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OLIVENHAIN

Municipal Water District

Memo

To: Board of Directors
From: Stephanie Kaufmann, Executive Secretary
Via: Kimberly A. Thorner, General Manager

Subject: BOARD MEETING MINUTES

Draft minutes of the most recently held Board of Directors meeting will be
provided separately. Following board approval, the minutes will be posted
on OMWD's website.
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EMPLOYMENT PRACTICES BEST PRACTICES

Loss Reduction Focus Best Practices Menu

Up-to-date handbook/MOU

Up-to-date job descriptions

Appropriate Documentation . .
Regular performance appraisals are given

Management procedures and policies are in place

Uniform hiring process
Pre-employment physicals on all hires
Effective Hiring Post-hiring process followed for all new staff

Background checks on all new hires

Agency supports Leadership Training

Supervisor specific training
Promoting Staff

Development Regular performance feedback

Ooo0oooooo]oodgd

Agency conducts Succession Planning

Designated and trained Human Resources staff

Utilizing Professional Labor-specific counsel utilized

Resources Involvement in HR professional organization(s)

O 0O 0O O

JPIA resources utilized

Regular staff communication
Routine management meetings
Effective Communication Open door policy

Internal complaint procedure

OO0 O O O

Collaborative problem solving




EMPLOYMENT PRACTICES BEST PRACTICES

APPROPRIATE DOCUMENTATION

e Up-To-Date Handbook

The handbook contains information about agency policies and procedures. It
should be developed and updated annually with the help of labor counsel. The key elements
of a handbook are mission statement(s), introduction to employment, payroll administration,
employee benefits, employee relations, safety, discrimination and harassment prevention,
reporting, professional conduct, expense guidelines, office protocols, separation of
employment, memorandum of understanding, and at-will language (if appropriate). The
handbook is the final “say” when questions arise in the workplace. The handbook should be
reviewed with employees on an annual basis and a signature page should be collected from
each employee following the review.

e Up-To-Date Job Descriptions

A job description is developed for each position within the organization with
input from employees. The purpose of the job description is to advise current and prospective
employees as to what is expected in each job and to serve as a guideline for the delivery of
quality service. It is also the foundational document to determine pre-employment
requirements and is used as the basis for interactive discussions regarding job
accommodation. The key elements of the job description are a definition/summary of the
position, essential job functions, other duties, job standards/specifications, typical physical
duties, environmental factors, desirable qualifications, license and/or certificate requirements,
and a signature line. The job descriptions should be reviewed with employees and revised
annually to reflect current job specifications.

¢ Regular Performance Appraisals are Given

Performance appraisals developed in alignment with job descriptions for all
positions. When an employee is new to the position, the initial appraisal sets goals for the
next 30, 60, and 90 days. The annual appraisal sets goals for the next year and reviews the
progress in the achievement of goals and objectives for the past year. The mid-term appraisal
is six months after the annual appraisal and is used to check the progress of achievement of
goals and objectives, provide additional resources, and make course corrections. The
feedback given is candid, honest, and with a true interest in the individual's success. The
appraisal process includes the employee’s acknowledgment on a signature page.

e Management Procedures and Policies in Place
The purpose of human resource procedures and policies are to serve the

organization, protect employees, and develop trustworthyrelationships between management
and staff. Some key elements of human resource procedures and policies are employee
orientation to the organization, drug and alcohol policy, outside relations/media policy, injury
and iliness prevention program, return to work program, electronic equipment usage and
communication policy, sexual harassment prevention policy, procedures, and training,
workplace violence policy, and interactive process/ADA policy.

Models of a handbook, various policies, procedures, sample job descriptions, and forms can be
found on the ACWA JPIA’s website https://www.acwajpia.com/human- resources/.



https://www.acwajpia.com/human-%20resources/

EFFECTIVE HIRING

¢ Uniform Hiring Process

As an “employer of choice” (a desirable place to work), a plan and budget must
be set to attract the best-qualified applicants with the understanding that the process will take
an investment of time. The beginning of the plan is updating or developing an ADA-compliant
job description outlining the candidate to be hired. The JPIA’s Job Description Manual has
complete details on the process including models for over 70 water agency positions. An
enticing, non-discriminatory ad is placed on appropriate websites to attract a diversity of
candidates. Resume review criteria are set for evaluators, ADA-compliant applications
required, and job-related testing for all positions conducted. The structured interview process
and questions are developed based on the job description including situational and
behavioral questions. Rating criteria are set in advance and reviewed to determine
appropriate selections. A willingness exists to start over if the right candidate is not found.

o Pre-Employment Physicals on All Hires
Background checks are conducted for the selected candidate. Use of outside
vendors for DMV, criminal, social security match, credit (when appropriate), etc. In-house
staff (HR) or vendor contacts previous supervisors/employers (not references supplied) to
obtain previous job history and performance. A consistent form or checklist is used. Pre-
employment physicals are conducted on all candidates offered a position; only safety-
sensitive positions require drug testing.

o Post-Hiring Process Followed for All New Staff

Upon hire, a formal onboarding process is conducted to welcome new
employees. Included are reviewing policies, procedures, and safety information, introduction
to staff, explanation of necessary paperwork, and the new employee is allowed to ask
questions. Managers determine training schedules and goals for 30, 60, and 90 days forward.
Appointments are made to meet department managers and key staff to provide an overview
of the organization. A hiring checklist is utilized to comply with the necessary requirements (l-
9, DE-34, W-4, etc.). The Manager checks in weekly with new staff, formal follow-up
discussions every 30 days.

Models of hiring procedures and checklists, along with sample job descriptions and forms can be
found on the ACWA JPIA’s website https://www.acwajpia.com/human- resources/

PROMOTING STAFF DEVELOPMENT

e Organization Aligned to Support Staff Development

Senior management supports staff development as evident in allowing time
to attend classes, conferences, webinars, etc.; senior management is role model by
pursuing professional development themselves; staff development is stressed and
permeates the culture of the organization which results in staff feeling valued and leads to
better overall relationships, attitude, and engagement. Further training and additional
alternatives are considered before a decision to terminate an employee based on
performance.


https://www.acwajpia.com/human-resources/
https://www.acwajpia.com/human-resources/

e Agency Supports Leadership Training

Senior management supports staff development as evident in allowing time
to attend classes, conferences, webinars, etc., senior management is the role model by
pursuing professional development themselves, staff development is stressed and
permeates the culture of the organization which results in staff feeling valued and leads to
better overall relationships, attitude, and engagement. Further training and additional
alternatives are considered before a decision to terminate an employee based on
performance.

e Supervisor Specific Training
Critical supervisor skills are present in all supervisors hired
(communication, feedback, objectivity, invested in goals of the organization); supervisors
not promoted from line staff position just because that job is well done; recognition that
role of a supervisor requires additional/different skills for which specific training is
provided.

o New supervisors are given basic training (laws, agency policies, dealing with
staff, giving feedback).

o Annual training to update all supervisors on laws, techniques, etc.

o Supervisors trained on coaching and giving feedback (experienced managers
train others).

o Enrollment/completion in the JPIA’s Professional Development Program —
Supervisor Basics.

o Utilize JPIA Lending Library to provide specific training needs.

o Supervisors are required to discuss performance issues/actions with manager
and HR prior to and following a conversation with the employee.

¢ Regular Performance Feedback

o Annual performance appraisals (with quarterly check-in).

o Supervisors are confident in addressing performance issues, support with regular
role plays, practice, coaching.

o Supervisors provide regular positive feedback to all staff.

o Supervisors are held accountable to meet with each staff person at least bi-
monthly for check-in.

o Supervisors are held accountable to solve employee performance issues.

o Regular staff meetings are held to acknowledge team performance and share
challenges.

Models of a handbook, various policies, procedures, sample performance appraisals, and forms
can be found on the ACWA JPIA’s website https://www.acwajpia.com/human- resources/. Also,
information on JPIA Professional Certifications is available at https://www.acwajpia.com/training-2/.



https://www.acwajpia.com/human-resources/
https://www.acwajpia.com/human-resources/
https://www.acwajpia.com/training-2/

UTILIZING PROFESSIONAL RESOURCES

Designated and Trained Human Resources Staff

There is a designated employee who is responsible for all Human Resource
(HR) related tasks and identified as such throughout the organization. The HR designee
has a professional certification through a national organization or local college. Examples
are SHRM (Society for Human Resource Management): PHR (Professional in Human
Resources), SPHR (Senior Professional in Human Resources), and CA (California
specific). IPMA (International Public Management Association, all public entity): IPMA-HR
(certified professional). HR specific training is current and ongoing.

Labor Specific Counsel Utilized
Member has contact information and utilizes the services of an attorney or
law firm that has a practice focused on Labor and Employment Law. It is recommended

that the attorney or firm be a member of the California State Bar Labor and Employment
Section.

Involvement in Professional Human Resources Organization(s)
Human Resource designee has or is in the process of obtaining the ACWA
JPIA Human Resource Certification, which is specific to water agencies. In addition, the
HR responsible employee belongs to professional and/or local organizations dedicated to
providing ongoing HR training and updates and subscribes to HR-specific publications
that provide regular guidance and updates.

JPIA Resources Utilized
The designee is familiar with the JPIA Employment Hotline. The designee
participates in local HR training provided by the JPIA or other organizations.

Information on JPIA Professional Certifications is available at www.acwajpia.com/Training.aspx.
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EFFECTIVE COMMUNICATION

Regular Staff Communication
Communication with staff at all levels is imperative to accomplishment of
the organization’s goals and objectives. A few examples of effective communication
mechanisms are tailgate meetings, major project kickoff meetings, luncheon briefings on
current topic or issue, monthly all staff question and answer meeting, employee newsletter
and virtual briefings as needed.

Routine Management Meetings
Routine management meetings with staff are used to determine the status
of projects, whether additional resources are needed to complete the project, providing
feedback to project members, administering course correction, and obtaining information
to report to senior management.

Open Door Policy

Regular practice of communication policy in which management leaves their
door “open” to encourage openness and transparency with employees of the agency. The
key components of an open-door policy are that it fosters discussion between employees
of all levels, encourages employees to ask questions and make suggestions for
development, and addresses problems or concerns. It is included in the handbook,
stressed at all levels through meetings and one-on-one, understood and modeled by all
managers/supervisors, and is an expectation of all supervisors.

Internal Complaint Procedure
The development of an internal complaint procedure is necessary to resolve
issues between members of an organization. It can be a formal and/or informal procedure
that includes a method to report issues, documentation requirements, consideration of
evidence, and possible outcomes — counseling, formal apology, dismissal, etc.

Collaborative Problem Solving
The process requires sharing perspectives, defining issues, identifying
interests, and generating options, develop a fair standard or objective criteria to decide a
win-win, an expectation of all employees is listed in the handbook, tools are provided,
training to encourage problem solving for staff, supervisors are trained on facilitating the
problem-solving process between two employees.
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ERGONOMICS/FALLS PROGRAM BEST PRACTICES

Loss Reduction Focus Best Practices Menu

Ergonomic Program

O 0Oo0d oo

(Ergonomics)

Written program with periodic review
Included in new employee orientation (NEO)

Office/field evaluations

Evaluations performed internally

Responsible person identified

Ergonomic Training

I I R B

Provided to all employees and on-going
Provided during new employee orientation (NEO)
Provided to temporary workers

In-house trainer(s)

VectorSolutions usage

Ergonomic Operations
Equipment*

O 0Ooo0oodod

Tools, equipment, and resources obtained
Quantity and availability
Mechanical assistance

Workstations

Personal protective equipment (PPE)

H.R. LaBounty Safety Award participation
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ERGONOMICS/FALLS PROGRAM BEST PRACTICES
(Ergonomics)

ERGONOMIC PROGRAM

Written Ergonomic Program
A written Ergonomic Program should be established addressing the goals of
ergonomic risk reduction and the responsibilities of management and employees. Ergonomic
Program elements could include the following guidance:

The purpose of an ergonomics program is to apply ergonomic principles to the workplace; to
reduce the number and severity of musculoskeletal disorders (MSDs), decrease workers’
compensation claims, and where possible, increase productivity, quality, and efficiency. An
ergonomically sound work environment maximizes employee comfort while minimizing the risk
of undue physical stress.

MSDs are also known by several other names including:

e CTDs (cumulative trauma disorders)

e RSIs (repetitive stress or repetitive strain injuries)
e RMIs (repetitive motion injuries)

e Overuse syndrome

A proactive approach focuses on making changes when risks have already been identified, as
well as incorporating ergonomics into the design phase of a new facility or process, purchasing
new equipment or tools, and contemplation of scheduling changes. Every employer should
implement a program that includes the following components:

Management Leadership - Management is committed to the ergonomics process. Management
supports the efforts of the Ergonomics Program Coordinator and the Ergonomics Committee, by
pledging financial and philosophical support for the identification and control of ergonomic risk factors.
Management will support an effective MSD reporting system and will respond promptly to reports.
Management will regularly communicate with employees about the program.

Employee Participation - Employees will be solicited for their input and assistance with identifying
ergonomic risk factors, worksite evaluations, development, and implementation of controls, and
training.

Identification of Problem Jobs - Collecting data that identify injury and iliness trends is called
surveillance. Surveillance can be either passive or active. Conducting a records review is an example
of passive surveillance, which looks at existing data such as Cal/OSHA logs, workers’ compensation
claims, trips to the medical facility, and absentee records. Active surveillance uses observations,
interviews, surveys, questionnaires, checklists, and formal worksite evaluation tools, to identify specific
high-risk activities. An employer should use both passive and active surveillance to identify problem
jobs.

Included in New Employee Orientation (NEO)

A written Ergonomic Program should be reviewed with new hires during the
NEO.
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e Office/Field Evaluations
Both office and field activities should be evaluated to determine ways the
factors that contribute to musculoskeletal pain and injuries (awkward posture, forceful
exertion, pressure points, repetitive motion, and falls) can be reduced or eliminated.
Actions should be taken or planned that address problematic conditions and actions
discovered during evaluations.

e Evaluations Performed Internally

Since work conditions may change at any time based on job requirements
or changing physical conditions of the workplace or personnel, basic ergonomic
evaluations of office and field activities should be accomplished primarily by agency
supervisory staff as required by the Ergonomic Program. Reliance on outside sources for
ergonomic evaluations should be secondary to the day-to-day supervisory responsibility of
overseeing that element of personnel actions and ensuring the existence of a safe work
environment.

e Responsible Person Identified
Senior management should authorize a “responsible person” to ensure the
agency’s Ergonomic Program is understood by all personnel and implemented.

ERGONOMIC TRAINING

e Provided To All Employees and Is On-Going
All agency employees should be trained on the purpose of the Ergonomic
Program and should understand the factors contributing to ergonomic injuries and the
actions that can mitigate or eliminate those factors. Ergonomic training should occur
periodically. At least every three years is suggested.

e Provided During New Employee Orientation (NEO)
New employees should be trained on the purpose of the Ergonomic
Program and should understand the factors contributing to ergonomic injuries and the
actions that can mitigate or eliminate those factors. Training should occur within the first 2-
3 weeks of employment. Classroom or online training can be employed. The goal should
be to, at the beginning of employment, impress upon the new employee the agency’s
commitment to preventing ergonomic-related injuries.

e Provided to Temporary Workers and Volunteers
Temporary workers and volunteers should be trained on the purpose of the
agency’s Ergonomic Program and should understand the factors contributing to ergonomic
injuries and the actions that can mitigate or eliminate those factors. Training should occur
within the first 2-3 weeks of employment. Classroom or online training can be employed.
The goal should be to, at the beginning of employment, impress upon the new employee
the agency’s commitment to preventing ergonomic-related injuries.
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¢ In-House Trainers(s)

Since the makeup of the workforce may change at any time based on job
requirements or changing physical conditions of the workplace or personnel, basic
ergonomic evaluations of office and field activities should be accomplished primarily by
agency supervisory staff as required by the Ergonomic Program. Reliance on outside
sources for ergonomic evaluations should be secondary to the day-to-day supervisory
responsibility of overseeing that element of personnel actions and ensuring the existence of
a safe work environment.

e VectorSolutions Usage
The online ergonomic training provided by VectorSolutions provides an
opportunity for agency personnel to learn about and review ways to reduce or eliminate the
musculoskeletal pain associated with the job tasks they perform. The advantage of this form
of training is that educational opportunities can match the availability of agency personnel.

ERGONOMIC OPERATIONS EQUIPMENT

e Tools, Equipment, and Resources Obtained
Engineering controls are the preferred method of controlling ergonomic stresses
since the primary focus of ergonomic hazard abatement is to make the job fit the person, not
force the person to fit the job.

o Tasks performed by the employee in the performance of his/her responsibilities shall be
designed to prevent extreme postures, repetitive motion, excessive force, and static
work.

o Tools used in the performance of assigned tasks shall be designed to prevent or reduce
chronic muscle contraction, awkward finger, hand, and arm positions, repetitive forceful
motions, vibration, and excessive gripping, pinching, or pressing with the hand and
fingers.

¢ Quantity and Availability
A suitable quantity of serviceable ergonomic tools and equipment is available to
ensure worker exposure to potential ergonomic injury is not increased. Workers are afforded
time to bring the equipment to job sites and not perform operations if agency-owned/leased
equipment is being utilized elsewhere. Whenever possible, ergonomic equipment availability is
a consideration for scheduling operations and maintenance jobs.

e Mechanical Assistance
Mechanical lifting devices (e.g., cranes, lifts, hoists, etc.) are provided where
practical to eliminate injuries from strains and overexertion. Portable equipment is installed with
casters and lift points to ease movement.
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Workstations

A workstation outfitted with the proper furniture and equipment can lead to a
more comfortable and safer work environment. Ergonomic injuries occur at workstations due to
reaching, bending, awkward postures, and applying pressure or force. If workstations are
designed properly, most ergonomic hazards can be reduced if not eliminated.

o Workstations are designed to accommodate the person who works at a given station
and not for an average or typical employee.

o Workstations are designed so the station can be adjusted easily to accommodate the
employee assigned to the station, and the equipment used at the station shall be
designed for that purpose.

o The workstation is sized to allow for the full range of movements required to perform
assigned tasks.

Personal Protective Equipment (PPE)

PPE should be used as the principal means of control only as a last resort when
neither engineering nor administrative controls are possible, or in the event of emergencies. It
is considered the least effective form of control. PPE does not eliminate the hazard or reduce
the time of exposure. PPE simply reduces the amount of hazardous exposure by placing a
barrier between the hazard and the worker. PPE should be selected with ergonomic stressors
in mind. It should not contribute to extreme postures and excessive forces. PPE such as
vibration attenuating gloves, knee pads, floor padding, clothing, or equipment designed for the
intended purpose should be provided, as warranted. Employees using PPE should be first
trained in the equipment’s use and care. Note: Braces, splints, and back belts are not
considered personal protective equipment and when used, shall be at the direction and under
the supervision of the employee’s treating physician.
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ERGONOMICS/FALLS PROGRAM BEST PRACTICES
(Falls)

Loss Reduction Focus Best Practices Menu

Housekeeping

Work area debris management

Work Environment Worksite access

O 0O O O

Lighting

Footwear/boots
Guardrails/walkways

Fall Protection Fall prevention/arrest systems

Personal Protective

Equipment (PPE) Ladders/stairs/ramps

Climbing systems

O 0Oo0ooo0ood

Maintenance and storage

O

Training for all personnel

Fall Protection Training 0 PPE maintenance and inspection training

O

VectorSolutions usage




ERGONOMICS/FALLS PROGRAM BEST PRACTICES
(Falls)

WORK ENVIRONMENT

Housekeeping

One finds that many of the tasks are repetitive such as buffing, vacuuming,
emptying garbage, tidying, dusting, and sweeping floors. People carry or move trash and
debris every day. It is easy to see that many of the injury types are directly related to the
tasks performed in housekeeping operations.

Ergonomics is the practice of designing equipment and work tasks to conform to the
capability of the worker. It provides a means for adjusting the work environment and work
practices to prevent injuries before they occur. The goal of ergonomics is to fit the work to
the worker.

Effective ergonomic design provides workstations, tools, and equipment that is
comfortable and efficient for the worker to use. It also creates healthy work environments,
and it reorganizes the work process to control or eliminate hazards.

Work Area Debris Management
The primary goal of the worksite evaluation is to ensure a safe and healthy
work environment by identifying and evaluating potential hazards. Routine site safety and
health inspections are designed to catch missed debris hazards. Inspections should be
done at regular intervals, every week. In addition, procedures should be established that
provides a daily inspection of the work area.

Worksite Access

Site access inspections should be used to improve hazard prevention as
follows:

o Inspections should cover every part of the worksite

o They should be done at regular intervals

o In-house inspectors should be trained to recognize and control hazards
o ldentified hazards should be tracked for correction

You can use checklists already developed or make your own based on the following:

o Past problems

o Standards that apply to your industry

o Input from everyone involved

o Agency safety practices or rules
Lighting

Common office lighting can often create a great deal of eyestrain by making
your computer monitor difficult to see. Adjust your shades or lights as much as you can to
reduce glare and position your monitor at such an angle that reflection is reduced. It can be
helpful to keep overhead lights dimmed and use a desk lamp for close work.
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FALL PROTECTION PERSONAL PROTECTIVE EQUIPMENT (PPE)

e Footwear/Boots

O O O O

Only approved footwear shall be worn. (CCR 8: Section 3285)

Footwear should be maintained in good condition and replaced as needed.
Footwear should be slip-resistant and oil resistant.

Footwear should have steel or composite toes when working near equipment or
heavy loads to prevent crushing.

A boot replacement program should be in place to assist employees in purchasing
costs.

e Guardrails/Walkways

O

Open elevated platforms above 30 inches shall be protected by guardrails on all
sides. (CCR 8: 3210)

Temporary and permanent guardrails construction shall meet Cal/lOSHA standards.
(CCR 8: Sections 1620,1621 3209, and 3210)

e Fall Protection/Arrest systems

O

When guardrails are not present, fall restraints or arrest systems shall be used to
prevent falls when working above 7 1/2-foot elevations. (CCR 8: Section 1670)
Equipment shall be inspected before use and by a competent person at least
annually, and at other periods recommended by the manufacturer and documented.
Damaged equipment shall be removed from service.

Employees shall be trained in the use, maintenance, and inspection of the
equipment.

Body belts may not be used except as a positioning device.

A fall rescue plan should be in place.

o Ladders/Stairs/Ramps

O

o

O O O O

Portable ladders shall meet Cal/OSHA standards. (CCR 8: Section 3276)

Fixed ladders, cages, and platforms shall meet Cal/OSHA standards.

(CCR 8: Section 3277)

Ladders should be inspected daily by a competent person and documented.
Ladders shall be used in an approved manner. (CCR 8: Sections 3276 (e) (15),
and 3278)

Damaged/unsafe ladders should be repaired or removed from service.

Only appropriate ladders shall be used for the job.

Training shall be provided in ladder use and safety and documented.

Ramps should meet specifications set forth in Cal/OSHA standards. (CCR 8:
Sections 3232 and 3233)

Stairs should meet specifications set forth in Cal/OSHA standards. (CCR 8: Section
3234)

Stair rails should meet specifications set forth in Cal/OSHA standards. (CCR 8:
Section 3214)
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¢ Climbing Systems

o Ladder Safety Systems(fall protection) may be used on tower, water tank, and
chimney ladders over 20 feet in unbroken length in lieu of cage protection. No
landing platform shall be required.

o All ladder safety systems shall meet the design requirements of the ladders
which they serve. (CCR 8: Subsection c)

o Training shall be provided in use and safety of such devices and documented.

e Maintenance and Storage

o Equipment shall be maintained in a safe condition and stored per manufacturer
recommendations and readily accessible by authorized persons.

o Equipment shall be stored so it will be protected from sunlight and other
damage.

FALL PROTECTION TRAINING

e Training For All Personnel
Falls can be prevented when employees understand the proper setup and
safe use of equipment. Employers must train workers in hazard recognition and the care
and safe use of equipment such as ladders, scaffolds, and fall protection systems.

e Ladder Safety: Employees must be trained to properly use a ladder including the following safety
measures:

Maintain three points of contact

Place the ladder on level footing

Always face the ladder

Secure the ladder by locking the metal braces at the center of the ladder
Do not overreach

Do not walk the ladder

o O O O O O

e Scaffold Safety: Employees must be trained to safely set up and use scaffolds:

o During setup: fully plank scaffolds, complete all guardrails, ensure stable footing, and
plumb and level

Ensure proper access to scaffolds

A competent person must inspect the scaffold before use

Do not climb over cross braces

Do not stand on guardrails

Do not use a ladder on a scaffold

0 O O O O



Roof Safety: Employees must be trained to avoid fall hazards on a roof and properly use fall
protection equipment:

Make sure your harness fits and is not defective when using PFAS
Always stay connected/tie off

Ensure that all anchor points are safe

Protect all holes, openings, and skylights

Do not sit or walk on skylights or other opening

O O O O O

PPE Maintenance and Inspection Training
Worker trauma from falls from elevated work surfaces can be minimized
by the proper selection and use of personal fall protection systems. To provide effective
protection, these systems must be properly maintained and inspected.

Maintenance of Fall Equipment: Basic care of all safety equipment will prolong the durable
life of the unit and will contribute toward the performance of its vital safety function. Proper
storage and maintenance after use are as important as cleaning the equipment of dirt,
corrosives, or contaminants. Storage areas should be clean, dry, and free of exposure to
fumes or corrosive elements.

Inspection of Fall Equipment. All fall protection and work positioning equipment must be
inspected before use each day and cannot be used if any defects are present. The best
practice is to inspect the equipment before each use, rather than only once daily. Inspections
include visual examination of harnesses, lifelines and lanyards, snap hooks and D-rings, and
rescue equipment. Deficient equipment should be tagged, removed from service, and
replaced or properly destroyed to prevent further use.

VectorSolutions Usage
VectorSolutions is an online resource offered to JPIA member agencies
as part of their coverage. This resource offers a means to provide a wide variety of
training courses to accommodate new employees, staff that cannot attend classroom
training, and on-demand refresher training. The following modules are suggested for
addressing fall protection awareness.

o Water Industry Slips, Trips, and Falls Prevention
o Water Industry Fall Protection
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ERGONOMICS/FALLS/CLAIMS PROGRAM BEST PRACTICES

Loss Reduction Focus

Claims Reporting

O 0O o0 O

(Claims)

Best Practices Menu
Written procedures
Primary and backup responsible persons
Timely reporting to JPIA
Staff, NEO, training

Job Descriptions

O

Physical requirements are identified and
updated periodically.

1 Pre-employment post-offer physicals

[1 Considered in Return-To-Work Program

Return To Work Program
(RTWP)

O 0O o od

Formal program with periodic review
Return-to-work team
Fit-for-duty exams (not for WC claims)

Temporary duty focus
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ERGONOMICS/FALLS PROGRAM BEST PRACTICES
(Claims)

CLAIMS REPORTING

e Written Procedures
To ensure loss claims are reported in a manner that facilitates prompt and
accurate claims management and injury/illness care, written procedures should be
developed and made available describing how to report claims to the JPIA or other claims

administrators. At a minimum, the following should be identified in the reporting procedures:

o Who is authorized to report a claim to the JPIA or other claims administrator

o Who is responsible for identifying a claim to the agency’s authorized claims reporter

o The contact information for the administrating agency (name, phone number, email,
etc.)

o The forms to be used to document and report a claim

o The primary and secondary methods of reporting (telephonic, fax, email, etc.)

o Time requirements for reporting claims

e Primary and Back-Up Responsible Persons
To avoid late claims reporting, primary and secondary (backup) personnel
should be trained in reporting requirements and assigned the duties of reporting claims for
the agency. At least one of the assigned reporting personnel should be present at the
agency during business hours to report claims. After-hour duty reporting procedures should
also be established.

e Timely Reporting to JPIA
To ensure claims can be acted upon as quickly as possible, and within the
reporting timeframe established by law or regulation, reporting timeframes must be
identified and understood by authorized claims reporters and supervisors.

e Staff and NEO Training
For the agency’s claims reporting to be effective; claims reporting personnel,
supervisors, and employees must be trained in the reporting procedures and the
responsibilities each has according to those procedures. Claims reporting procedures
training should be included in new employee orientation (NEO).

JOB DESCRIPTIONS

e Physical Requirements Identified and Updated Periodically
The physical requirements of the job including carrying or lifting
requirements should be included in the job description. A best practice is carrying or lifting
up to 50 pounds. Job descriptions should be reviewed periodically to ensure job functions
and physical requirements are up to date. Job descriptions that include the physical
requirements provide physicians the information needed when conducting pre-
employment physical and fit-for-duty examinations.

48



o Pre-Employment Post-Offer Physicals
Pre-employment post-offer physicals should be conducted for all potential
employees using job descriptions indicating the functional and physical requirements of
the job.

e Considered in RTWP
Job descriptions indicating the functional and physical requirements should
be considered in a Return-To-Work Program (RTWP) when determining the availability of
transitional duty jobs for personnel with temporary performance-limiting injuries or
illnesses.

RETURN TO WORK PROGRAM (RTWP)

e Formal Program with Periodic Review
A formal RTWP should be established to provide, whenever possible,

employees with performance-limiting injuries or illnesses the opportunity to be productive
and heal faster. A RTWP accommodates temporary work restrictions and should typically
not exceed 90 calendar days. If an injured worker will not reach full duty within 90 days, an
agency’s Human Resources staff should contact the JPIA’s Workers’ Compensation Claims
Examiner to discuss an alternative plan of action or other worker accommodations. The
agency’s RTWP should be explained to all personnel. The structure and procedures of the
RTWP should be reviewed periodically. The purpose and value of the RTWP to employees
and the agency should be reviewed with all personnel periodically.

o A Supervisor’s Guide to Managing Ill and Injured Employees in the Workplace
(online training) should be mandatory reading for all managers and supervisors.

e Return-To-Work Team
As part of the RTWP, a Return-to-Work Team should be established to
consider developing and offering a transitional duty (limited duty) position to personnel with
temporary performance-limiting injuries or illnesses. The team should consist of supervisory
staff knowledgeable of agency job descriptions and RTWP procedures and authorized to
offer transitional duty to personnel with temporary performance-limiting injuries or illnesses
when deemed practical.

e Fit-For-Duty Exams (Not for WC Claims)

Fit-for-duty exams should not be provided for personnel having work
limitations resulting from work-related injuries or ilinesses since the Workers’ Compensation
Program will evaluate the capability of such individuals. Fit-for-duty can, however, be used
at the discretion of the agency to determine the potential for transitional duty to be offered
to an employee with temporary non-work related and injury or illness limitations.

e Temporary Duty Focus
The focus of the RTWP should be on offering temporary transitional duty
to personnel with temporary (not permanent) physical work limitations. Transitional duty
should not become a long-term accommodation for a physical limitation. Transitional duty
job descriptions should be reviewed and modified as the injured/ill employee’s condition
improves.
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ACWA JPIA

Commitment to Excellence Program
(C2E) Best Practices
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WILDFIRE PREVENTION BEST PRACTICES

Loss Reduction Focus

Planning, Coordination, and
Communication

Best Practices Menu

Develop an emergency Wildfire Emergency
Response Plan (ERP).

Per SB 901 definition, establish and maintain
current Wildfire Mitigation Plans, if required.

Identify major water connections, interties, and
priority water customers to minimize loss of
water supply, quality, and/or system pressure.

Maintain emergency preparedness/response
equipment, communications, and supplies
including shelter-in-place is available for
employees.

Participate in Mutual Aid groups such as the
state’s Water/Wastewater Agency Response
Network (WARN) or local/regional agency
response network.

Identify essential personnel and emergency
response team members who are provided with
ID/access credentials.

Practice Incident Command System (ICS)
activation of utility Emergency Operations Center
(EOC).

Ensure a representative of the utility to the
local/region Incident Command Post or EOC.

Periodically test emergency communications
plans and equipment.

Staff Training

Conduct training, briefing, and exercises for
wildfire preparedness, response, and recovery
procedures, including SEMS/NIMS training.

Ensure essential personnel and emergency
response team members are trained to perform
critical duties and complete the appropriate
SEMS/NIMS courses.

Maintain copies of staff SEM/NIMS training
records.
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WILDFIRE PREVENTION BEST PRACTICES

Facility Protection and
Readiness

[] Create a zone of defensible space around sites,
wellheads, structures, etc.

[1 Determine if emergency generators are needed to
power facilities. Confirm and document generator
connection type, capacity load, and fuel consumption.

] Ensure generators, backup equipment, and facility
systems are in working order.

[1 Be aware of Public Safety Power Shutoff (PSPS)
guidelines for a planned or emergency power outage for
a long duration and a wide expanse. Establish
procedures to be notified and have contact with the
electric provider for power outage duration estimates.

Response and Recovery

1 Maintain and inventory extra equipment and supplies to
shelter-in-place. Ensure proper safety gear is available
for field employees.

[] Activate communication procedures with essential and
non-essential personnel and ratepayer/public as to work,
operational status, and water quality.

[] Once the wildfire is contained, inspect the system for
damage and operational status. Document all damage
assessments to start an insurance claim and/or FEMA
reimbursement process.

[1 Develop an after-action/corrective action report. Adjust
the budget or set aside funding for future emergencies.
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WILDFIRE PREVENTION BEST PRACTICES

e Planning, Coordination, and Communication
Review and update members’ emergency Wildfire Emergency Response Plan (ERP), including
contingency plans for maintaining system operations.

Disasters/emergencies that are likely to occur in the water system’s service
area should be addressed, including but not limited to wildfires, earthquakes, water outages
due to loss of power, localized flooding, water contamination, and acts of sabotage. A
wildfire is any instance of uncontrolled burning in grasslands, brush, woodlands, or urban
interface. Wildfires can be caused by lightning, human carelessness, or arson. Wildfires
often begin unnoticed, spread quickly, and present a direct risk to property and
infrastructure, in addition to potential degradation of the water supply. Specific impacts to
drinking water and wastewater utilities may include infrastructure damage to the facility or
distribution system due to proximity to the fire or firefighting activities.

e For agencies that meet the SB 901 definition, establish, and maintain current Wildfire
Mitigation Plans assessing their level of wildfire risk and providing plans for wildfire risk
reduction.

With SB 901, California has taken a comprehensive approach to mitigate and
create greater resilience against wildfire risks. A key element of SB 901 is in the provisions
of the California Public Utilities Code (PUC) Section 8386, which requires electric utilities to
develop annual wildfire mitigation plans (WMPs) to prevent, combat, and respond to
wildfires within their service territories. Under PUC 8386(c), utilities must include in their
WMPs statutorily prescribed content addressing a list of specific issues.

¢ Identify major water connections, interties, and priority water customers to minimize loss of
water supply, quality, and/or system pressure, especially related to fire protection and
firefighting efforts.

Identify priority water customers (e.g., hospitals), obtain their emergency
contact information, map their locations, and develop a plan to restore those customers
first, in case of water service disruptions. Staff will, as quickly and safely as possible,
determine the status of operations, assess damage to water system facilities, provide
logistics for emergency repairs, and monitor the progress of repairs and restoration efforts.
Prepare the customer service personnel to receive incoming calls from customers during an
emergency to have information readily available to provide helpful guidance.

Consider how or where to move water with no power. Prioritize facilities. Locate and
exercise valves so they may be used when called upon. Locate single points of failure and
determine how to mitigate such vulnerabilities.

Prioritize sources, treatment, facilities, resources, and essential functions under the
conditions of extended power outages and wildfires. Establish critical personnel shift
schedules so they can be implemented when needed.



Maintain emergency preparedness/response equipment, communications and supplies
including shelter-in-place is available for employees.

Necessary supplies and safety gear should be stocked before an
emergency event. These supplies will allow staff to focus on necessary tasks to maintain
and operate critical assets. It may be necessary in an emergency that staff shelter in
place. After an event, it will be difficult to get necessary supplies, stocking these supplies
allows time for an EOC to be activated and respond to operational needs. It should be
determined in an emergency response plan what supplies will be needed for critical
activities. Some supplies may have an expiration date and need to be replaced at
appropriate times. It is important to establish an inspection procedure to ensure that no
supplies reach their expiration date. Common supplies are water, food, battery-powered
NOAA Weather Radio, batteries, flashlights, first aid kit, and N95 respirators.

Communication with key staff will be critical. It is important to consider if cell phones will
be operational during an emergency. The system could be overloaded, or a cell tower
could burn down, making it impossible to contact staff. It is recommended to contact your
County Office of Emergency Services (OES) to discuss the Agency’s communication
options during emergencies.

Participate in mutual aid groups such as the State’s Water/Wastewater Agency Response
Network (WARN) or local/regional agency response network.

The mission of the California Water/Wastewater Agency Response Network
(CalWARN) is to support and promote statewide emergency preparedness, disaster
response, and mutual assistance processes for public and private water and wastewater
utilities. CalWARN’s mutual assistance program is consistent with other statewide mutual
aid programs, the Standardized Emergency Management System (SEMS), and the
National Incident Management System (NIMS).

Each county has an Office of Emergency Services (OES). Each County OES coordinates
the overall Sacramento Countywide response to large scale incidents and disasters. Each
County OES is responsible for alerting and notifying appropriate agencies when disaster
strikes, coordinating all agencies that respond, ensuring resources are available and
mobilized in times of disaster, developing plans and procedures in response to and
recovery from disasters, and developing and providing preparedness materials for the
public.

Identify essential personnel and emergency response team members are provided with
ID/access credentials.

It is vital to pre-identify essential personnel before an emergency, but also
cross-train personal on critical duties. During an emergency, some staff may not be
available during an event. For this reason, it is helpful to have step-by- step checklists for
critical positions and operations during emergency response. These checklists should be
reviewed by essential personnel and part of an annual incident response training exercise.
Pre-identified personnel and checklists should be included in the agency's written
Emergency Operations Plan.
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Essential personnel should be issued ID that identifies them as essential workers. This notifies
emergency services personnel that the agency has critical assets in the area, and they should be
allowed access to restricted areas. A contact number should be included on the ID for verification.

Example ID Badge

990 E. Mission Road
m Fallbrook CA92028
2 760-728-1125
FALLBROOK PUBLIC
UTILITY DISTRICT

NOTICE
FIRE - LAW
ENFORCEMENT OFFICER

Government Code Section 3100 &
3101 declare that all employees are
designated “Disaster Service Workers
subject to such activities and may be
assigned to them by their supervisor or
by law”

The District employee identified by this
has an emergency response assignment
(ICS/EOC). Please allow passage
through road blocks and into affect
areas.

EMPLOYEES NAME
ISSUING AUTHORITY:

TITLE JACK BEBEE, GENERAL MANAGER,
EnployecTof el FALLBROOK PUBLIC UTILITY DISTRICT

Issue .0.10.9.00.9.9 0.4
Date: H 1f fourd, please drop into any U S Mailbox Postags gnarantesd
990 E Mission Rd . Fallbrook CA 92028

e Practice Incident Command System (ICS) activation of utility Emergency Operations Center
(EOC).

Explanation: An EOC is not an on-scene incident command post (ICP) where the focus is on
tactics to deal with the immediate situation. An EOC supports the on-scene activities through
the prioritization of tasks and the allocation of available resources. A major function within the
EOC is communications between the emergency response operations team, finance team,
communications team, and agency management. A utility’s Emergency Operations Center
(EOC) should be activated whenever there is a major incident that causes significant property
damage, potential or actual business disruption, or has the potential to cause a significant
impact on the business. Chain of command and lines of authority should be predesignated
identifying whom and when an EOC can and should be activated.

o Ensure a representative of the utility to the local/regional Incident Command Post or EOC.

Explanation: A member agency shall identify qualified staff to represent the member in local
or county OES. This interface is vital to receive and give up-to-date information related to the
emergency. This is the most effective way for members to stay informed and understand how
an emergency may affect the agency. It is strongly advised that agencies develop these
relationships before an emergency.
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Periodically test emergency communications plans and equipment.

During non-emergencies, a communication plan and equipment should be in a
constant state of readiness. This is achieved through regular testing and evaluation. To
ensure the equipment will operate during a drill or emergency a schedule of communication
equipment with inspection timeframes and frequency testing should be maintained.

STAFF TRAINING

¢ Conduct training, briefing, and exercises for wildfire preparedness, response, and recovery
procedures. Emergency response staff will complete SEMS G-606, appropriate NIMS
courses, and maintain training records.

Training staff on how to prepare, respond, and recover from wildfires are
critical when managing fire emergencies. These actions are collectively known as
Emergency/Incident Management. In 1993, the State of California created the
Standardized Emergency Management System (SEMS) to respond to emergencies within
the state of California. In 2004, the federal government established the National Incident
Management System (NIMS) to address nationwide emergencies.

Both systems utilize the Incident Command System (ICS), and Emergency Operations
Center (EOC) to respond to incidents. The ICS has staff position titles and corresponding
duties. Understanding and applying the ICS organizational structure and procedures
enables an agency’s emergency response personnel to work safely together to take
control of a critical incident. It can also assist organizations to manage the aftermath of a
critical incident effectively and efficiently.

Training in both models is necessary to understand how they work together and are
required to be eligible for reimbursement of response-related costs.

Cal OES provides no-cost training for SEMS, while FEMA provides no-cost training on
NIMS. It is recommended that all employees attend a SEMS Introduction (SEMS G606)
Online Course, and management and supervisory staff attend FEMA’s ICS-100:
Introduction to the Incident Command System, and 1S-700: National Incident Management
System, An Introduction.

As part of the SEMS/NIMS training, agencies shall conduct an annual tabletop exercise
on incident response to familiarize themselves with the functions of the ICS and EOC in
preparation for future events.

Agencies are also required by Cal/OSHA standard 5141.1 Protection from Wildfire Smoke
to train staff on the harmful effects and mitigation of wildfire smoke.



FACILITIES PROTECTION AND READINESS

o Create a zone of defensible space around sites, wellheads, structures, etc.

Defensible space refers to the area surrounding a building that is mitigated
to protect it from wildfires. Along with the quality of a building’s roofing material, adequate
defensible space is one of the most important factors in determining a building’s ability to
survive a wildfire. The defensible space is made up of two zones totaling at least 100 feet
from the building. The creation and maintenance of defensible space, when possible, can
greatly reduce the fire risk to a facility.

Members are encouraged to check with their city and/or country specifics on defensible
space.

o Determine if emergency generators are needed to power facilities. Confirm and document
generator connection type, capacity load, and fuel consumption.

The loss of electric power can have profound impacts on drinking water and
wastewater utilities. With increased attention on wildfire and the adoption of Public Safety
Power Shutoff (PSPS), the loss of electrical power is more likely than ever. The impacts of
these power outages can incur pressure losses, boil water advisories, a reduction or
cessation of water treatment, sewage back up, or the discharge of untreated sewage into
the public right of ways, rivers, and streams. There are many steps drinking water and
wastewater utilities can take to obtain backup power and ensure that their lifeline services
continue as long as possible during grid power outages.

Efforts should be made around developing an emergency power backup plan. One that
provides backup power to critical infrastructure, either through permanent or mobile
generators, or solar and batteries.

o Ensure emergency generators, back-up equipment, and facility systems are in working
order.

Emergency generator sets used for either prime or backup (emergency)
power must be regularly maintained to ensure they provide quality power throughout their
service life. The best generator inspection and maintenance practice are the National
Electrical Code (NEC) 700. The Code’s main goal is to keep the emergency generator
from breaking down and operating as reliably as possible. Members should check their
generator’s manufactures operator’s manual for preventative maintenance and self-
inspection checklists.

o Be aware of Public Safety Power Shutoff (PSPS) guidelines for planned or emergency power
outage for a long duration and a wide expanse. Establish procedures to be notified and have
contacts with the electric provider for power outage duration estimates.

Given the continued and growing threat of extreme weather and wildfires,
additional precautionary measures have been adopted to enhance community wildfire
safety. A PSPS can be implemented in a geographical area when there are gusty winds
and dry conditions, combined with heightened fire risk, or threaten a portion of the electric
system. Therefore, members are encouraged to establish procedures within their
emergency response plan to prepare and respond to a PSPS.
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RESPONSE AND RECOVERY

¢ Maintain and inventory extra equipment and supplies to shelter-in-place. Ensure proper
safety gear is available for field employees.

Ensure all necessary equipment and supplies are prepared as part of the
agency’s emergency planning. Designate locations throughout the agency where supplies
can be properly stored and used in the event of a shelter-in- place event. Ensure a

sustainable supply chain to guarantee that all vital equipment and supplies are replenished

when needed. When evacuation is not possible, maintain enough supplies (i.e., food,
water, personal items) for a minimum of three days. Develop a process to check all
emergency supplies at least once a year and replace anything that could be expired or
non-functioning.

o Activate communication procedures with essential, non-essential personnel, and
ratepayer/public as to work, operational status, and water quality.

Develop a communication plan to communicate promptly and accurately
with employees, the public, and local city/county governments. Identify key leadership and
liaison positions that can initiate the plan when a disaster strikes. Implement a notification
system that quickly reaches out to employees and ratepayers. A mass communication
system should be used for quickly pushing out information to employees and the public.
Ensure contact information is accurate and accessible during an incident. Develop a
process to check that contact information is up to date. Ensure that methods selected for
communicating would be reliable during times of an emergency. Lines of communication
should be checked during yearly emergency preparedness exercises.

¢ Once the wildfire is contained, inspect the system for damage and operational status.

Document all damage assessments to start an insurance claim and/or FEMA reimbursement

process.

Document information about the operational status of locations and assets
and the extent of damages. Develop an itemized list of losses and potential losses with an
estimate of debris removal, repair, or replacement cost of each item/location, and
emergency work. Document staff time during preparation and response during a fire.
Ensure, based on position(s) held, all personnel have completed the applicable National

Incident Management System (NIMS) and Standardized Emergency Management System

(SEMS) training. Conduct risk assessments for the development of a Hazard Mitigation
Plan.

o Develop an After Action-Corrective Action Report. Adjust budget or set aside funding for

futureemergencies.

Lessons learned can provide a roadmap to recovery. It should be tailored to
specific operations affected by a wildfire. Develop a mitigation plan to reduce or eliminate

disaster-related damage from recurring. The use of checklists and/or online toolkits can be

very effective in developing a recovery plan. The following should be considered when
adjusting budgets or creating future emergency funds:

Staff training
Property protection
Viable supply chain
Equipment/IT service

O O O O
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OLIVENHAIN MUNICIPAL WATER DISTRICT

Service Plan Draft 9-11-2023

FIRST-YEAR SERVICE PLAN AND RISK MANAGEMENT ONBOARDING OUTLINE

PROPOSED TWO YEAR SERVICE PLAN

This Service Plan was designed to help Olivenhain Municipal Water District complement its
safety and risk management program with JPIA resources. It also provides JPIA Risk
Management with a method to ensure the efficiency of our services.

The Service Plan will be implemented from September 2023 — August 2025 It involves periodic
full and half-day District visits (virtual or in-person); and includes risk management
assessments, loss prevention training, and safety program consultations. Training session
topics will be coordinated with the District’s designated staff.

AGENDA

DATE

EVENT

July - December
2023

Meeting to discuss JPIA Commitment to Excellence (C2E). Provide a
copy of the C2E certificate for Board adoption,

Provide sample Volunteer Resolution, obtain copy or OMWD to adopt
a resolution,

Review JPIA Risk Control Manual,

Review Risk Control publications and resources,

Review C2E best practices resources,

Review the Human Resources webpage resources and Training
webpage,

Ensure District staff contacts are listed in Blue Sheet, and initial
contact has been made by Claims and Training,

Follow up on the completion status of the JPIA Employee Manual
review and suggested revisions.

January - June
2024

Receive the District’s signed C2E certificate.

Receive District’s Volunteer Resolution.

Review OMWD’s Hazard Inspection/Correction forms, frequency,
process, and assigned individuals. Visit sites will review the results of
the completed periodic, scheduled worksite inspections.

JPIA Consultative visit to Elfin Forest Recreational Reserve to assess
public posting(s) of its rules and regulation notice(s).

Review OMWD'’s Driving and Vehicle Program/Policies.

Driver Policy - Cell Phone/Electronic Use

DMV Pull Program/Review

Driver Responsibility Acknowledgement
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https://www.acwajpia.com/safety-risk-control/#best-practices

OLIVENHAIN MUNICIPAL WATER DISTRICT
Service Plan Draft 9-11-2023

e Review OMWD'’s training calendar (conducted and scheduled).
Emphasis on OMWD'’s staff Defensive Driving.
July — December e Review At fault Accident Investigation Process
2024 ¢ Review Vehicle Inspection Form and Frequency
e Introduce JPIA’s Drone Resources.
¢ Introduce JPIA Risk Control Grant and HR LaBounty Safety Award
Programs.

e Review OMWD’s SSO response plans.

¢ Review OMWD'’s Risk Assessments and Emergency Response Plans

January - June related to the JPIA C2E program elements and primary loss drivers.

2025 « Ifapplicable, review FERC RMP.

e JPIA to conduct Defensive Driver Course (DDC) training when course
measurements are provided. OMWD to supplement JPIA instructor-led
training with Vector Solutions courses.

e JPIA to conduct annual Risk Assessment visits, with focus on JPIA
loss reduction best practices and Cal OSHA most frequently cited
violations and exposures.
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Alternative

The Board could instruct staff to bring more wastewater (sewer) rate increase
alternatives for consideration and discussion at the March meeting.

Background

The District retained Raftelis Financial Consultants, Inc. (Raftelis) to perform the
Comprehensive Wastewater Cost of Service Study (COSS) for the District in September
2023. Raftelis was selected because of their knowledge and familiarity with the
District’s wastewater rate structure and the firm’s experience working with other
wastewater districts. The District’s last Wastewater COSS was completed by Raftelis
and approved by the Board in June 2020. The 2024 Wastewater COSS is an update to
the 2020 Wastewater Rate Study.

The driver of the 2024 Wastewater COSS study was historic high inflation rates above
what was assumed in the 2020 wastewater study for both the Wastewater Operating
and Capital Improvement Program (CIP), which were used as the basis to set
wastewater rates and charges. Several construction bids for District projects, including
wastewater projects, came in higher than the project cost estimates included in the
District’s capital spending plan due to labor shortages, supply chain disruptions, and oil
prices post COVID-19.

Additionally, due to the Board’s concern on the financial impacts to customers 