Human Resources and Labor Relations Committee - 1. Call to Order - Emile Thompson, Chairperson

£ A=
¥ BE DISTRICT OF COLUMBIA
] i WATER AND SEWER AUTHORITY

water 1s | e Board of Directors
Human Resources and Labor Relations Committee

Wednesday, January 8, 2020
11:00 am

1. Callto Order... ..o Emile Thompson
Chairperson

2. UNION TOPICS .uvuiiiiiiiiiiieeeeeeee et e e Union Presidents
Barry Carey, AFSCME 2091

Michele Hunter, NAGE R3-06

Barbara Milton, AFGE 631

Jonathan Shanks, AFGE 872

Calvert Wilson, AFGE 2553

A. Upgrade and Reclassify Wastewater Treatment Operators RW-09
positions

B. District of Columbia Laws for Worker’s Compensation

C. Open Discussion

3. Succession Development .............ccoeeuennnn. Nina Love and Nicole Spriggs
Program Managers, Talent and Development

4, Parental LEAVE. ......oooviiiiii e Ron Lewis
Manager, Benefits

5. Executive SesSion™.........oviiiiiii Emile Thompson
Chairperson

6. AdJOUrNMENT ....ooiiiiiiii e Emile Thompson
Chairperson

1 The DC Water Board of Directors may go into executive session at this meeting pursuant to the District of Columbia Open Meetings
Act of 2010, if such action is approved by a majority vote of the Board members who constitute a quorum to discuss: matters prohibited
from public disclosure pursuant to a court order or law under D.C. Official Code § 2-575(b)(1); contract negotiations under D.C. Official
Code § 2-575(b)(2); legal, confidential or privileged matters under D.C. Official Code § 2-575(b)(4)(A); collective bargaining negotiations
under D.C. Official Code § 2-575(b)(5); facility security under D.C. Official Code § 2-575(b)(8); disciplinary matters under D.C. Official
Code § 2-575(b)(9); personnel matters under D.C. Official Code § 2-575(b)(10); proprietary matters under D.C. Official Code § 2-
575(b)(11); train and develop members of a public body and staff under D.C. Official Codes § 2-575(b)(12); decision in an adjudication
action under D.C. Official Code § 2-575(b)(13); civil or criminal matters where disclosure to the public may harm the investigation under
D.C. Official Code § 2-575(b)(14), and other matters provided in the Act.
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Succession Development Pilot

Employee Experience Learning

Organization

Performance
Management

Succession
Planning

== lotal Rewards

Engagement

Focus Areas
|

Keith Lindsey, Acting EVP People & Talent
Nina Love, Program Manager Succession Planning and Performance Management
Nicole Spriggs, Program Manager Workforce Planning
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Succession Development Pilot

2019 Overview ﬂ
Link Strategic and
Workforce Planning
Decisions ‘

Monitor

* Criticality Assessment and Evaluate

* 9 Box High Performer
Assessment

* Professional Development _
Assessments and Coaching SUCCGS_SIOH

e 53 Critical Positions Planning

* 69 High Performers y

* 10 Promotions

Analyze Gaps

Identify
Talent Pools

Implement
Succession Strategies

Develop
Succession Strategies
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Succession Development Pilot

Snapshot: 53 Critical Positions

Position Recruitment Total

Criticality

Impact Difficulty Factor

DEPARTMENTS WITH SUCCESSION PLANS

POSITION TYPES IDENTIFIED FOR CRITICAL POSITIONS

For Critical
Positions, (22),
54%

Operational,
(4), 8%

To be
Leadership, completed,
(49), 92% (19), 46%
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Succession Development Pilot

|dentifying Critical Positions

Total Criticality Factor

(Estimated effort & urgency to the
delivery of programs & services)

8 — 9 High
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Succession Development Pilot

53 Critical Positions

Administration
Executive Vice-President, Administration

Customer Experience

Director, Enterprise Solutions

Director, Customer Care

Director, IT Infrastructure

Executive Vice President, Customer Experience
Manager, Revenue Assurance

Manager, Customer Services

Manager, IT Customer Svc

Program Manager, SAP

Vice President, Information Technology

Vice President, Marketing and Communications

Performance
Executive Vice-President, Performance

Legal Affairs
EVP, Legal Affairs
Principle Counsel

Finance

Chief Financial Officer and Executive Vice-President,
Finance and Procurement

Controller

Director, Budget

Director, Finance

Director, Rates and Revenue

Manager, Mtn & Svcs Parts Materials

Supervisor, Purchasing Admin

Vice-President, Procurement and Compliance

People and Talent

Director, Labor Relations

Executive VP, People & Talent
Manager, Comp and Benefits
Manager, Talent & Development
Program Manager, Compl Programs
Program Manager, PM and WP
Program Manager, Talent Mgmt

Sewer Operations
Manager, Const and Repair

Wastewater Operations

Director, DCW Resource Recovery
Director, Maintenance Services

Executive Vice-President, Operations and
Engineering

Manager, Res Rec Oprs Biosolids
Manager, WQ & Pretreatment

Manager, Process Engineering

Senior Vice-President, Operations and Engineering
Vice-President, Wastewater Operations
Director, Water Quality

Manager, Water Quality

Senior Director, Water Operations

Engineering

Director, Clean Rivers

Director, DCW Permit Operations
Director, DETS

Director, Infrastructure Management
Director, Wastewater Engineer
Manager, Blue Plains Construction
Manager, Design

Manager, Developer Engineering Review
Manager, Planning

Manager, Program Services

Senior Vice-President and Chief Engineer
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Succession Development Pilot

Snapshot: 69 High Performers

Meets Exceeds

Improve

Needs
Development

Limited

Meets
Expectations

a

Moderate

Exceeds
Expectations

e
2
-

HIDDEN GEM

High

Individual Development
Plans

Coaching

360 & Leadership Assessments

DCW Sponsors
Education & Training

Cross Training & Special Projects

Peer Mentoring Groups
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Succession Development Pilot

Snapshot: 69 High Performers

Current Role Profile Diversity
25 25
21 21
20 20
16 16
15
15 15 14
11
10 10
8
5
5 5
3 3
2
1 . : :
O = . ] -
Director Foreman Manager Non-Union Supervisor Union VP Asian Black Hispanic White Asian Black Hispanic White
Contributor Contributor Men 43 Women 26



Human Resources and Labor Relations Committee - 3. Succession Development - Nina Love & Nicole Spriggs Program Managers, Talent and Develo...

Succession Development Pilot

Snapshot: 69 High Performers — Gender Profile

14
13
12
10
10
8
8
6
5 5
4 4 4
4
3 3
2 2
2
1 1 1 1 1 1
Administration ~ Customer Experience Engineering Finance & Legal Affairs People & Talent Performance Performance Sewer Operations Wastewater Water Operations
Procurement Operations

B Men M Women
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Succession Development Pilot

Snapshot: 69 High Performers — Ethnicity Profile

12
10
10
8 8

8
6 6 6

6

4

3 3
2 2 2
2
111 1 1 I 1 1 1 1 1 1 1 1
Administration Customer Engineering Finance & Legal Affairs People & Talent Performance Performance Sewer Operations Wastewater Water Operations

Experience Procurement Operations

M Asian M Black M Hispanic = White

10
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Succession Development Pilot

Phase Il
Evaluate & Adapt /* : .
Link Strategic and
Workforce Planning
e OQutcomes Decisions '-\
e Focus Groups & Program Evaluations W o . e e G

® Processes and Tools

e Advisory Committee (Union, HR Business Partners,
Representation from all levels and across the Authority)

e Update Plan Objectives and Benchmarks

Devel dL hS ion Plan & Ch SICon
e Develop and Launch Succession Plan ange -
Management Strategy P[annmg
Launch e
Co Talent Pools
e Expanded Capacity and Accessibility Implement
Succession Strategies
e Engage Human Resource Business Partners
e Continuous Engagement and Development mmag;v:ggategiﬁ

¢ Additional Tools and Resources

11
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Parental Leave Program
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‘ water 1s

Agenda

Team Members

1.Importance of Parental Leave
2.What is Parental Leave

3.DC Paid Leave Act
4.Difference Between Benefits
5.Benefit Comparison
6.Eligibility

7.Application Process
8.Decision Process

9.Financial Impact

10.Next Steps

11.Q&A

13
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Parental Leave Team

People & Talent Finance General Counsel
> Keith Lindsey > Matthew Brown  »Gregory Hope
» George Spears > Lola Oyeyemi

» Dianna Kenney » Cassandra Redd

> Ronald Lewis » Marvin Jones
> Kenya Zeigler » Pade

> Pamela Austin Zuokemefa

14
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W h t h . . . t t

» Aligns with our People, Place, and Pay cultural element
» Keeps DC Water Competitive

» Other Employers are offering this benefit

» Supports work life balance

» Contributes to keeping DC Water an employer of
choice

15
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dC ‘ water is life
[ )
What is Parental Leave

» Allows employees to bond with a new
child

> |t may be taken up to 8 weeks

> It may be taken continuously or = &
intermittently

» Paid for by DC Water

16
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'he DC Paid L Act

» Beginning July 15t 2020 DC Government is
implementing 8 weeks of paid Parental Leave
benefits for private employers supported by an
additional tax.

> The maximum weekly benefit will be $1,000.

» DC Water is excluded from the DC Government Paid
Leave Act as explained in the legal opinion provided
by “lus Laboris USA Global HR Lawyers, Ford
Harrison”

17
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dC‘ water is life

Differences between Benefits

8 weeks-child

6 weeks-normal

bonding 16 weeks delivery
Duration 8 weeks < weeks: Sl UnpalFI 8 weeks 8 weeks-
medical May use sick or
Caesarean
2 weeks- annual leave
personal illness
Maximum SIZENES (i Ve Soéa(;; 6(::\/) o
Amount Current Salary sick and or Current Salary pay
$1,000/ week depending on
Annual leave :
election
g;:st LR Employer Employer Employer Employer Employee
Coverage Income Income Job protection Income replacement Income
replacement for replacement for | for a medical for a medical replacement for
child birth, a medical leave for self and | condition for self and | a medical
adoption condition for family, child family, child birth, condition

self and family,
child birth,
adoption

birth, adoption

18

adoption
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dC‘ water is life

Benefit Comparison




‘ water 1

Eligibility
» DC Water eligible employees
» Employed at least 12 months

» Must qualify for Family Medical Leave Act (FMLA) having
worked at least 1,000 hours within the past 12 months

» Must experience one of the following events:
» Childbirth
» Adoption

» Permanent placement of a child 9

20
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‘ water 1s

Application Process

> Apply for FMLA with Cigna
» Website: (www.cigna.com)
» Phone: (800) 362-4462

» Provide supporting documentation

» Communicate with direct supervisor/manager to inform:
> Intent to use parental leave benefit
> Estimated additional time taken
» Request for parental leave code to be used

10

21


http://www.cigna.com/

Human Resources and Labor Relations Committee - 4. Parental Leave - Ron Lewis, Manager Benefits
D 1 1 P

» Employees and Managers will receive approval/disapproval
notification from Cigna

» Managers/supervisors will enter Parental Leave payroll
code into Dayforce

> Leave approved by Cigna will be monitored by
Compliance.

11

22
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dC‘ water is life

Financial Impact
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Next Steps

» Finalize Parental Leave > Add the Parental
Policy and obtain CEO Leave Program to
approval ‘j\ 00 Pipeline

» Amend personnel R Nec » Communicate

‘.' Steps?

regulations to include " Parental Leave

new leave category > Program to
» Obtain Board approval employees

13
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