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June 26, 2000

Stan Williams

General Manager

Santa Clara Valley Water District

5750 Almaden Expressway

San Jose, CA 95118 N S e

Dear Mr. Williams:

“ . Pursuant to Penal Code Section 933.05 (f), the 1999-2000 Santa Clara County Civil
Grand Jury is transmitting to you its Final Report, Investigation of the Santa Clara County
Water District’s Implementation of its Equal Opportunity/Non-Discrimination
Program Plan. '

Penal Code Section 933.05 (f)

After the presiding judge determines that the report complies w1th the requirements of the
Penal Code, the grand jury shall provide to the affected agency a copy of the portion of the
grand jury report relating to that person or entity two working days prior to its public release.
No officer, agency, department or governing body of a public agency shall disclose any
contents of the report prior to the public release of the final report.

Foreperson
1999-2000 Civil Grand Jury
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1999-2000 SANTA CLARA COUNTY CIVIL GRAND JURY

INVESTIGATION OF THE SANTA CLARA VALLEY WATER DISTRICT’S
S IMPLEMENTATION OF ITS
EQUAL OPPORTUNITY/NON-DISCRIMINATION PROGRAM PLAN

18

INTRODUCTION .
The last published Santa Clara County

vides flood control through its water man-

agement system and ensures that creeks

Civil Grand Jury Report, 1997-1998, dis-
closed that an investigation commenced
upon the recommendation of the previous
Grand Jury into allegations of racial bias
and harassment in the.work place at the

and streamms are maintained to properly

~ drain water away from homes and busi-

nesses. [t also provides sandbags at vari-

. ous sites when needed.

>anta Clara Valiey Water District (hereat-
ter the District). This investigation was not
completed and it recommended that the
next Grand Jury take up the matter. Ac-
cordingly, the 1998-1999 Grand Jury con-
tinued this study but was dissolved before

‘a report could be completed. This year's

Grand Jury reviewed the considerable
work that was done to date and proceeded
with its own study into the matter.
Additionally, last year's Grand Jury
recelved a complaint from a District
employee alleging arbitrary hiring and
promotion practices. This matter was in-
corporated into the study.

DESCRIPTION

For the past 30 years, the Santa Clara Val-
ley Water District has provided integrated
water resource management for the
County. It is responsible for the system of
dams, reservoirs and percolation ponds
that capture rainfall and runoff to repienish
the valley's underground aquifers while
supplementing it with imported water from
the Sierra snowmelt as it moves from riv-
ers to the delta and through a system of
pipelines. The water that does not perco-
late into the ground is treated at one of

three water treatment plants owned and -

operated by the District. It then retails this
water to local water companies for deliv-
ery to consumers. The District also pro-

The District employs 575 full-time and 30
to £{ temporary, contract people in various
occupations, ranging from engineers and
scientists to technicians, craft workers,
service, maintenance staff and support
personnel. In the 1999-2000 Equal Oppor-
tunity/Non-Discrimination Program Plan
(hereafter the Plan) the work force is di-
vided in this manner: 35.3% female with
>nother chart showing 11.9% Hispanic;
11.17% Asian; 4.02% Black and 1.83%
Native. American. The administrative of-
fices have recently been combined into
one location, with the completion of its
new headquarters located near the
intersection of Almaden Expressway and
Blossom Hill Road in San Jose.

The Equal Opportunity/Non-
Discrimination Program Plan  Shortly
after beginning this investigation, the
Grand Jury received a draft of the Plan
developed by the District for its fiscal
year, ending June 30, 1999. This draft ad-
dressed the problems reflected in the alle-
gations by acknowledging in the following
excerpt of the Plan's goals and objectives:

“Discrimination and . harassment have
been a part of our society from the begin-
ning and the District has not been ex-
cluded from its share of problems. How-
ever, over the last few years, the District

e
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as worked 10 change past practices arn cruitment, candi election, training,

L

allevxate these znjustzces through estab-

"-

events and activities. Durmg this penod
the Dzstrzct has moved ﬁom an a}j“ rmatzve

compensatzon, promotzon and recreatzon

~ benefits of decisions whzch are free of dis-
crimination or harassment on the basis of

program that focuses on the many aspects
of diversity.”

- gin, ancestry, marital status, veteran

status, sexual orientation, age (over 40),
medical condition (cancer), parental

The Grand Jury initially met with the Gen-
eral Manager and his administrative staff,
mcludlng two A551stant Gcneral ManaO-

ers, the

status, pregnancy, the exercise of family
care leave rights, political affiliation,

‘ physzcal dzsabzlzty (mcludmg HIV and

sources Manager and the Business Re-

A

sources Administrative

confirmed that the Plan was formally
adopted and had already forwarded the
Grand Jury the current ﬁscal years Plan

‘caistant.  They .

will experience reraltatxon for exercising
his or her rights to these protections.”

FINDINGS

Dlssemmatlon of the Plan The Grand

in a questlon/answcr format and ﬁlether
oral "acknowledgements were made that
the Plan was in.response to concerns

pubhcatlons, bulletm boards the pohcy
and procedures manual, the District web-
site and interviewed staff at all levels. In

raised by the previors. Grand Juries and
_ - the District's own consultant study in
b 1997.

Policy’ In the District Policies and Pro-

cedures Manual of December 1998, the.

stated objective is:

“..lo build a diverse work force, which is
reflective of the qualified labor pool within
the community, it serves and the Plan is
revised annually to achieve this objective.
All employees and their unique contribu-
tions to the business are valued and rec-
ognized as the foundation of the District's
combined strength as officially recognized
in the Values Statement adopted by the
District:

The District embraces the principals of

Diversity and Equal Employment Oppor-
tunity to ensure that all employment deci-
sions are based on individual merit. These
include employment decisions regarding

addition, numerous in-house memos deal-
ing with this subject have been reviewed.
The Grand Jury lewnzd that all employees
are shown a detailed slide presentation
during orientation and are directed to the
District website where the Plan is posted
for further study. The Grand Jury also re-
viewed and examined plans, programs,
memos and reports that were produced
during the years 1996 through 1999 and is
satisfied that all employees are sufficiently
acquainted with the Program as it relates
to them.

Implementation of the Plan  The Plan
suggests a two-prong approach of long-
term planning and immediate-term meas-
ures with the goal of establishing a diverse
work force to foster tolerance, while ad- |
dressing the immediate problems of bias :
and harassment. The long-term plan fo-
cuses on recruitment, candidate selection,
training, compensation and promotion to
achieve parity with the qualified labor




(Page 155 of 165)

0" 230

p vailable in and the ar

anage Cl € an ex-

PO

hne agamst whlch 1t measures current DlS-
trict staffing. The District hopes to deter-
mine the progress of its long-term objec-
tive of a diverse workforce on an annual
basis. The results are published in its an-
nual updated Plan and shows detailed
comparison graphs and pie charts reflect-
ing District job categories with ethnic and
gender breakdowns. Although there ap-
pears to be some progress noted in the
short term, the Grand Jury believes that no
valid findings  or conclusions can be
drawn.

However, short-term measures can be as-
sessed and its progress may be an indica-

‘tion of the District's good faith efforts.

The measures examined were the com-
plaint process, training and staff involve-
ment of Equal Opportunity L1alsors (EO

- Liaisons) personnel.

Complaint Process The District has no
database for complaint processing and
prepares reports by manual tabulation. A

_database is reportedly planned. A request

for data on complaints has shown the fol-
lowing for the period covering 1996 to
April 2000: Of the sixteen (16) complaints
recorded for sexual harassment, nine (9)
cases were upheld. The range of disci-
piine included termination, suspension
without pay, letter or meeting with the on-
site contractor and training. Of the nine
(9) complaints recorded for racial dis-
crimination, one (1) was upheld. A com-
plaint found to have no merit is generally
discussed with the complainant to explain
the reasons for the finding. Other avenues
are explored for addressing the complain-
ant's concerns such as counseling, guid-
ance and referral to labor relations. The

not selected The reasons were dlscussed
with the complainant and he was in-
structed on how he could become more
competitive in the future. Statistical data
were shared demonstrating that white
males were hired regularly and the com-
plainant withdrew his complaint.

Training In June 1997, two training
classes, considered the comerstone of
Equal Opportunity policy, were iniilxed
and are mandatory for all employees. The
first class, "Valuing Differences," is con-
cemed with equal treatment for all em-
ployees and seeks to assist employees in
promoting a workforce that values diver-
sity and working together for the benefit of
the District and the community. The sec-
ond class, "Harassment Prevention,” is
concerned with maintaining an open and
friendly work environment and provides
employees with' the tools for preventing
and eliminating unlawful harassment in
the workplace.

In reviewing various memos regarding this
training it was found that supervisors were
informed of the individuals who have not
yet taken the classes. Information on up-
coming classes was included and supervi-
sors were asked to provide release time to
ensure that the employees enroll and com-
plete the training. The Human Resources

Manager reports that six employees have -

not completed “Harassment Prevention”
training and one employee has not com-
pleted “Valuing Differences” training. It
is anticipated that these newly hired em-

ployees will complete their mandatory -

training when the classes are offered for
new employees.

N
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Equal Opportunity Liaisons (EO Liai-
sons)  The EO Liaison's are employees

talent, EO Liaisons will be used to support
a variety of cultural events such as, Echoes

who volunteer for the appointment. They
are charged with the task of mediating dis-
putes and teaching the two mandatory
classes. During the tenure of the first EO

in Ebony, Echoes in Emerald Irish Cele-
bration, Native American Celebration and
Women's History Celebration.

~ Adminisfrator, the EO lLiaisons were left —  The EO ILiaison’s job description wasnot

without direction. As a result, they were
confused as to their role in the new pro-
gram. Failure to communicate effectively
is an overriding and sensitive issue, and

included in the 1999-2000 Plan. The Hu-
man Resources Manager reports that the
District currently has eight (8) EO Liai-
sons; however, the District is in the proc-

was repeatedly commented on by the ma-
jority of personnel interviewed. These in-
dividuals represented a broad range of ex-
perience and levels of responsibility
throughout the District. The lack of clear
communication about the EO Liaison role
was causing misunderstanding on the part
of the EO Liaisons who no longer saw a
definitive role for themselves. There ex-
ists a written plan of action for the EO Li-
aisons that is included in a report titled,
Review of the Work Environment Issues.
This plan of action provided the following:

o The original purpose of the EO Liaison
was to resolve conflicts at the lowest pos-
sible level. When appropriate, EO Liai-
sons will serve as conflict resolution facili-
tators. ’

e The Board adopted a Policy that was
adopted in January 1997 to support the EO
Liaison's participation in the complaint
procedure.

o Employees volunteer to receive inten-
sive diversity training to become EO Liai-
sons.

e EO Liaisons will represent the Equal
Opportunity Office on ad hoc committees.

e After a new recruitment cycle to iden-
tify employees with energy, interest and

* ess of phasing out the EO Liaison program

and is looking at a new approach for train-
ing and development. Although no reason
was given for the change, there huve been
implementation problems.

CONCLUSIONS

The Grand Jury believes that the District
has sufficiently acknowledged the ele-
ments presented in the allegations made to
this body and has demonstrated appropri-
ate efforts, as reflected in the Plan, to rem-
edy the problems of discrimination, har-

. assment and arbitrary personnel practices.

Many of the efforts have been fruitful and
some have not. The long-term objective of
establishing parity with the existing labor
pool to achieve diversity must be closely
monitored by the General Manager and
Board of Directors. The more immediate
measures of complaint processing, training
and staff involvement needs work. The
lack of a database system for recording the
complaint process makes reports, analysis,
improvements and scrutiny difficult. The
effectiveness of the training classes, while
apparently attended by staff is not being
assessed. Staff involvement in the Plan
appears to be undergoing modification af-
ter obvious problems in role definition,
communication and expectations. T
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RECOMMENDATIONS

The Santa Clara County Civil Grand Jury
recommends that the Santa Clara Valley
Water District Board of Directors and the
General Manager:

1. Continue to make quarterly reports on.

the progress and goals on its Equal Oppor-
tunity/Non-Discrimination Program Plan
and publish annual updated Plans and dis-
seminate them to the Board of Supervi-
sors, District staff, job candidates and the
District web site, which are reviewed and
signed by the General Manager.

2. Develop a database management sys-
tem to record, track and report data on all

3. Develop an assessment tool to deter-
mine the effectiveness of its mandatory
training classes, “Harassment Prevention”
and “Valuing Differences”.

4. Develop a comprehensive program
that will engage staff at all levels, and is
aimed at promoting the goals, objectives
and ideals of the Plan. Particular focus
should be given to such areas as conflict
resolution, mentoring,
son/advocacy, positive leadership model-
ing and commensurate training and fund-
ing.

employee liai-

R

complaints:
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PASSED and ADOPTED by the Santa

_ Clara County Civil Grand Jury this 18"
day of May, 2000.

1. Alne
Foreperson

//MMW

Michael . Guerra
Forepcrson Pro Tem

Mary (Mlékey) Benson /
Q /
ecreta::y






