities 

The EEO activities report is available online.  
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Community and Workplace Culture Committee 

5/11/2026 Committee Meeting 

6a 

Subject 

Quarterly Workforce Development Update 

Executive Summary 

This quarterly update provides information on Workforce Development initiatives and projects. The next 
quarterly update is scheduled for August 2026.  

Details and Background 

This quarterly report provides an overview of collaborative workforce development efforts with member agencies 
for the last quarter.  

This overview will provide information on a regional branding campaign on workforce development developed in 
collaboration with the Member Agency Workforce Development Working Group and information on the 
upcoming Second Annual Workforce Development Summit, scheduled for June 24, 2026.   
 

 

 4/23/2026 
Liji Thomas 
Diversity, Equity & Inclusion Officer 

Date 

 

 4/23/2026 
Shivaji Deshmukh 
General Manager 

Date 
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Community & Workplace 
Culture Committee
Quarterly Workforce Development 
Update
Item 6a
May 11, 2026

Presented by: Brenda Martinez
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Item 6a

Quarterly
  Workforce 

Development
Update 

Subject
Quarterly Workforce Development update 

Purpose
Regular, high-level update on Workforce 
Development activities to the Community 
and Workplace Culture Committee.

Recommendation and Fiscal Impact
N/A
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Regional 
Branding 

Campaign

Quarterly
  Workforce 

Development 
Update

Purpose & Process

• Develop a unified, compelling & dynamic 
regional identity  

• Collaborative effort with Member Agencies 
and our Creative Design team over 6 months 
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Regional 
Branding 

Campaign

Quarterly
  Workforce 

Development 
Update
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Regional 
Branding 

Campaign

Quarterly
  Workforce 

Development 
Update
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Regional Branding Campaign Next StepsQuarterly
  Workforce 

Development 
Update

• Finalize brand guide for distribution to 
MAs

• Launch at Workforce Development 
Summit 

• Implement in materials for Metropolitan
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Quarterly
  Workforce 

Development 
Update

Inaugural 
Workforce 

Development 
Summit 

May 1, 2025
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Quarterly
  Workforce 

Development 
Update

16



2nd Annual 
Workforce 

Development 
Summit – 

Keynote Speaker

Quarterly
  Workforce 

Development 
Update

Father Gregory Boyle, S.J.
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Quarterly
  Workforce 

Development 
Update

2nd Annual 
Workforce 

Development 
Summit - 

Agenda
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Next Steps

▪ Continue collaboration with member 
agencies to create effective regional 
workforce development outreach strategies

▪ Continue partnerships with community 
partners to provide the training and skills 
needed to fill existing and future vacancies

▪ Continue engaging with educational 
institutions to build alignment in education 
to workforce and minimize the skills gap

▪  Keep the Board updated on progress
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Questions

20
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Community and Workplace Culture Committee 

5/11/2026 Committee Meeting 

6b 

Subject 

Quarterly Business Outreach Update 

Executive Summary 

This quarterly update provides information on Business Outreach and Community Engagement initiatives and 
projects. The next quarterly update is scheduled for August 2026.  

Details and Background 

Staff will give an overview of the business certifications that Metropolitan recognizes and high-level details on 
the support available to the certified vendors.  

Accepted certifications include:  

 MWD Self-Certified Small Business – Metropolitan’s certification officer conducts a thorough review of 
the vendor’s submission to ensure it complies with the Small Business Administration small business 
guidelines and thresholds. 

 State of CA-Department of General Services – Metropolitan signed a Memorandum of Understanding 
with the State of California in 2005 to become a reciprocity partner, which allows us to accept all four of 
their certifications.   

o Micro Business (MB) – Gross Receipts under $6 million for MB and less than 25 employees. 

o Small Business (SB) – Gross Receipts under $18 million for SB and less than 100 employees. 

o Public Works Small Business (PW/SB) – In 2019, the State created a new threshold for services 
related to public works contractors and consultants, $43 million and less than 200 employees. 

o Disable Veteran Business Enterprise (DVBE) – 51 percent or greater ownership by a 
U.S. military veteran (LLC = 100 percent). Veteran’s Services disability must be rated at least 
10 percent. 

 Service Disabled Veteran Owned Small Business (SDVOSB) – Certification based on federal agency 
guidelines. 

  

2 2
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Benefits received include access to vendor development program resources, including local workshops on how to 
leverage the certifications, as well as support in ensuring vendors remain in good standing.  
 
 
 
 
 4/23/2026 

Liji M. Thomas 
Diversity, Equity & Inclusion Officer 

Date 

 
 

 4/23/2026 
Shivaji Deshmukh 
General Manager 

Date 
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Quarterly Business Outreach Update

Community and Workplace 
Culture Committee

Item 6b

May 11, 2026

Presented by: Wendy Barba & John Arena
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Quarterly 
Business 
Outreach 
Update

Quarterly Business Outreach update

Purpose
Regular, high-level update on Business Outreach 
and Community Engagement activities to the 
Community & Workplace Culture Committee

Item 6b

Recommendation and Fiscal Impact
N/A

Subject
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Business 
Outreach & 
Community 

Engagement

2001 – Business Outreach Program established

• 18% Small Business Enterprise utilization goal

2006 – Disabled Veteran Business Enterprise 
program 

2015 – SBE goal increased

• 25% Small Business Enterprise utilization goal
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Business 
Certifications

Metropolitan 
Accepted 

Certifications

• Internal - MWD Self-Certified Small Business

• State of CA-Department of General Services (DGS) 
- Reciprocity Partner

- Micro Business (MB)
- Small Business (SB)
- Small Business-Public Works (SB-PW)
- Disabled Veteran Business Enterprise (DVBE)

• Federal - Service-Disabled Veteran Owned Small 
Business (SDVOSB)
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Business
Certifications

MWD 
Self Certification 

Small  Business 
Criteria

• SBA guidelines based on industry

• Annual gross sales receipts averaged 
over three (3) years or number of 
employees
• Engineering Services - $25.5m
• General Building Contractor - $45m
• Specialty Contractors (i.e. electrical) $19m
• Information Technology Services - $30m
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Business 
Certifications

State 
Certification 

Criteria

Micro Business
• Gross Receipts under $6m for MB & less than 25 employees

Small Business Enterprise
• Gross Receipts under $19m for SB & less than 100 

employees

Small Business Public Works
• $46m and less than 200 employees

Disabled Veteran Business Enterprise
• 51% or greater ownership; LLC requires 100% ownership
• Veteran’s service disability rating 

- State requires at least 10%
- Federal  - no minimum
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Business 
Certifications

Support for 
Metropolitan 

Certified 
SBEs 

• Certifications valid for three years

• Allows access to the Vendor Development 
Program

• Manage vendor hotline to support new requests 
and renewals

• Provide workshops within the region to help 
educate members on how to leverage certification

• Conduct random quarterly certification audits 
to ensure compliance and good standing
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Questions

31



32



 

 

 

Community and Workplace Culture Committee  

5/11/2026 Committee Meeting 

6c 

Subject 

Equal Employment Opportunity Quarterly Statistical Report.  

Executive Summary 

Inform the Board of quarterly statistics regarding Equal Employment Opportunity (EEO) complaints for January 
through March 2026. The next quarterly update is scheduled for August 2026. 

Details and Background 

To ensure the transparency, efficiency and accountability of its EEO program, the EEO Office regularly provides 
the Board of Directors with relevant statistical data on a quarterly basis.  

This presentation includes statistical information for the months of January through March 2026. Complaint 
statistics include complaints by outcome (inquiry, informal resolution, investigation or referred) and a statistical 
comparison with the prior quarter and the same quarter in the prior year. Additionally, the presentation provides a 
breakdown of the highest bases of complaints reported to the EEO Office this quarter (e.g., race, disability, 
sex/gender), the number of complaints that were opened and closed, and the EEO Office’s case closure rate 
(average time to investigate cases).  
 

 

 4/23/2026 
Jonaura Wisdom 
Chief EEO Officer 

Date 

 

 4/23/2026 
Shivaji Deshmukh 
General Manager 

Date 
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EEO Quarterly 
Statistical Report

Community and Workplace Culture Committee

Item 6c

May 11, 2026

Presented by: Marisol Arzate
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Item # 6c
EEO Statistical 
Report

Subject
Equal Employment Opportunity 
quarterly statistical report.

Purpose
Informational update. 
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Jan - Mar
 2026

  

Total Complaints Received

Total = 18

Inquiry 
(11) 61%

Informal Resolution 
(4) 22%

Referred 
(3) 17%

Inquiry Informal Resolution Referred
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Jan - Mar  
2026  

Complaints Comparison by Quarter

Inquiry 
(9) 47%

Informal 
Resolution 

 (4) 21%

Referred 
(4) 21%

Investigation
 (2) 11%

Oct – Dec 2025 Total = 19

Inquiry 
(11) 61%

Informal Resolution 
(4) 22%

Referred 
(3) 17%

Jan – Mar 2026 Total  = 18
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Jan - Mar  
2026  

Complaints Comparison by Fiscal Year

Inquiry 
(9) 47%

Informal Resolution 
(7) 37%

Referred 
(3) 16%

Total = 19

Inquiry 
(11) 61%

Informal Resolution 
(4) 22%

Referred 
(3) 17%

Jan – Mar 2026

Total = 18

Jan – Mar 2025
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Jan - Mar
2026

Quarterly Basis of Complaints 

Total = 22

Sexual Harassment

Sex/Gender

Retaliation

Race/Color

Non-EEO

Medical Condition

Disability

1

4

5

3

7

1

1
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Jan - Mar 
2026

  

Complaints Open and Closed

Case Closure 
Rate: 18 business 
days 

Open (7) 39%

* Closed (11) 61%

Open Closed

*Of the 11 closed complaints: 3 (referred); 6 (Inquiry); 2 (Informal Resolutions)
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Questions?
Jan - Mar
 2026

41
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Date of Report: [Type Date Here] 

Office of Diversity, Equity, and Inclusion Group 

 Diversity, Equity, and Inclusion Activities for April 2026 

Summary 

This report provides a summary of the Office of Diversity, Equity, and Inclusion group activities for April 2026 

Purpose 

Informational  

Attachments 

Attachment 1 – Office of Diversity, Equity, and Inclusion group activities for April 2026 
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5/11/2026 Committee Meeting 7a Attachment 1, Page 1 of 1 

Date of Report: 05/11/2026        1 

Office of Diversity, Equity, and Inclusion 

 
In April 2026, DEI staff engaged in a broad range of outreach for workforce development, small and disabled-
veteran-owned business engagement, and other activities to support Metropolitan’s mission and increase 
awareness of career and business opportunities at Metropolitan and in the water industry. 

GM Strategic Priority #1: EMPOWER the Workforce and Promote Diversity, Equity, and Inclusion 

Staff engaged with community members at multiple local career fairs, including the Goodwill Spring Career Fair, 
the LA Construction Job Fair at East Los Angeles Community College, Simi Valley Mega Job Fair hosted by the 
City of Simi Valley and Simi Valley Chamber, Spring into a Job Hiring Spree hosted by the Los Angeles County 
Office of Education, and the MWD Career Awareness Event at Los Angeles Valley College. These engagements 
increased awareness of career pathways in water, particularly in the skilled trades, and promoted employment 
opportunities at Metropolitan facilities, including the Jensen Treatment Plant. 

Staff also participated in internal initiatives, professional development opportunities, including the ERG Leaders 
Connect meeting, ACE Joint Classification Study Session, and the Educate2Lead in-person meeting, supporting 
employee engagement, leadership development, and organizational alignment. 

GM Strategic Priority #3: ADAPT to Changing Climate and Water Resources 

Staff participated in the Eastern Municipal Water District (EMWD) Desalination Complex Tour, hosted by the 
Association of Women in Water, Energy and the Environment and Women in Public Finance, gaining exposure 
to innovative water infrastructure and desalination practices that support long-term water supply reliability and 
climate resilience. 

GM Strategic Priority #5: PARTNER with Interested Parties and the Communities We Serve 

Staff participated in major regional conferences and supplier outreach events, including the B3 2026: 
Connections, Insights, Opportunity conference hosted by the Southern California Minority Supplier Development 
Council, the SAME-LA 2nd Annual Industry Day, the 5th Annual Supplier Outreach Event hosted by X Business 
Networks, and the Caltrans Procurement and Resource Fair. These efforts connected public agencies, private 
sector partners, and small businesses, supporting procurement opportunities and strengthening relationships with 
a wide variety of suppliers. 

Partnerships with tribal and regional organizations were further strengthened through continued engagement with 
the Colorado River Indian Tribes (CRIT), including participation in CRIT Water Rights Day and the CRIT 
Education Network Meeting, both focused on community connection and workforce development collaboration. 

AGM and CFO Katano Kasaine and staff attended the Greater Los Angeles African American Chamber of 
Commerce 32nd Annual Economic Awards Dinner, supporting relationship-building with community and 
business leaders. 
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Equal Employment Opportunity (EEO) Officers Report for May 2026 

Monthly EEO Complaint Data 

As part of the EEO Office’s ongoing commitment to transparency in the EEO process, the following complaint 
data for July 1, 2025–April 20, 2026, is included in this report. Since July 1, 2025, the EEO Office has received 
73 complaints, with five complaints filed in April 2026, as of the running of this report.  

EEO Concurrence Process 

To assist with addressing employee concerns regarding promotional opportunities at Metropolitan, the EEO 
Office participated as neutral observers on two interview panels in April, in which 11 candidates were 
interviewed. EEO’s role on interview panels ensures there is consistency across the recruitment and selection 
process and that no irrelevant factors outside of a candidate’s knowledge, skills and abilities influence interview 
scores. EEO’s participation as an observer in select recruitments may also help reduce the perception of bias, and 
allows employee concerns to be addressed at an early stage to reduce the risk of future EEO complaints. 

This month, EEO also participated in one Hiring Strategy Meeting. The purpose of a Hiring Strategy Meeting is 
for EEO to meet with Human Resources Recruitment staff and the hiring manager prior to posting any position 
that is underutilized or has been flagged by EEO requiring EEO’s oversight. Discussion topics include, but are not 
limited to: the requirements for the position and ensuring that only requirements and criteria that are relevant to 
the position and justified by “business necessity” are included; the efforts undertaken to enhance outreach efforts 
when the position to be filled is in a job group identified as having underutilization; and the list of recruitment 
sources to be used, ensuring the source list demonstrates good faith efforts to attract qualified women, people of 
color, protected veterans, and individuals with disabilities. 

Additionally, in April, EEO completed one formal concurrence assessment for a recruitment that implicated 
potential EEO policy concerns or allegations. EEO conducts a formal assessment of recruitment-related 
complaints to determine the circumstances surrounding the allegations. The review identifies whether corrective 
action is necessary and helps address concerns, meet legal obligations, and reduce long-term organizational risk. 

Mandatory EEO Training Compliance 

Per Metropolitan’s EEO policies, all Metropolitan employees and Board Directors are required to complete sexual 
harassment prevention training. The training is aimed at increasing the understanding of, and preventing, 
workplace sexual harassment and other types of harassment, discrimination, and retaliation based on 
EEO-protected characteristics, and abusive conduct. 
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Compliance statistics for April: Supervisor/Manager (91.3 percent compliance rate); Non-Manager (95.2 percent 
compliance rate); and Board of Directors (100 percent compliance rate).  

While every Metropolitan employee and Board Director is responsible for ensuring they remain in compliance 
with their respective training requirements, EEO staff will continue monitoring compliance records and issuing 
reminder compliance notices to individuals whose training requirement has elapsed, in order to seek a 100 percent 
compliance rate.  

Outreach and Engagement 

To increase awareness of Metropolitan’s EEO policies and programs across all Metropolitan facilities, and to help 
safeguard the right to a discrimination-free, harassment-free and retaliation-free workplace for all employees, 
EEO staff held office hours at the Weymouth Treatment Plant. The office hours took place on April 8 and April 22 
from 9:00 a.m.-3:30 p.m. During this time, EEO staff were available to meet with Metropolitan employees at 
Weymouth to share more information about the EEO Office’s policies and procedures, and to assess any EEO 
work‐related concerns. 

The EEO Office utilizes these outreach and engagement opportunities to continue to raise awareness of the EEO 
process and foster an environment at Metropolitan where employees can represent their race, age, gender identity, 
sex, national origin, religion or any other protected characteristic without discrimination, harassment or 
retaliation.  

Professional Development 

EEO staff continue to complete trainings to support professional development in order to continue providing 
excellent work and abiding by industry best practices. Some trainings completed this month include: Navigating 
Emotionally Charged Conversations at Work; From Pay Ranges to Pay Data: Aligning HR and Legal State 
Requirements for 2026; Understanding the New Executive Order on DEI and Its Impact on Federal Contractors; 
SHRM Top HR Trends and Priorities for 2026; The Challenges of Investigating Anonymous Complaints; From 
Stress to Strategy: Managing High Conflict Behaviors in Workplace Investigations; and Conducting 
Neuroinclusive Workplace Investigations; Understanding California’s Labor Code §2699.3 and PAGA ENE: 
Procedure, Practice & Impact. 

EEO’s Guiding Principles 

AWARENESS 
We seek to create a 

heightened awareness of 
EEO rights and edify the 

Metropolitan family through 
professional and personal 

growth. We commit to 
creating a harassment-free 

work environment and 
enhancing cultural 

competency.  

ACCOUNTABILITY 
We hold ourselves to the 

highest standards. We live 
our values and truths, and 

work to maintain reliable and 
trustworthy governance. We 

enforce a zero-tolerance 
policy that prohibits 

discrimination, harassment 
and retaliation in any form. 
We will work diligently to 

ensure corrective action is 
taken in response to any 

EEO policy violation.  

INTEGRITY 
We will communicate openly 

and honestly, listen, and 
respectfully value multiple 
perspectives. We will do 

what we say and be 
accountable for everything 
we do. We strive to do the 
right thing, always, even 

when it isn’t easy.  
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Diversity, Equity, and 
Inclusion Activities

Community and Workplace Culture Committee

Item 7a
May 11, 2026
Presented by: Liji Thomas
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Diversity, Equity, 
and Inclusion 

activities

Item 7b 

Subject

Purpose

Diversity, Equity, and Inclusion activities

Update on key activities of the Diversity, Equity, and 
Inclusion Office 
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INFORMED BY THE REAL EXPERIENCES OF 
SIGNATORY AGENCIES

Validated and compiled contracting best 
practices that create opportunities for small 
businesses and first-time primes.

Hosted sub-committees of EIP signatory 
agencies to source resources & develop 
strategies for practitioners and CEOs.

Held one-on-one agency interviews and 
coaching sessions to develop case studies

Our Process:
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