














































































































































Communications

Identification Requirements Brochure 

Front Back

Responding to
Regulatory Agency Visits 

Environmental 
Bulletin
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NSC Initiative - Safety Leadership Training
ESC Special Meeting No. 6.1  September 3, 2026

Safety Back To Basics
                2027/28

Module 1 Module 3

Modeling the Behavior
           Rollout  2026/27 

Module 2

Safety Culture
 Completed 2025                

• Focus on Three Weakest Safety Cultures
(Flexible, Just, Learning)

• Case Study Discussion 

• Soft Rollout of Personal Safety Action Plan 
as a MyPerformance Safety Goal 
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La Verne Fire Incident Emergency Response

• Fire Incident at North Battery Energy Storage Systems (BESS) #1 and #2

• Responding Agencies – LA Verne Fire Department, LA County HazMat, 
SCAQMD

• Unified Incident Command Post

• Evacuation 9/22 – 9/24; Evacuation Lifted 9/25

• Battery Condition Monitoring (by Drone and Instruments)

• Air Quality Monitoring & Emergency Fire Suppression Water Run-off

• Employee Communications and Weymouth All Hands Meetings

• One Related Employee Injury 

September 22, 2026 
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SRT 
Response

Incident 
Command 
Post

24-hour Monitoring of Immediate Incident Area

CRITICAL AREAS: Outside and Inside Perimeter

STAFFING AREAS: Outdoor and Indoor Areas 

Established Restricted Area  

MWD ICP Trailer:  Wi-Fi, Power, Robodogs 

PERIMETER: 24-hours Safety and 
Environmental  

Response

La Verne Fire Incident Emergency Response

Air Monitoring 
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SRT 
Response

Safety and 
Environmental  

Response

Regulatory Visits

CalOSHA – Incident Inspection - 9/30/26

Los Angeles County Public Works – 9/23 & 9/24/26

• Emergency Fire Suppression Water Runoff Sampling

Los Angeles County Sanitation Districts – 9/23 to 9/28/26   

• Wastewater Discharge through Sanitary Sewer Line Sampling

City of La Verne Public Works – 9/23/26

• Emergency Fire Suppression Water Runoff Sampling

La Verne Fire Incident Emergency Response

76



Initial 
Lessons 
Learned

• Emergency Evacuation 

• Public Address (PA) System

• Plant-wide Emergency Drills 

• MetAlert Announcements

• Overall Incident Communication 

La Verne Fire Incident Emergency Response
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Diamond Valley Lake Incident Update

➢Board, staff, and Bargaining Units were notified

➢Employee treated in a medical facility

➢ Immediately implemented “Take 5 for Safety”  to review shop safety, 
housekeeping, and safe work practices

➢Cal/OSHA conducted an inspection and requested documents

➢ Initiated root cause investigation 
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Organization, Personnel and Effectiveness Committee  

10/13/2026 Committee Meeting 

6b 

Subject 

2026 Workplace Assessment 

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 and presented to the Organization, Personnel and Effectiveness Committee on 
February 10, 2026. The core themes of the 2026 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 previous assessments. 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 October 2027. 

Details and Background 

Background 

This report provides an update on the following key areas: 

A six-point rating scale continues to be used for the 41 survey questions, which are categorized into seven themes: 

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

 Overall, 64 percent of the responses were favorable (Agree or Strongly Agree), a 4 percent increase from 
last year. 
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Every question showed an increase over last year’s results. Key areas of improvement include:  

 Our culture supports my health and well-being: +10 percent. 

 The Executive Leadership of Metropolitan demonstrates integrity: +9.5 percent. 

 My team is adequately staffed to accomplish the work expected of us: +8.9 percent. 

 I trust that the Executive Leadership of Metropolitan has the best interests of Metropolitan’s employees in 
mind: +8 percent. 

 I can confidently connect my team’s performance goals to the strategic initiatives of MWD: +6.9 percent. 

Management Response and Next Steps 

Consistent with the Consultant’s strategic recommendations and last year’s priority, 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. 

An additional area of focus includes evaluating and enhancing employees’ opportunities for advancement or 
promotion at MWD. This could 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. 

 

 

 9/28/2026 
Mark Brower 
Human Resources Group Manager 

Date 

 

 9/28/2026 
Shivaji Deshmukh 
General Manager 

Date 

 

 

Attachment 1 – 2026 Annual Workplace Assessment Overall Results 

Ref# hr12705395 
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MWD Annual Employee Survey (2026)
All Company View

Scaled Results

View by

60% MWD Annual Employee Survey (2025)

Scale: 6pt Agreement

Strongly Disagree Disagree Somewhat Disagree Somewhat Agree Agree Strongly Agree

Compared to:
50% MWD Annual Employee Survey (2025)

Compared to:
45% MWD Annual Employee Survey (2025)

Compared to:
33% MWD Annual Employee Survey (2025)

Compared to:
35% MWD Annual Employee Survey (2025)

Compared to:
54% MWD Annual Employee Survey (2025)

Compared to:
70% MWD Annual Employee Survey (2025)

Compared to:
31% MWD Annual Employee Survey (2025)

Compared to:
36% MWD Annual Employee Survey (2025)

64%
Favorable

64%  4.0%

Our culture supports my health and wellbeing. High n = 979 60%  10.0%

The Executive Leadership of Metropolitan
demonstrates integrity.

High n = 982 54%  9.5%

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

n = 994 42%  8.9%

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

High n = 984 43%  8.0%

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

High n = 993 61%  6.9%

I would recommend Metropolitan as a place to work. n = 996 77%  6.3%

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

n = 979 37%  6.2%

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

High n = 976 42%  6.0%
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Compared to:
65% MWD Annual Employee Survey (2025)

Compared to:
75% MWD Annual Employee Survey (2025)

Compared to:
69% MWD Annual Employee Survey (2025)

Compared to:
72% MWD Annual Employee Survey (2025)

Compared to:
25% MWD Annual Employee Survey (2025)

Compared to:
58% MWD Annual Employee Survey (2025)

Compared to:
67% MWD Annual Employee Survey (2025)

Compared to:
51% MWD Annual Employee Survey (2025)

Compared to:
68% MWD Annual Employee Survey (2025)

Compared to:
18% MWD Annual Employee Survey (2025)

Compared to:
55% MWD Annual Employee Survey (2025)

Compared to:
46% MWD Annual Employee Survey (2025)

Compared to:
78% MWD Annual Employee Survey (2025)

Compared to:
59% MWD Annual Employee Survey (2025)

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

n = 994 70%  5.0%

I am proud to work at MWD. n = 993 80%  4.4%

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

n = 993 74%  4.4%

I feel valued by my supervisor. High n = 991 77%  4.3%

When the organization makes changes, I understand
why.

n = 993 29%  4.3%

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

n = 988 62%  4.2%

Diverse perspectives are valued on my team. n = 979 72%  4.1%

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

High n = 995 55%  3.9%

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

n = 995 72%  3.9%

MWD processes are efficient. n = 992 22%  3.8%

I am aware of Metropolitan’s overall strategic
initiatives.

n = 990 59%  3.7%

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

n = 992 50%  3.6%

My peers/team members work in an ethical manner. n = 988 82%  3.6%

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

n = 997 63%  3.6%
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Compared to:
40% MWD Annual Employee Survey (2025)

Compared to:
54% MWD Annual Employee Survey (2025)

Compared to:
74% MWD Annual Employee Survey (2025)

Compared to:
55% MWD Annual Employee Survey (2025)

Compared to:
57% MWD Annual Employee Survey (2025)

Compared to:
68% MWD Annual Employee Survey (2025)

Compared to:
73% MWD Annual Employee Survey (2025)

Compared to:
82% MWD Annual Employee Survey (2025)

Compared to:
74% MWD Annual Employee Survey (2025)

Compared to:
79% MWD Annual Employee Survey (2025)

Compared to:
83% MWD Annual Employee Survey (2025)

Compared to:
83% MWD Annual Employee Survey (2025)

Compared to:
60% MWD Annual Employee Survey (2025)

I have opportunities for advancement or promotion
at MWD.

High n = 990 44%  3.5%

My team’s work processes are efficient. n = 991 57%  3.5%

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

n = 992 77%  3.2%

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

n = 993 58%  3.1%

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

n = 992 60%  2.6%

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

n = 996 71%  2.5%

My team makes efforts to learn from our mistakes. n = 986 76%  2.5%

My work contributes meaningfully to Metropolitan’s
success.

n = 993 85%  2.4%

My peers/team members treat each other
respectfully.

n = 991 76%  2.3%

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

n = 989 81%  2.2%

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

n = 991 85%  2.1%

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

n = 990 85%  2.1%

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

n = 988 62%  1.9%
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Compared to:
71% MWD Annual Employee Survey (2025)

Compared to:
76% MWD Annual Employee Survey (2025)

Compared to:
64% MWD Annual Employee Survey (2025)

Compared to:
71% MWD Annual Employee Survey (2025)

Compared to:
79% MWD Annual Employee Survey (2025)

MULTI-CHOICE RESULTS

When evaluating your current workload, you feel –
n = 991

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

n = 994 73%  1.9%

I feel comfortable sharing my ideas with my
supervisor.

High n = 995 77%  1.6%

My work is challenging in a positive way. High n = 993 65%  0.9%

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

n = 995 72%  0.8%

My supervisor respectfully listens to me. n = 993 80%  0.7%

Steady 46% (452)  3.6%

Steady (but just barely) 28% (282)  0.3%

Struggling 16% (158)  2.4%

Completely overwhelmed 6% (56)  1.9%

Not challenged/Could take on more 4% (43)  0.5%
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2026 Workplace 
Assessment

Organization, Personnel and Effectiveness 
Committee

Item 6b

October 13, 2026

Presented by: Aaron Brown (Quantum Workplace)
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Item 6b
2026 

Workplace 
Assessment

Subject
2026 Workplace Assessment

Purpose
Annual Report
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EMPLOYEE ENGAGEMENT
U N D E R S T A N D I N G

Team

Work

Org

Employee engagement is 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: 

• 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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KEY INSIGHTS
U N D E R S T A N D I N G

Participation held steady while overall favorability increased significantly, with all questions improving in favorability:
• Just over 50% of employees participated this year, leaving a significant number of voices missing.
• Questions measuring wellbeing, leadership integrity, and team staffing saw the greatest improvement.

Core measurements of Engagement and Burnout continue to show improvement, especially among managers:
• Pride in the workplace and advocacy (i.e., willingness to recommend) have increased by roughly 10pts since the initial survey in 2024.
• Employees that report steady workload perceptions are the most engaged overall, significantly stronger than those completely overwhelmed 

or struggling.
• Burnout perceptions among managers have fallen by 10pts since 2025, with now less than one-third of managers reporting they are 

completely overwhelmed or struggling with their workload. They are also 14pts more likely to say their team is adequately staffed.

Despite the overall improvement, key opportunities continue to exist:
• Managers are still more likely than non-managers to report burnout, despite being more engaged overall. 42% of all employees believe teams 

are adequately staffed.
• Efficiency and change management perceptions are still among the lowest rated questions for both managers and non-managers (both 

falling below 30% favorable).
• Trust in executives and leaders has significantly improved but still has room for growth. Only 43% of respondents believe that executive 

leaders have the best interests of employees in mind when making decisions.
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Overall Metrics:

53.6%
56.6%

51.3%

2024
(n=1,042 of 1,946)

2025
(n=1,071 of 1,891)

2026
(n=998 of 1,944)

Response Rate

60.2% 60.2%
64.1%

2024
(n=1,042 of 1,946)

2025
(n=1,071 of 1,891)

2026
(n=998 of 1,944)

Overall % Favorable
(% Agree & Strongly Agree)
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Strongly Disagree Disagree Somewhat Disagree Somewhat Agree Agree Strongly Agree

Survey Design
U n d e r s t a n d i n g

Sample 6-point scale

Types of 

SurveyQuestions

2
Engagement Outcomes

• Measure engagement

• Non-actionable

• Represent "goal state"

Engagement Impacts

• Measure factors that influence engagement

• Actionable

• "High Impact" suggest where to focus action
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Engagement Outcomes:
Advocacy and pride in the workplace have both improved significantly since the last survey.
These items help measure what it means to be engaged within the workplace. 

82%

71%
67%

82%

75%
70%

85%
80%

77%

My work contributes meaningfully
to Metropolitan’s success.

I am proud to work at MWD. I would recommend Metropolitan
as a place to work.

2024 % Favorable 2025 % Favorable 2026 % Favorable
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Top Trends: 2026 vs. 2025
9 questions improved by at least 5pts, with questions measuring wellbeing and leadership integrity seeing the largest improvement.

**High Impact

Question
2026

% Favorable
vs.

2025

**Our culture supports my health and wellbeing. 60% 10.0%

**The Executive Leadership of Metropolitan demonstrates integrity. 54% 9.5%

My team is adequately staffed to accomplish the work expected of us. 42% 8.9%

**I trust that the Executive Leadership of Metropolitan has the best interest of Metropolitan’s employees in mind. 43% 8.0%

**I can confidently connect my team’s performance goals to the strategic initiatives of MWD. 61% 6.9%

I would recommend Metropolitan as a place to work. 77% 6.3%

The Executive Leadership of Metropolitan communicates effectively with the rest of the organization. 37% 6.2%

**The Executive Leadership of Metropolitan walk their talk (exhibit the behaviors and values they expect from employees). 42% 6.0%

I work on a collaborative team where members fully support each other. 70% 5.0%
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Continuous Improvement Since 2024…
These five questions have consistently and significantly improved in favorability over the course of the last three engagement surveys. 
Employees have higher trust in executive leaders and feel more connected to the workplace.

71%
67%

47%

26% 25%

75%
70%

50%
45%

36%

80%
77%

60%
54%

42%

I am proud to work at MWD. I would recommend Metropolitan
as a place to work.

**Our culture supports
my health and wellbeing.

**The Executive Leadership of
Metropolitan demonstrates

integrity.

**The Executive Leadership of
Metropolitan walk their talk (exhibit

the behaviors and values they
expect from employees).

2024 % Favorable 2025 % Favorable 2026 % Favorable

**High Impact
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Key Supervisor Trends Since 2024…
Perceptions measuring feeling valued and accountability have bounced back since 2025.

76% 75%

58%

72% 74%

57%

77% 77%

60%

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

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

2024 % Favorable 2025 % Favorable 2026 % Favorable

**High Impact
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Overall % Favorable by Current Workload Perceptions:
Employees that report a healthy workload are significantly more likely to report higher pride and engagement.
Those that are overwhelmed or not challenged at all right now have significantly lower engagement.

45% 54% 66% 71% 42%

61%

68%

83%
86%

56%

0%

20%

40%

60%

80%

100%

Completely overwhelmed
(n=56)

Struggling
(n=158)

Steady (but just barely)
(n=282)

Steady
(n=452)

Not challenged/
Could take on more

(n=43)2026 % Favorable "I am proud to work here." % Favorable
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High Impact Results by Current Workload Perceptions:
Less than one-third of employees that feel completely overwhelmed right now trust that executive leaders walk their talk or have the best interest of 
employees in mind.

2026 % Favorable

High Impact Questions
Completely 

overwhelmed
(n=56)

Struggling
(n=158)

Steady
(but just barely)

(n=282)

Steady
(n=452)

Not challenged/
Could take on more

(n=43)

I feel comfortable sharing my ideas with my supervisor. 54% 72% 78% 84% 55%

I feel valued by my supervisor. 46% 71% 81% 83% 49%

My work is challenging in a positive way. 45% 49% 73% 72% 23%

I can confidently connect my team’s performance goals to the strategic initiatives of MWD. 46% 50% 65% 65% 37%

Our culture supports my health and wellbeing. 33% 40% 60% 71% 47%

I feel that I am making progress in my career (getting opportunities to learn new skills
and grow professionally). 31% 42% 60% 62% 19%

The Executive Leadership of Metropolitan demonstrates integrity. 36% 46% 56% 59% 43%

I have opportunities for advancement or promotion at MWD. 32% 37% 44% 51% 16%

I trust that the Executive Leadership of Metropolitan has the best interest of
Metropolitan’s employees in mind. 29% 32% 44% 50% 28%

The Executive Leadership of Metropolitan walk their talk (exhibit the behaviors
and values they expect from employees). 29% 30% 45% 48% 26%
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Key 
Demographic 
Results
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Overall % Favorable and Workload Perceptions by Manager Status:
Both managers and non-managers saw improvement in their overall engagement since the last survey.
Burnout perceptions among managers fell significantly, improving by 10pts.

0%

20%

40%

60%

80%

100%

Managers
(n=189)

Non-Managers
(n=808)

2026 % Favorable 2025 % Favorable

42%

32%

23%

19%

Managers
(2025)

Managers
(2026)

Non-Managers
(2025)

Non-Managers
(2026)

Burnout Perceptions (2025 to 2026)

% Completely Overwhelmed or Struggling with Workload

10% Drop
▼

4% Drop
▼
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Top Trends for Managers: 2026 vs. 2025
Team staffing perceptions saw the most improvement among managers, likely contributing to the improvement in burnout perceptions shown previously.

**High Impact

Question
2026

% Favorable
vs.

2025

My team is adequately staffed to accomplish the work expected of us. 40% 13.7%

**Our culture supports my health and wellbeing. 62% 9.6%

My team meets regularly (at least once per month) to discuss our projects and workloads. 94% 8.8%

**The Executive Leadership of Metropolitan demonstrates integrity. 64% 8.6%

I receive the training I need to perform my job effectively. 72% 8.3%

When the organization makes changes, I understand why. 37% 8.2%

I have the materials and equipment I need to do my job. 77% 8.1%

I am aware of Metropolitan’s overall strategic initiatives. 77% 8.0%

My team members and I share learnings and key takeaways from trainings we participate in. 60% -4.1%

My peers/team members treat each other respectfully. 82% -3.9%
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Top Trends for Non-Managers: 2026 vs. 2025
No questions declined in favorability since the last survey and perceptions of health and wellbeing saw the greatest 
improvement overall.

**High Impact

Question
2026

% Favorable
vs.

2025

**Our culture supports my health and wellbeing. 59% 10.0%

**The Executive Leadership of Metropolitan demonstrates integrity. 52% 9.5%

My team is adequately staffed to accomplish the work expected of us. 42% 7.9%

**I trust that the Executive Leadership of Metropolitan has the best interest of Metropolitan’s employees in mind. 40% 7.9%

I would recommend Metropolitan as a place to work. 76% 6.8%

**The Executive Leadership of Metropolitan walk their talk (exhibit the behaviors and values they expect from employees). 40% 6.5%

**I can confidently connect my team’s performance goals to the strategic initiatives of MWD. 57% 6.5%
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Bringing 
It All 
Together

• Key Initiatives Implemented

• Action: Next Steps
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Key Initiatives Implemented After 2025 Survey

• Employee Inspection Trips: Trips sponsored by HR and supported by External Affairs continued this year and were modified to increase the variety of 
experiences and be more sensitive to employee needs and operational demands.

• Desert Employee Appreciation: Events were held April 15, 2025 at Gene Camp, April 22, 2026 at Iron Mountain, April 29, 2026 at Eagle Mountain and May 6, 
2026 at Hinds.

• New Hire Training: Continued focus and enhancement to the onboarding process for newly hired or promoted employes, informed by employee feedback and 
Manager best practices. Immediately developing employee goals drives the initial training plan, reducing the focus of on-the-job training, increases focus on 
structured proactive training and helps address a core area of focus for employees.

• Employee Communications: Launched Inside MET, the regular and comprehensive newsletter available digitally and hard copy for all employees to learn about 
the new employees, celebrate those who are retiring, and plug-in to key priorities and accomplishments around the District.

• Employee Wellness and Connection: Quarterly step challenges were launched to encourage employees to be physically active, improve their nutrition by 
sharing healthy recipes, and connect with each other using the dedicated online platform. Over 200 employees participated in each challenge!

• Recruitment: The recruitment staff surge force was hired and trained resulting in increased capacity to source and onboard more candidates faster. The team 
also proactively began recruitments for the 79 Board approved positions with significant reductions in the vacancy rate projected for the end of 2026.

• Performance Evaluation Form / Process Improvements: The data entry process for the annual evaluations was streamlined allowing for uploading of data into 
the system, resulting in enhanced reporting and improved data integrity.
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Action: Next Steps

Continue to Address Manager Burnout:
• While burnout has decreased for people managers, one-third of managers are feeling completely overwhelmed or struggling with workload.
• In 1-on-1 conversations ask managers: “What’s one task that you could delegate, but haven’t yet?” Challenge them to move at least one 

meaningful task off their plate to their team within the next 30-60 days.
• View training through the lens of employee growth and long-term development. Ensure employees understand how new opportunities tie to 

future career prospects.
• Make space for managers to connect with one another, not only to discuss common opportunities but also to genuinely connect on 

challenges that people managers face daily. End these sessions with clear action opportunities and next steps (don’t just give them space to 
vent!).

Continue to Address Change Management and Trust in Leadership:
• Less than 30% of all respondents say they understand the reasons behind change. Trust in leadership integrity improved significantly since 

the last survey but still has significant room for growth.
• Link leadership messaging and decisions to impact and progress when possible. Reinforce the major priorities while pointing to signals that 

the plan is working as intended.
• Escalate upward to create two-way feedback. If teams need more reassurance or investment from upper-level leaders, consider inviting key 

leaders to team meetings or events to interact and hear directly from employees. Connections created in these environments can have a 
strong impact on future engagement.
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Questions
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Date of Report: [10/13/2026] 

Human Resources Group 

 Human Resources Activities Report  

Summary 

This report provides a summary of the Human Resources Group monthly activities for September 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 September 4, 2026, the District’s vacancy rate is at 13.30 percent, an 
increase from 12.96 percent the previous month. During budget development for fiscal years 2027/28 and 
2028/29, the Board approved 79 new PCNs, effective July 1, 2026. The sharp increase in the vacancy rate 
reflects the addition of the 79 vacant PCNs and a new total of 2,045 budgeted positions. Recruitments in their 
final stages increased significantly from August (21) to September (47), reflecting the significant progress of 
the recruitment team and the upcoming positive impact on the vacancy rate once these employees are 
onboarded. The Recruitment Unit has begun the process of filling the positions. A monthly recruitment status 
report continues to be shared with Group Managers.  
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Board Report Human Resources Activities Report  
 

Date of Report: 10/13/2026 2 

 
    *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. 
***Total Budgeted Positions as of July 1, 2026, is 2,053.5. 8.5 FTEs were approved for the recurrent positions as of August  
      2025. The recurrent positions are excluded from the vacancy rate calculation. 

 

Use annual assessments to inform workplace improvement strategies. 

The District continues to use the annual workplace survey to inform workplace improvement strategies. The 
survey reflects employees’ perspectives on their work, their team, leadership, and the organization, helping 
the District understand what is working well and where improvements are needed. The 2026 annual 
workplace assessment launched on August 11, 2026, and the last day to provide feedback was September 14, 
2026. Quantum Workplace will summarize the collected responses, and results and progress information will 
be uploaded to the IntraMet.  

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

In September, the Organizational Development and Training Unit (OD&T) announced the upcoming Fall 
Employee Inspection Trips and began gauging employee interest in trips scheduled in November and 
December for F.E. Weymouth Water Treatment Plant, Grace F. Napolitano Pure Water Innovation Center, 
Diamond Valley Lake and the Santa Rosa Plateau Ecological Reserve.  

OD&T also continued preparations for the return of New Employee Orientation as a full-day, in-person 
experience beginning on October 12, 2026. The team is coordinating program content and logistics to 
support a welcoming and comprehensive onboarding experience for new employees. 
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Additionally, OD&T coordinated a DiSC training session through an external vendor, Praxis Group, for the 
Water Operations and Planning Section. The session supported team development by providing participants 
with greater insight into communication styles and opportunities to strengthen workplace collaboration. 

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 wellness webinar, held live on 
September 19, 2026, in partnership with Kaiser Permanente. Emotional Well-Being focused on emotions and 
stress.  During the session, employees learned strategies to help them tune into their emotions and identify 
self-care practices for managing mood and stress in a positive way. Employees were invited to create a 
realistic action plan by using their personal strengths to improve their emotional well-being. Last month’s 
webinar, Strength Train at Your Desk, held on August 19, 2026, attracted 70 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 2 22.22% 

CONVEYANCE&DISTRIBUTION GROUP 58 19.93% 

DIVERSITY, EQUITY & INCLUSION 1 8.33% 

ENGINEERING SERVICES GROUP 33 8.44% 

EQUAL EMPLOYMENT OPPORTUNITY 0 0.00% 

EXTERNAL AFFAIRS 3 4.84% 

FINANCE AND ADMINISTRATION 9 7.14% 

GENERAL COUNSEL 4 10.53% 

HUMAN RESOURCES GROUP 10 19.23% 

INFORMATION TECHNOLOGY GROUP 12 8.89% 

INTEGRATED OPS PLAN & SUPPT SRVC 42 15.44% 

OFF OF SAFETY, SECURITY&PROTECT 13 17.57% 

OFFICE OF ETHICS 3 37.50% 

OFFICE OF THE GENERAL AUDITOR 3 21.43% 

OFFICE OF THE GENERAL MANAGER 3 13.04% 

SUSTAINABILTY, RESILIENCE & INNOV 8 17.39% 

TREATMENT&WATER QUALITY GROUP 56 14.07% 

WATER RESOURCE MANAGEMENT GROUP 12 17.65% 

Grand Total 272 13.30% 
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Current Recruitment Stages Status (9/4/2026) 

 

 

Personnel Snapshot 
 September 

2026 
Prior Month 
August 2026 

Headcount 
Regular Employees 
Temporary Employees 
Interns 
Recurrent 
Annuitants 

 
 1,852 

66 
6 
2 

18 

 
1,841 

66 
6 
12 
19 

   

Transactions Current Month and Fiscal YTD (includes current month) 
External Hires FY 25/26 Totals September 2026 FISCAL YTD 
             Regular Employees 130 14 27 
             Temporary Employees 66  5 12 
             Interns 8  0 3 
Internal Promotions 70 8 15 
Management Requested Promotions 126 16 52 
Retirements/Separations (regular employees) 98 13 29 
Employee-Requested Transfers 22 4 14 

*Retirements/Separations data input by entry date into PeopleSoft. 
 

Beginning Middle Final No Requisition

Jul-26 66 30 26 144

Aug-26 116 44 21 84
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Date of Report: October 13, 2026 

Office of Safety, Security, and Protection (OSSP) 

 OSSP Monthly Activities Report for September 2026

Summary 

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

• Safety, Regulatory, and Training

o Health and Safety Programs

o Environmental Programs

o Safety and Technical Training Programs

o Apprenticeship Programs

• Security Management

• Emergency Management

Purpose 

Informational  

Attachments 

Attachment 1:  Detailed Report – OSSP Monthly Activities for September 2026 
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OSSP Monthly Activities Report 
September 2026 

Objectives:   
Improve the workplace and promote START values.  
Strengthen safety training. Expand security and emergency management capabilities. 

SAFETY, REGULATORY & TRAINING (SRT) 

SRT Health and Safety Programs 
With the continued high temperatures, the Health and Safety Team maintained its focus 
on Heat Illness Prevention Awareness, issuing Safety Alerts, including one on portable 
shade, and reminding employees to watch for heat illness symptoms. A new Safety Talk 
on acclimatization also highlighted that new employees or those returning from an 
extended leave of absence may need 4–14 days to adjust to the heat, during which 
work should be introduced gradually and closely monitored. 

Heat Illness and Acclimatization. 

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 1 of 9
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To support golden mussel control efforts, staff prepared safety plans and identified 
installation locations for new chemical feed systems. They also visited Live Oak 
Reservoir to confirm safe sampling sites for a copper sulfate study and inspected the 
new sodium hypochlorite feed setup at the 108th Street Pressure Control Structure. 

A special meeting of the Executive Safety Committee was held to introduce the second 
module of the Safety Leadership Program. The new module focuses on Modeling the 
Behavior, with an emphasis on Metropolitan’s weakest safety cultures: Flexible, Just, 
and Learning. The training will also include a soft rollout of a personal safety action plan 
to be included as a MyPerformance Safety Goal during next year’s evaluation period. 

Executive Safety Committee Meeting. 

SRT Environmental Programs 
The Environmental Team Staff participated in the second Joint Utility Vendor Audit 
Consortium meeting of 2026, hosted by Los Angeles Department of Water and Power 
(LADWP), which focused on hazardous waste management and Treatment, Storage, 
and Disposal Facility. The team also sent coordination letters to hazmat response 
agencies for the water treatment plants and Chemical Unloading Facility, inviting them to 
plan exercises or facility tours to support emergency preparedness. 

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 2 of 9
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To help visitors and inspectors understand Metropolitan’s access requirements, a new 
Facility Access Identification Requirements card was developed. It outlines the entry 
process for critical infrastructure facilities and explains that a qualified Metropolitan 
escort familiar with the facility and its hazards is required to ensure visitor safety. 

Front and Back of Information Card. 

SRT Safety and Technical Training Programs 
The Safety and Technical Training team updated the High Voltage Switching program to 
ensure it remains effective and compliant. A recent enhancement added a grounding 
practical, giving employees hands-on experience applying proper grounding techniques 
in a controlled environment and reinforcing safe high-voltage work practices. 

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 3 of 9
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The High Voltage Switching program is delivered over eight days across two weeks and 
includes an in-depth review of the System Operating Orders Manual. It emphasizes safe 
isolation and operation of high-voltage lines, circuits, and equipment up to 230,000 
volts. Employees complete assignments and practical exercises to build proficiency in 
switching protocols, equipment isolation, and hazard recognition.  

Employees Performing Electrical Grounding Practical. 

SRT Apprenticeship Programs 
The Mechanical Class of 2027 apprentices completed their final written exams and 
concluded their seventh period of machine shop instruction.  

The Electrical Class of 2027 apprentices completed their Basic Water Treatment 
course, qualifying them to apply for the California State Water Resources Control Board 
T2 or D2 certification exam. 

The Mechanical Class of 2029 apprentices completed their midterm exams, which 
included written and practical components. The written exam assessed their ability to 
read blueprints and recognize fabrication safety procedures, while the practical exam 
evaluated their ability to perform safe torch-cutting techniques. 

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 4 of 9
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Security Management 

Lake Mathews E-Cam Tower Deployment 
Security has deployed E-Cam towers at Lake Mathews as an interim security 
enhancement pending completion of the camera replacement project. The towers 
integrate motion detection and video analytics capability, providing continuous perimeter 
awareness in areas where fixed camera infrastructure is aging or scheduled for 
replacement. Deployment was executed through our contract security provider, 
supplementing the guard force’s physical presence with an automated detection layer 
that extends coverage and reduces response time to unauthorized activity. 

This measure closes a near-term coverage gap without committing capital resources 
ahead of the broader camera replacement effort, and it gives the guard force an added 
tool for verifying and responding to alerts in real time rather than relying solely on patrol 
observation. 

The E-Cam towers are a bridging measure, not a substitute for the planned fixed 
camera infrastructure at Lake Mathews. Security will continue tracking the camera 
replacement project’s funding and schedule to ensure the transition to permanent 
coverage proceeds without a gap in protection. 

E-Cam tower at Lake Mathews.

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 5 of 9
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Metropolitan Continues WaterISAC Physical Security Committee Participation 
WaterISAC’s Physical Security and Resilience Advisory Committee (PSRAC) provides 
strategic guidance and subject matter expertise on issues related to physical security, 
natural disasters, and operational resilience for the drinking water and wastewater 
sector. The 12-member PSRAC meets monthly to discuss physical security and 
resilience priorities and opportunities for the sector. During meetings, members offer 
input to inform the development of reports, presentations, exercises, and more for both 
WaterISAC members and the broader water and wastewater sector. Additionally, the 
meetings provide a forum for PSRAC members to engage with one another, trade 
lessons learned, and establish best practices. The twelve PSRAC members have over 
100 years of combined experience in physical security, emergency management, and 
risk and resilience planning roles, and Metropolitan Security staff will proudly fill one of 
those seats for another two years with a new security specialist. 

WaterISAC PSRAC benefits from another two years of MWD committee membership. 

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 6 of 9
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Emergency Management 

Response 

There were numerous wildfires this month in Metropolitan’s service area that initiated 
staff responses. Staff coordinated with the Los Angeles Fire Department and other 
Metropolitan staff during the Getty Fire on September 9th near the Sepulveda Pressure 
Control Structure (PCS). For the Wood Fire on August 28th in Riverside County, staff 
sent a MetAlert notification to Lake Mathews employees for the Wood Fire. Staff also 
closely monitored a non-Metropolitan related Hazardous Materials incident on 
September 8th in La Habra and a regional Extreme Heat Warning in mid-August. 
Finally, on September 1st, staff monitored the Hilary Fire in north Los Angeles County 
near the east branch of the California Aqueduct. 

Emergency Management staff also initiated new “Red Flag Protocols” during a multi-day 
Red Flag Fire Warning in late August. These protocols call for staff to pre-position 
mobile command units, as necessary, and make themselves available for immediate 
response to local Incident Command Posts as necessary. 

Everbridge map of the Getty Fire in relation to Metropolitan’s Sepulveda PCS/HEP facility. 

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 7 of 9
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Preparation 

In-person participants at the Engineering-Operations-Safety/Security/Protections Workshop in La Verne. 

On September 1st, Emergency Management staff participated in a regular partnering 
workshop with other staff from the Engineering Services Group, the Operations Groups, 
and the Office of Safety, Security and Protection. These workshops provide an 
opportunity for staff from various segments of Metropolitan to come together and learn 
how they can collaborate with each other. Staff provided an overview of how the 
Emergency Management Team can support other staff during real-world emergencies.  

Emergency Management staff are also becoming more involved in the annual shutdown 
program. This is being done to provide immediate coordination with field units during 
shutdowns, and as a way of familiarizing more field employees with the role of 
emergency management and how they can support them on a regular basis. 

Collaboration and Outreach 
The 2028 Olympic Games are coming soon to the Southern California area, and the 
emergency preparations are underway. Metropolitan’s Emergency Management Team 
participated in a kick-off meeting on September 4th with the LADWP, and other local 
partner agencies, such as Southern California Edison, Southern California Gas, and the 
LA28 Olympic Organizing Committee. 

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 8 of 9
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The 2026 World Cup was a precursor for this type of high-level emergency planning, 
and many of the lessons learned from the World Cup will be used to sharpen planning 
for the 2028 Games. 

Training and Exercises 

Mobile Starlink kit in Lake Mathews Incident Command Post. 

A significant number of emergency exercises happened during this reporting period. 
Staff from the Metropolitan Emergency Operations Center (EOC) completed multiple 
Refresher seminars to prepare for future EOC activations, while local managers 
participated in Incident Commander training to manage field incidents. Finally, the 
Disaster Assessment Team continued running full-scale exercises at specific treatment 
plants to hone their facility inspection skills they will use after a disaster. 

10/13/2026 OPE Committee Meeting 7a Attachment 1, Page 9 of 9
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