
August 2, 2018 

MEETING NOTICE 

DIVERSITY AND INCLUSION AD HOC COMMITTEE 

Board Members of the Diversity and Inclusion Ad Hoc Committee: 
Director Tony Estremera, Chair 
Director Nai Hsueh, Vice Chair 
Director John L. Varela 

Staff Support of the Diversity and Inclusion Ad Hoc Committee: 
Norma J. Camacho, Chief Executive Officer 
Melanie Richardson, Chief Operating Officer, Watershed Division 
Stanly Yamamoto, District Counsel 
Brian Hopper, Senior Assistant District Counsel 
Anil Comelo, Deputy Administrative Officer 
Angelica Cruz, Employment Services Manager 
Salam Baqleh, Supervising Program Administrator 
Janice Lum, Management Analyst II 

The meeting of the Diversity and Inclusion Ad Hoc Committee is to be held on Monday, 
August 13, 2018, at 12:00 p.m. in the Headquarters Building Boardroom located at the Santa
Clara Valley Water District, 5700 Almaden Expressway, San Jose, California.    

Enclosed are the meeting agenda and corresponding materials.  Please bring this packet with you 
to the meeting.    

Enclosures 



Santa Clara Valley Water District - Headquarters Building, 
5700 Almaden Expressway, San Jose, CA 95118 

From Oakland: 

• Take 880 South to 85 South

• Take 85 South to Almaden Expressway exit

• Turn left on Almaden Plaza Way

• Turn right (south) on Almaden Expressway

• At Via Monte (third traffic light), make a U-turn

• Proceed north on Almaden Expressway
approximately 1,000 feet

• Turn right (east) into the campus entrance

 From Morgan Hill/Gilroy: 

• Take 101 North to 85 North

• Take 85 North to Almaden Expressway exit

• Turn left on Almaden Expressway

• Cross Blossom Hill Road

• At Via Monte (third traffic light), make a U-turn

• Proceed north on Almaden Expressway approximately
1,000 feet

• Turn right (east) into the campus entrance

From Sunnyvale: 

• Take Highway 87 South to 85 North

• Take Highway 85 North to Almaden Expressway
exit

• Turn left on Almaden Expressway

• At Via Monte (third traffic light), make a U-turn

• Proceed north on Almaden Expressway
approximately 1,000 feet

• Turn right (east) into the campus entrance

From San Francisco: 

• Take 280 South to Highway 85 South

• Take Highway 85 South to Almaden Expressway exit

• Turn left on Almaden Plaza Way

• Turn right (south) on Almaden Expressway

• At Via Monte (third traffic light), make a U-turn

• Proceed north on Almaden Expressway approximately
1,000 feet

• Turn right (east) into the campus entrance

From Downtown San Jose: 

• Take Highway 87 - Guadalupe Expressway
South

• Exit on Santa Teresa Blvd.

• Turn right on Blossom Hill Road

• Turn left at Almaden Expressway

• At Via Monte (first traffic light), make a U-turn

• Proceed north on Almaden Expressway
approximately 1,000 feet

• Turn right (east) into the campus entrance

 From Walnut Creek, Concord and East Bay areas: 

• Take 680 South to 280 North

• Exit Highway 87-Guadalupe Expressway South

• Exit on Santa Teresa Blvd.

• Turn right on Blossom Hill Road

• Turn left at Almaden Expressway

• At Via Monte (third traffic light), make a U-turn

• Proceed north on Almaden Expressway approximately
1,000 feet

• Turn right (east) into the campus entrance



DIVERSITY & INCLUSION AD HOC 

COMMITTEE

Nai Hsueh - District 5

Tony Estremera - District 6

John L. Varela - District 1

District Mission: Provide Silicon Valley safe, clean water for a healthy life, environment and economy.

Note: The finalized Board Agenda, exception items and supplemental items will be posted prior to the meeting in accordance with the Brown Act.

All public records relating to an item on this agenda, which are not exempt from 

disclosure pursuant to the California Public Records Act, that are distributed to a 

majority of the legislative body will be available for public inspection at the Office of 

the Clerk of the Board at the Santa Clara Valley Water District Headquarters Building, 

5700 Almaden Expressway, San Jose, CA 95118, at the same time that the public 

records are distributed or made available to the legislative body. Santa Clara Valley 

Water District will make reasonable efforts to accommodate persons with disabilities 

wishing to attend Board of Directors' meeting. Please advise the Clerk of the Board 

Office of any special needs by calling (408) 265-2600.

Santa Clara Valley Water District

Diversity & Inclusion Ad Hoc Committee Meeting

HQ Boardroom                                                                                            
5700 Almaden Expressway                                                                              

San Jose  CA  95118

REGULAR MEETING

AGENDA

Monday, August 13, 2018

12:00 PM



Diversity & Inclusion Ad Hoc Committee

Santa Clara Valley Water District

AGENDA

REGULAR MEETING

12:00 PMMonday, August 13, 2018 HQ Boardroom

CALL TO ORDER:1.

Roll Call.1.1.

Time Open for Public Comment on any Item not on the Agenda.2.

Notice to the public: This item is reserved for persons desiring to address the 

Committee on any matter not on this agenda.  Members of the public who wish to 

address the Committee on any item not listed on the agenda should complete a 

Speaker Form and present it to the Committee Clerk.  The Committee Chair will 

call individuals in turn.  Speakers comments should be limited to two minutes or 

as set by the Chair.  The law does not permit Committee action on, or extended 

discussion of, any item not on the agenda except under special circumstances.  

If Committee action is requested, the matter may be placed on a future agenda.  

All comments that require a response will be referred to staff for a reply in writing. 

The Committee may take action on any item of business appearing on the 

posted agenda.

APPROVAL OF MINUTES:3.

Approval of Minutes. 18-05643.1.

Approve the July 11, 2018, Meeting Minutes.Recommendation:

Michele King, 408-630-2711Manager:

071118 Div Incl Ad Hoc DRAFT MinsAttachments:

ACTION ITEMS:4.

Diversity and Inclusion Program and the Recruiting Process. 18-05264.1.

This an information only item and no action is required.Recommendation:

Anil Comelo, 408-630-2470Manager:

Est. Staff Time: 10 Minutes

August 13, 2018 Page 1 of 2  

http://scvwd.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=4184
http://scvwd.legistar.com/gateway.aspx?M=F&ID=59eb52ff-a026-495e-bdd4-c8fd55446b3f.doc
http://scvwd.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=4146


Nepotism Policy - Review nepotism and conflict of interest policies and 

practices, and consider enhancements.

18-05274.2.

This is an information only item and no action is required.Recommendation:

Anil Comelo, 408-630-2470Manager:

Attachment 1: Nepotism PolicyAttachments:

Est. Staff Time: 10 Minutes

Considerations and Recommendations of Effective Tools for Measuring 

the Success of the Diversity and Inclusion Program.

18-05654.3.

Provide Ad Hoc Committee information on the tools used to 

measure the success of the Diversity and Inclusion Program.  

This is a discussion item and the Committee may provide 

comments, however, no action is required.

Recommendation:

Anil Comelo, 408-630-2470Manager:

Attachment 1: Success Measures 07182018

Attachment 2: SCVWD Overall Spreadsheet 2016

Attachment 3: 2016 SCVWD Trust Index results and recommendations

Attachment 4: Diversity Snapshot examples

Attachments:

Review Diversity and Inclusion Ad Hoc Committee Work Plan, the 

Outcomes of Board Action of Committee Requests; and the Committee’s 

Next Meeting Agenda.

18-05634.4.

Review the Committee work plan to guide the Committee’s 

discussions regarding policy alternatives and implications for 

Board deliberation.

Recommendation:

Michele King, 408-630-2711Manager:

Attachment 1:  Work Plan

Attachment 2: 092718 DI Ad Hoc Comm DRAFT Agenda

Attachments:

Est. Staff Time: 5 Minutes

Clerk Review and Clarification of Committee Requests.5.

This is an opportunity for the Clerk to review and obtain clarification on any 

formally moved, seconded, and approved requests and recommendations made 

by the Committee during the meeting.

ADJOURN:6.

Adjourn to Regular Meeting at 12:00 p.m., on Thursday, September 27, 2018, 

in the Santa Clara Valley Water District Headquarters Building Boardroom, 

5700 Almaden Expressway, San Jose, California.

6.1.
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Santa Clara Valley Water District

File No.: 18-0564 Agenda Date: 8/13/2018
Item No.: 3.1.

COMMITTEE AGENDA MEMORANDUM

Diversity & Inclusion Ad Hoc Committee
SUBJECT:
Approval of Minutes.

RECOMMENDATION:
Approve the July 11, 2018, Meeting Minutes.

SUMMARY:
A summary of Committee discussions, and details of all actions taken by the Committee, during all
open and public Committee meetings, is transcribed and submitted for review and approval.

Upon Committee approval, minutes transcripts are finalized and entered into the District's historical
records archives and serve as historical records of the Committee’s meetings

ATTACHMENTS:
Attachment 1:  071118 D and I Ad Hoc Comm Draft Minutes

UNCLASSIFIED MANAGER:
Michele King, 408-630-2711

Santa Clara Valley Water District Printed on 8/1/2018Page 1 of 1
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         DIVERSITY AND INCLUSION AD HOC COMMITTEE MEETING

DRAFT MINUTES

Page 1 of 2

WEDNESDAY, JULY 11, 2018
12:00 PM

(Paragraph numbers coincide with agenda item numbers)

A meeting of the Diversity and Inclusion Ad Hoc Committee (Committee) was held on 
July 11, 2018, at the District Headquarters Building Boardroom, 5700 Almaden 
Expressway, San Jose, California.

1. CALL TO ORDER/ROLL CALL
A meeting of the Santa Clara Valley Water District Diversity and Inclusion Ad Hoc 
Committee was called to order by Chair Tony Estremera at 12:02 p.m.

Board Members in attendance were: Director Tony Estremera-District 6, 
Director Nai Hsueh-District 5, and Director John L. Varela-District 1.

Staff members in attendance were: Salam Baqleh, Michael Baratz, Wade Blackard, 
Glenna Brambill, Anil Comelo, Michelle Critchlow, Angelica Cruz, Amy Fonseca, 
Brian Hopper, Cody Houston, Janice Lum, Cathy Morrey, Ngoc Nguyen, 
Kristen Yasukawa and Victoria Zhang.

2. TIME OPEN FOR PUBLIC COMMENT ON ANY ITEM NOT ON AGENDA
There was no one who wished to speak.

3. APPROVAL OF MINUTES
3.1  Approval of Minutes
It was moved by Director John L Varela, seconded by Director Nai Hsueh and 
unanimously carried to approve the minutes of the May 29, 2018, Diversity and Inclusion 
Ad Hoc Committee meeting, as presented.

4.       ACTION/DISCUSSION ITEMS
4.1 EMERGING LEADERS DIVERSITY AND INCLUSION MASTER PLAN 
ASSESSMENT CAPSTONE PROJECT 
Mr. Wade Blackard, Ms. Amy Fonseca, Mr. Cody Houston and 
Ms. Kristen Yasukawa reviewed the materials as outlined in the agenda items and 
targeted to bring final findings back to the Committee in September.

Page 1
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Directors Nai Hsueh, John L. Varela and Tony Estremera (The Committee) had 
comments regarding tracking and measuring diversity and inclusion data, retention of 
diverse employees, a dialogue forum to discuss concerns.   

            No action taken.

4.2   REVIEW DIVERSITY AND INCLUSION AD HOC COMMITTEE WORK PLAN,     
THE OUTCOMES OF BOARD ACTION OF COMMITTEE REQUESTS; AND THE 
COMMITTEE NEXT MEEETING AGENDA
Mr. Anil Comelo reviewed the materials as outlined in the agenda items and noted the 
three agenda items for the next meeting scheduled for Monday, August 13, 2018, at 
12:00 p.m.

Also, discussed scheduling the following meeting in September, which was scheduled
for Thursday, September 27, 2018, at 12:00 p.m.

            No action taken.

5.  CLERK REVIEW AND CLARIFICATION OF COMMITTEE REQUESTS AND 
RECOMMENDATIONS
Ms. Glenna Brambill, Board Committee Liaison reported no action items.

6. ADJOURNMENT
Chair Director Tony Estremera adjourned the meeting at 12:58 p.m. to the next regularly 
scheduled meeting on Monday, August 13, 2018, at 12:00 p.m. in the Santa Clara Valley 
Water District Headquarters Building Boardroom.

                                                                  Glenna Brambill
                                                 Board Committee Liaison

                                                                   Office of the Clerk of the Board

Approved:  

Page 2



Santa Clara Valley Water District

File No.: 18-0526 Agenda Date: 8/13/2018
Item No.: 4.1.

COMMITTEE AGENDA MEMORANDUM

Diversity & Inclusion Ad Hoc Committee
SUBJECT:
Diversity and Inclusion Program and the Recruiting Process.

RECOMMENDATION:
This an information only item and no action is required.

SUMMARY:
In hiring of staff, the District strives to reach out to a wide spectrum of candidates and then hire the
most suitable candidates to fill specific positions.

Staff recognizes the importance of having diverse interview panels as one component of many in the
broad range of diversity and inclusion best practices in a recruiting lifecycle.  A more diverse panel
allows for a wider range of opinions and perspectives on the candidates for the hiring manager to
draw upon when making a hiring decision. Recruiting strives for gender and ethnic diversity on
interview panels for this reason.

Given the high value of having diversity of thoughts, perspectives, and opinions on an interview
panel, Diversity and Inclusion will now be more involved in the selection of interview panels. The
collaborative process between Diversity and Inclusion and Recruiting will not only reflect the ethnic
and gender diversity of the panel, but also the need for more than one subject matter expert on a
panel and the organization level of the members of the panel. In executive level recruitments, the
District has made it a practice to include on panels members within the organization who are not
executives. This practice allowed for diversity of thought and provided valuable input to hiring
managers. The collaboration between Recruiting and Diversity and Inclusion will include this as a
topic of discussion for future recruitments.

While the composition of interview panels is indeed an important aspect of the recruiting process as it
relates to diversity and inclusion, it is not the only one. To that end, Diversity and Inclusion Staff has
begun to shadow multiple District recruiters throughout the recruitment cycle - from the initial meeting
between a hiring manager and their assigned recruiter, to final discussions post-interviews. The
purpose of this shadowing is to help the Diversity and Inclusion staff understand the process and
identify any improvements that can be made to ensure the process is fair.

Over the next several months, Diversity and Inclusion will compile a list of recommendations aimed at
enhancing outreach to diverse communities where it may be needed and implementing best
practices related to elimination of bias within the process. While the newer recruitment process

Santa Clara Valley Water District Printed on 8/1/2018Page 1 of 2
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File No.: 18-0526 Agenda Date: 8/13/2018
Item No.: 4.1.

established three years ago has been successful in reducing hiring timelines - around 60 days now,
down from 90 days - Diversity and Inclusion will continue to collaborate with Recruiting on further
enhancements. One early recommendation is that, above and beyond the unconscious bias video
currently shown to interview panelists, hiring managers, panelists, recruiters, and the District at large
may benefit from a mandatory unconscious bias training that includes tools for how to address
potential bias. All Diversity and Inclusion recommendations will be collaborated on with the Recruiting
Team.

Organizationally, Human Resources and Diversity and Inclusion have been both incorporated into the
Office of the CEO and staff believes collaboration efforts between the groups will achieve positive
results. The Diversity and Inclusion Ad Hoc Committee has indicated its desire that Diversity and
Inclusion be more closely aligned with Human Resources functions and priorities. This reorganization
will help create synergy between the groups so that they may work together to effectively evaluate
and, where necessary, enhance the recruitment process.

Finally, to help the Diversity and Inclusion Ad Hoc committee understand measures staff already
takes to promote fairness within the recruiting process, staff has invited William Truesdell to present
on his annual disparate impact analysis.

ATTACHMENTS:
None.

UNCLASSIFIED MANAGER:
Anil Comelo, 408-630-2470

Santa Clara Valley Water District Printed on 8/1/2018Page 2 of 2
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Santa Clara Valley Water District

File No.: 18-0527 Agenda Date: 8/13/2018
Item No.: 4.2.

COMMITTEE AGENDA MEMORANDUM

Diversity & Inclusion Ad Hoc Committee
SUBJECT:
Nepotism Policy - Review nepotism and conflict of interest policies and practices, and consider
enhancements.

RECOMMENDATION:
This is an information only item and no action is required.

SUMMARY:
The District’s Nepotism policy AD-2.9.104 Revision B with the effective date of October 4, 2012 pertains to
employees at the District who are currently related to other employees at the District. It is in the District’s
interest to hire the best qualified individuals to further the organizational priorities and in some cases the best
person for a position may be a family member of a current employee. It is also in the District’s interest to avoid
favoritism or the appearance of favoritism, and decrease the potential for inappropriate or illegal conduct in the
workplace.

To that end, the District’s Nepotism Policy (-AD  2.0.104
<http://www.aqua.gov/home/scvwd/main/policies/administration/hr/Ad-2.9.104.pdf>) sets parameters around
reporting structures where employees are related. The Nepotism Policy states, in relevant part:

It is the policy of the District to:

Not place or have an employee in a position or circumstance where they:

A. Are required to assign, evaluate and/or supervise the work of an immediate
family member, domestic partner, or a person that they are involved with
romantically;

B. Recommend discipline and/or participate in compensation decisions concerning
an immediate family member, domestic partner, or a person that they are involved
with romantically.

C. Have access to confidential information pertaining to an immediate family
member, domestic partner, or a person that they are involved with romantically.

Members of the same family are prohibited from assigning, evaluating or supervising each other,
recommending discipline or participating in compensation discussions affecting each other, or having access
to confidential information about each other. Each division’s Chief, or appointed delegate, is responsible for
adhering to this policy. Furthermore, it is the responsibility of each employee to know and understand this

Santa Clara Valley Water District Printed on 8/1/2018Page 1 of 4
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File No.: 18-0527 Agenda Date: 8/13/2018
Item No.: 4.2.

policy and not place themselves in situations where they could be in non-compliance with the Nepotism Policy.

Nepotism Policy Comparisons with Other Agencies

Staff has compared the District’s Nepotism Policy with the nepotism policies of other agencies to ensure that
the District’s Policy is comprehensive. Below is a summary of the nepotism policies of comparable agencies all
excerpted in relevant part only:

· Dublin San Ramon Services District - “No person shall be appointed to or employed by the District if
the appointment will result in one family member directly supervising another family member. Members
of the employee’s immediate family are defined as mother, father, sister, brother, son, daughter, step-
children, in-laws, or grandparents, aunt, uncle, niece, or nephew.”

Staff analysis:

This nepotism policy is more narrow than the District’s as it does not include additional
restrictions on access to confidential information or discussions on discipline and
compensation.

· Alameda County Water District - “the District may refuse to place one relative or significant other under
the direct supervision of the other relative or significant other to alleviate concerns regarding safety,
security, morale, or other business reasons.  For the same reasons, the District may refuse to place
both relatives or significant others in the same department, division, or facility if the work involves
potential conflicts of interest or hazards that are greater for relatives or significant others than for other
individuals.  Employees who do not work in the same department, division, or facility but who make
decisions about the salary, benefits, disciplinary actions, or work assignments related to a relative or
significant other may not participate in those or similar decisions pertaining to that person. Employees
who have a relationship with another employee or applicant that might pose a conflict of interest must
disclose this fact to the District as soon as the conflict is known by either person.”

Staff analysis:

This nepotism policy is in line with the District’s Nepotism Policy.

· Oro Loma Sanitary District -

1. Relatives may be employed by the District except in the following circumstances: a. For
reasons of supervision, safety, security and morale, no relative of an employee shall be employed in
the same department, division or facility as that employee when the work in that department, division or
facility involves potential conflicts of interest or other hazards which are greater for relatives than other
persons. b. For reasons of supervision, safety, security and morale, no person shall be employed under
the direct supervision of a relative. c.For reasons of supervision, safety, security and morale, relatives
of Board members, the General Manager, the designated hiring authority, or "confidential employees"
as defined in the Management Salaries and Benefits Resolution may not be employed by the District.

2. If two employees become relatives either because they marry or enter into a relationship similar
to marriage, or because of one employee's marriage to a third party, the District shall make reasonable
efforts to assign job duties so as to minimize problems of supervision, safety, security and morale.
However, if reasonable accommodation is not feasible, the General Manager shall investigate the
matter and prepare and submit a report to the Board of Directors recommending that one of the two

Santa Clara Valley Water District Printed on 8/1/2018Page 2 of 4
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File No.: 18-0527 Agenda Date: 8/13/2018
Item No.: 4.2.

matter and prepare and submit a report to the Board of Directors recommending that one of the two
employees be dismissed, stating the name of the employee to be dismissed and articulating the
reasons in support of the General Manager's decision. The employee affected by the General
Manager's recommendation shall receive a copy of the report. A hearing shall then be held before the
Board of Directors, at which the affected employee shall have the opportunity to present facts. The
Board of Directors will then consider the matter and render a decision, which decision shall be final and
binding.

Staff analysis:

This nepotism policy prohibits the hiring of relatives of the Board members, the General
Manager and confidential employees. It further reserves the right to dismiss employees if they
become related through marriage.

· Contra Costa Water District - “Not place or have an employee in a position or circumstance where they:
(a) are required to assign, evaluate and/or supervise the work of an immediate family member,
domestic partner or a person that they are involved with romantically; (b) recommend discipline and/or
participate in compensation decisions concerning an immediate family member, domestic partner or a
relationship because of its nature which makes it difficult to enforce the rules and regulations of the
District or supervise day-to-day activities (this is particularly important as it relates to a non-
discriminatory, harassment-free workplace; and/ or (c) have access to confidential information
pertaining to an immediate family member, domestic partner or a person that they are involved with
romantically.”

Staff analysis:

This nepotism policy closely resembles the District’s Nepotism Policy.

· Ross Valley Sanitary District - “Relatives of regular employees may not be employed in the same
department, nor transferred, promoted or demoted into the same department, nor placed in a position
to evaluate a relative or be in the same line of supervision.”

Staff analysis:

This nepotism policy is more narrow than the District’s as it does not include additional
restrictions on access to confidential information or discussions on discipline and
compensation.

· NapaSan - “Members of the immediate family of elected or appointed officials shall not be appointed to
District employment. Ordinarily, members of the immediate family of regular employees shall not be
appointed to the same department, be transferred, promoted or demoted into the same department or
be placed in such a position as to evaluate a relative or be in the same line of supervision, if doing so
could result in actual or potential problems in supervision, security, safety, or morale, or if doing so
could create potential conflicts of interest. Each situation shall be addressed based on the individual
circumstances of the situation. Members of the immediate family of regular employees will not be hired
on a temporary basis. If two employees become married, become otherwise directly related, or become
involved in a relationship causing actual or potential problems such as those described above, only
one of the employees will be retained with NSD, unless reasonable arrangements may be made to
eliminate the actual or potential problems. In the event such arrangements may not be made, the
affected employees will have 30 days to decide which employee will stay with NSD. If this decision is
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File No.: 18-0527 Agenda Date: 8/13/2018
Item No.: 4.2.

affected employees will have 30 days to decide which employee will stay with NSD. If this decision is
not made within the time allowed, the General Manager will make the decision, taking the employment
history and job performance of both employees into account.”

Staff analysis:

This agency prohibits the hiring of temporary employees who are relatives of current
employees.

· Delta Diablo Sanitation District - “The District shall not discriminate or give preference in employment
or contracting on the basis of marital or familial status. In addition, the District may refuse to appoint,
promote or hire someone that has a close personal relationship with a District employee if there is a
potential to create a conflict of interest or to create an adverse impact on supervision, performance of
work, safety, security, or morale.”

Staff analysis:

This nepotism policy is more narrow than the District’s as it does not include additional
restrictions on access to confidential information or discussions on discipline and
compensation.

Staff Observations

The District’s Nepotism Policy is largely in line with the Nepotism Policies that exist at comparable agencies.
Staff considered aspects of other comparable agencies’ policies including:

- NapaSan’s prohibition of hiring relatives as temporary employees;
- Oro Loma Sanitary District’s prohibition on hiring relatives of Board Members, the General Manager

and confidential employees.

While available data does not indicate any issues with the hiring of relatives related to District Board Members,
CEO, or confidential employees, it does indicate that relatives are being hired as full time employees after
serving in temporary roles in proportions that are higher than their percentage in the temporary pool.  Also, an
area of the existing policy which may require more definition is the term “romantic” involvement.

ATTACHMENTS:
Attachment 1:  Santa Clara Valley Water District Nepotism Policy

UNCLASSIFIED MANAGER:
Anil Comelo, 408-630-2470
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NEPOTISM DOCUMENT NO.: AD-2.9.104 
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EFFECTIVE DATE: 10/04/ 2012 

PROCESS OWNER: Grant Lee 

Page 1 of 3 

Downloaded or printed copies are for reference only.  Verify this is the current version prior to use.  See the District website for 
released version. 

F423D07 Rev A

1. POLICY STATEMENT

It is the policy of the District to:

Not place or have an employee in a position or circumstance where they:

A. Are required to assign, evaluate and/or supervise the work of an immediate family member,
domestic partner, or a person that they are involved with romantically;

B. Recommend discipline and/or participate in compensation decisions concerning an
immediate family member, domestic partner, or a person that they are involved with
romantically.

C. Have access to confidential information pertaining to an immediate family member, domestic
partner, or a person that they are involved with romantically.

2. PURPOSE

The purpose of this policy is to set forth District policy governing the employment, assignment of
work, and placement of immediate family members and domestic partners.

It is in the District's interest to avoid favoritism or the appearance of favoritism, and decrease the
potential for inappropriate or illegal conduct in the workplace.

3. SCOPE, ASSUMPTIONS & EXCEPTIONS

It is the responsibility of Appointing Authority or designee to ensure compliance with this policy
in their individual departments and to consult with the Labor Relations Unit on this topic.

It is the responsibility of each employee to be informed of this policy and to take steps
necessary to not place themselves in non-compliance with any section or requirement.

The following examples demonstrate this requirement, but are not a complete list of examples of
the types of situations that may arise:

a. The District has requested that an employee serve as acting supervisor in a department
in which the employee's brother or sister is employed.  The employee whom the District
has asked to be acting supervisor should disclose to the Appointing Authority or
designee, before taking the assignment, that the employee's brother or sister is
employed in the department.

b. An employee has applied for a position in a department in which the employee's spouse
works as an Office Specialist.  At the time of the application, the employee applying for
such position should disclose to the Appointing Authority or designee the existence of
this relationship.
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c. It is the responsibility of the Labor Relations Unit to advise Appointing Authority or
designee on achieving compliance with this policy, and to facilitate the resolution of
covered circumstances in the least disruptive manner possible.

4. ROLES & RESPONSIBILITIES

1. Appointing Authority or designee shall make selection decisions that comply with this policy,
whether an applicant is from within or outside the District.

2. Appointing Authority or designee shall consult with the Labor Relations Unit on each case
for guidance on compliance with this policy.

3. When a marriage or domestic partnership arises after employees are hired that falls within
the restrictions of this policy, the affected employees will cooperate with the Appointing
Authority or designee and/or the Labor Relations Unit shall determine the best course of
action for immediately resolving the potential incompatibility, inappropriate conduct, or
appearance of favoritism such a relationship creates.  Such action could include a transfer,
reassignment, and/or other possible options.

4. An employee who is a party to a relationship covered by this policy, who does not comply
after having received notice of such, will be allowed up to 60 calendar days from date of the
notice to present facts that would warrant exemption.  The District would then have up to 60
calendar days to provide a final ruling.  The District will take into account the preferences of
the affected employees.  If a voluntary compliance by the affected employees is not
achieved in a timely manner, only then will the District implement non-disciplinary
reassignment, transfer, demotion or other action, including but not limited to termination of
employment.  When options are available for both employees, the individual with the lesser
amount of District-wide seniority shall be moved.

5. REQUIREMENTS

Governance Policies 

EL-3—Human Resources

Governing Laws 

None

Other Requirements (District Policies, MOUs, Standards, Audit, etc.) 

None

6. ASSOCIATED FORMS & PROCEDURES

DOCUMENT TITLE/ID # DOCUMENT LOCATION(S)

None
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7. DEFINITIONS

Immediate family—A spouse, mother, father, son, daughter, sibling, in-laws, grandparents, and
step relationships (i.e., stepson, stepfather).

Domestic partner—Individuals who reside in the same household and are involved in a
relationship, often holding themselves out to the public as marital partners, but who are not
legally married.

8. CHANGE HISTORY

DATE REVISION COMMENTS

05/01/12 A Transferred to current template.  Minor editorial changes.

10/04/12 B Updated linkage to Board Governance 
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Santa Clara Valley Water District

File No.: 18-0565 Agenda Date: 8/13/2018
Item No.: 4.3.

COMMITTEE AGENDA MEMORANDUM

Diversity & Inclusion Ad Hoc Committee
SUBJECT:
Considerations and Recommendations of Effective Tools for Measuring the Success of the Diversity
and Inclusion Program.

RECOMMENDATION:
Provide Ad Hoc Committee information on the tools used to measure the success of the Diversity and
Inclusion Program.  This is a discussion item and the Committee may provide comments, however,
no action is required.

SUMMARY:
To measure the success of any program, meaningful metrics must be established.  While there are
some generally used industry standards which are used as success indicators - employee
demographics, satisfaction survey results, supplier-side financials - efforts to quantify success can
seem opaque. The reports and tools that the Diversity and Inclusion Program (Program) currently
uses are enumerated in this report. While each measure, standing alone, may not give a complete
picture of the Program’s success, staff believes that all of them together can shed more light on the
effectiveness of the Program.

In addition to the current metrics the Program keeps, the Diversity and Inclusion staff would like to
engage with the Diversity and Inclusion Ad Hoc Committee as well as the Emerging Leaders
Diversity and Inclusion group to solicit any other ideas for statistics by which staff can measure the
efficacy of various components of the Program.

Finally, the Santa Clara Valley Water District’s Diversity and Inclusion Program was accepted into the
Science of Diversity & Inclusion Initiative (SODI). This organization brings together leading
companies and top researchers to design, test, and scale new approaches that accelerate diversity,
inclusivity, and belonging in the workplace. The Diversity and Inclusion Program looks forward to
working with leading diversity and inclusion researchers to ensure that any current or future initiatives
that come from Diversity and Inclusion will be properly measured.

Reports and Tools Currently Used by the Program

I. Great Place to Work Engagement Survey

Organizations often measure employee engagement through a semi-regular engagement survey. In
recent years, the District has chosen the Great Place to Work Trust Index Employee Engagement
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Survey. District employees are set to take another survey this month, but the data from 2016 shows a
large area of opportunity for inclusion. In 2016, the overall score the District received for whether staff
thought the District was a great place to work was low - only 58% of employees agreed with that
statement. Within the survey, employees were asked three questions specifically related to diversity
and bias. Below are the three statements and the number next to them indicate the percentage of
employees who agreed with the statements:

The survey results are attached to this memo (Attachment 2) and while they are plentiful, the results
highlighted above are particularly relevant to how various employees of certain ethnicities feel about
fair treatment. The data is, however, still quite limited. While African American/Black and
Hispanic/Latino employees are far less likely to feel that people are treated fairly regardless of their
age, race or sex, what is not clear is why they feel this way. The engagement survey is anonymous,
and in 2016, the District did not receive any of the employee comments from the survey. Pinpointing
exactly the cause of these feelings is difficult. Moreover, there was a substantial group of staff - 8% -
who identified as “Other” and that group of people was far more likely than any other group to feel
people were not treated fairly at the District. Great Place to Work did read all the employee
comments and provided the following recommendations for improving morale at the District:

(1) Community - Continue to strengthen the sense of community with ongoing
celebrations and social events, both organization-wide and in smaller work units.

(2) Management - Strengthen managers at all levels (anyone with the responsibility of
managing other people) by developing (a) a set of leadership commitments that define
the core responsibilities that every leader must meet; manager competencies should be
updated or developed to align with the leadership commitments (b) core manager
training that includes a custom group in-person session supported by standard online
training resources from outside vendors. The topics could cover people leadership, core
business skills (e.g., budgeting), transparency, accountability and performance
management, inclusive work environments, ethics, two-way communication, and other
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topics to be chosen through a needs assessment (including this survey). For the in-
person core manager training, we suggest using outside resources to design and
deliver the program, and leveraging well-regarded internal leaders as supporting faculty
(c) evaluate managers against the leadership commitments and other expectations,
such as manager competencies.

(3) Career progression - Refresh the mechanisms for career advancement. This could
include a more intentional “stretch assignment” and rotation program. Complete the
classification work and ensure it allows every deserving person a chance for career
progression, including in non-management (technical) pathways.

(4) Communication - Conduct a review of internal communication to determine the most
persistent gaps in desired vs. actual management and organizational communication.
The audit should focus on subject matter, levels, channels and other factors to clarify
the most effective methods of existing communication and to find out where more
meaningful and accountable two-way communication is needed (accountable refers to
managers truly acting on concerns). Develop approaches to address important gaps,
including new mechanisms for communication and training for managers.

(5) Ethics, behavior, and integrity - Strengthen the core ethics and integrity functions
within the district so that ethical violations and other concerns, including those about
bullying and abusive behavior, can be heard and acted upon with confidence in
remediation and without fear of retribution.

(6) Values - Empower a diverse team to work on the district’s stated values: updating or
giving more detail to the meaning of the current values, if needed, and otherwise finding
mechanisms to bring the values to life at consistently high levels.

(7) Trust and transparency - Empower a diverse team to develop recommendations to
improve trust and transparency, with executive management’s commitment to act on
the recommendations or, if choosing not to act, to provide a clear explanation why. Give
the team facilitation and project management support. (Attachment 3)

Since the survey, the Program has strived to implement the first recommendation which is to provide
more social outlets for employees to engage with their co-workers. Leadership and Management
teams have been through Speed of Trust workshops, the CEO has maintained office hours and posts
the outcomes of Chiefs and Management Leadership Team meetings on Aqua.gov and the rotation
programs are being re-worked and will launch soon. These measures to increase morale at the
District were partially informed by Great Place to Work’s post-survey recommendations.

The Great Place to Work engagement survey and corresponding recommendations have provided
the Program with a starting point to attempt to increase the sense of inclusion at the District. Results
from the 2018 survey will tell a new story, particularly as it compares to the 2016 survey.

II. Annual Disparate Impact Report
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Annually, the District commissions a report called the Disparate Impact Report. The Disparate Impact
Report analyzes data provided by the District on: (1) the current workforce including hiring data; (2)
employee movement (promotions, transfers, demotions, or terminations); and (3) employee
compensation to determine if there might be any disparity indicated that could not have happened by
chance. If the report identifies potential areas of disparate impact, staff in the Equal Employment
Opportunity Program and the Office of District Counsel review the findings and determine whether
there is a legitimate justification. The report is communicated by the District’s consultant to the
District’s counsel as a confidential and privileged document.  If desired, a copy can be provided to the
Board by District counsel as a confidential attorney-client communication.

III. FY18 Q3 Applicant v. Hire Data

The degree to which an organization is diverse depends on many variables. The District’s standard
measure of ethnic diversity relies on federal census categorizations.  These categorizations have
some limitations. For example, employees often feel compelled to choose a category that does not
represent their identity, as the categories are broad. More and more, employees are opting to not
disclose their ethnicity. In the most recent round of self-identifications from District employees, 25%
of employees chose not to disclose their identities.

In early FY18, the Board requested that the Diversity and Inclusion Program provide quarterly metric
updates. In March, 2018, Diversity and Inclusion presented a report that included two specific data
sets: (1) the ethnic demographics of the District’s workforce as compared to Santa Clara County by
job groups; and (2) the ethnic demographics of all employment applications received in the quarter as
compared to the actual hires in that quarter. The data sets are provided here for discussion of their
relevance.

Table 1
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Table 1 shows the entire workforce of the District broken up into job groups and compared to the
demographics of Santa Clara County. Staff believe that this data is certainly helpful to have, but given
that the District averages about 20 hires a quarter, these demographics do not change dramatically
quarter after quarter. The data quarter after quarter remains largely the same. Staff recommends
reporting on this data annually.

Table 2 shows the demographics of applicants and hires in FY18 Q2 and Q3. There were 45 open
recruitments in total in those two quarters. While 7% of all applicants in Q3 were African
American/Black - nearly double the percentage in the workforce of Santa Clara County - none were
hired. With Hispanic/Latino applicants in Q3, the District applicant pool was 20% and 20% of the
hires were Hispanic/Latino. There was an overall increase in the percentage of White hires in FY18
Q3 by 16 percentage points.

Table 2

Staff believes that to measure success based on Diversity and Inclusion involvement in recruiting
processes, it must conduct before and after comparisons. For example, Diversity and Inclusion staff
identified a job posting service that touted its ability to reach minority communities through use of
hashtags. A comparison of the applicant pool in the quarter before the implementation of this
sourcing tool and afterwards showed worse results as it related to diversity outreach. While it
appears given data quarter after quarter that this particular sourcing tool is not resulting in more
diverse applicants, Program staff - with its increased partnership with Recruiting - is now in a position
to make recommendations to Recruiting and test their efficacy.

IV. College Summer Interns

Diversity and Inclusion was very involved in the screening process of all 2018 summer interns. First,
for high school interns, Program staff interviewed all applicants with a member of the Human
Resources recruiting staff. Second, for college applicants, Program staff reviewed every application
with a Recruiting staff member. At Diversity and Inclusion’s suggestion, Recruiting and Diversity and
Inclusion did the initial screen of all applicants who met the minimum qualifications. The screening
stripped the applications of the names of the applicants, their grade point averages, schools they
attended, and where they live and any other personal identifying information. The screening process
heavily focused on candidates who showed high levels of emotional intelligence, motivation, self-
awareness, empathy, self-regulation, and social skills in addition to any technical skills candidates
had or were hoping to gain through an internship with the District.
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The results show that this year there was a noticeable increase in the amount of ethnic diversity as
compared to previous years, particularly with African American/Black and Hispanic/Latino interns:

Year Asian AmInd/An Black Hispanic White Two+ Und

2013 30.4% 0.0% 0.0% 26.1% 39.1% 0.0% 4.3%

2014 48.0% 0.0% 0.0% 16.0% 24.0% 0.0% 12.0%

2015 23.3% 0.0% 0.0% 26.7% 43.3% 0.0% 6.7%

2016 34.2% 0.0% 2.6% 18.4% 36.8% 5.3% 2.6%

2017 37.5% 4.2% 4.2% 12.5% 25.0% 16.7% 0.0%

2018 35.9% 0.0% 5.1% 28.2% 23.1% 2.6% 5.1%

Summer College Intern Demographics 2013-2018

Diversity and Inclusion and Recruiting will continue to partner in this manner to screen the most well-
rounded group of college interns each summer for hiring managers to interview.

V. Diversity Training

This year, the Diversity and Inclusion Program begun conducting bias and privilege training. In May
2018, the first audience was a group of 23 Emerging Leaders Program participants. The training was
extremely well-received, with survey results shown below:

Strongly 

Agree Agree Disagree

The instructor(s) was/were prepared and 

knowledgeable about the topic 78% 22% 0%

The content of this course is useful to my 

present job and/or career development 56% 39% 6%

2018 Emerging Leaders D&I Training Session

Because of the success of the training, in June 2018, Diversity and Inclusion staff conducted a
condensed version of the training during a regularly scheduled Management Leadership Team
meeting. The training also received praise in its applicability to managing a diverse workforce.
Diversity and Inclusion looks forward to conducting more trainings to the District workforce.

VI. Use of Diversity and Inclusion Hours/Diversity and Inclusion Workplan Goal

In FY18 and in accordance with the Board’s Budget Priorities, all District staff were allocated 5 hours
a year to dedicate to Diversity and Inclusion. These hours can be used to attend Employee Resource
Group (ERG) events or membership meetings, serve on volunteer committees for Employee
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Recognition and the All Employee Meeting, attend diversity trainings and more. Staff quickly adapted
to this new allocation of resources and at the close of FY18, 2,259 hours were charged to the
Diversity and Inclusion account by staff other than those currently in the Diversity and Inclusion
Program.

The allocation of resources to allow employees to attend programs that they may not have been able
to otherwise shows the dedication and commitment to the program from the Board and leadership.
The use of the hours, particularly coupled with survey data from ERG events, indicates effectiveness
of the events in creating camaraderie and dispelling biases.

Also for the first time ever, a goal was included in every employee’s work plan to demonstrate a
commitment to Diversity and Inclusion. All staff must:

Demonstrate a commitment to diversity, inclusion, increasing employee morale, and employee
engagement through participation in ERG events and initiatives, Employee Recognition events
and initiatives, Inclusion events and initiatives, or other relationship building activities. This
goal can also be achieved by enhancing managerial soft skills through training, coaching or
self-learning.

As of mid-year evaluations in FY2018, 94% of staff had either achieved or were on target to achieve
their Diversity and Inclusion goal.

VII. Employee Resource Groups

Employee Resource Groups (ERGs) are a staple of diversity and inclusion programs across the
industry. While a small handful of organizations, like Deloitte, have moved away from the ERG
model, many within the industry agree that ERGs benefit the organization in their functions as
support groups and business resources.

The ERG program at the District has been steadily growing. Membership in ERGs has increased
from 212 members in 2011 to 582 members today. Many groups have the same members, but even
considering that, the amount of participation increase across the board has nearly tripled over the
past 7 years. ERGs are using their allocated budgets more. In FY18, most groups maxed out, or
nearly maxed out their $1,500 budgets. The ERGs consistently hold a combined total of 30 events
and meetings yearly.

2011 Audit Actual 
Expenditures per ERG FY18 Expenditures

2011 Audit ERG 
Members* 

2018 ERG 
Members*

Asian Pacific Resource Group $950 $1,565 27 136
Association of Black Employees $0 $1,250 25 20
Ability Awareness $325 $1,100 N/A 35
Indo-American Association $0 $900 25 29
LGBT/SA $850 $1,500 34 45
Organization of Latino/a Affairs $977 $1,700.00 64 94
Parents Advisory Network $300 $1,500 N/A 5
Veterans Awareness Group $184 $1,700 37 47

Developing and Recognizing Y 
Gen Professionals N/A $1,600 N/A 93
Green Team N/A $1,500 N/A 78
Total $3,586 $14,315 212 582
*Many employees participate in multiple ERGs
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2011 Audit Actual 
Expenditures per ERG FY18 Expenditures

2011 Audit ERG 
Members* 

2018 ERG 
Members*

Asian Pacific Resource Group $950 $1,565 27 136
Association of Black Employees $0 $1,250 25 20
Ability Awareness $325 $1,100 N/A 35
Indo-American Association $0 $900 25 29
LGBT/SA $850 $1,500 34 45
Organization of Latino/a Affairs $977 $1,700.00 64 94
Parents Advisory Network $300 $1,500 N/A 5
Veterans Awareness Group $184 $1,700 37 47

Developing and Recognizing Y 
Gen Professionals N/A $1,600 N/A 93
Green Team N/A $1,500 N/A 78
Total $3,586 $14,315 212 582
*Many employees participate in multiple ERGs

ERG events aimed at bringing cultural or identity awareness to the District are regularly well-attended
with 100 staff attending on average. Post-event surveys indicate that events are informative and
helpful in building community at the District. Between 2014-2018, 95% of ERG event participants
thought the events were informative and 91% thought that they were great community building
events.

The 2018 fiscal year ended with a District-wide event in which all ERGs and 3 ethnic groups that are
not ERGs participated in called “Taste of Inclusion.” The event showcased all of the different identity
groups at the District and was a big success according to participation numbers and also survey
results. One hundred percent of the survey respondents agreed that it was a great community
building event. Some survey responses to the question “What was your favorite part of this event” are
listed below:

“Seeing how the ERGs encourage camaraderie and cooperation amongst District
employees in different groupings than occur during the course of business, and do so in
such an open and inclusive way.”

“This event was fun! Before Salam advocated for mingling with new coworkers, I was
approached by a coworker from a different building and spoke with him about his
background. It was a great way to meet new people.”

“Food and people--was nice to mingle. Also, I know people have diverse background,
but physically seeing them and chatting with them at their ERG booth really brought
their stories to life.”

VIII. Diversity Snapshots

There are initiatives that Diversity and Inclusion implements that cannot be measured for success
without overloading the workforce with surveys. A prime example of this is the “Diversity Snapshots”
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that get uploaded periodically on the District’s internal webpage. These features highlight different
people at the District and include pictures and stories about their backgrounds. Diversity and
Inclusion gets nominations from staff for upcoming Diversity Snapshots. Included in this
memorandum are a few examples (Attachment 4).

While measuring if these Diversity Snapshots actually move the needle at creating a more inclusive
environment that celebrates diversity is difficult, one thing is clear - staff very much enjoy learning
more about their colleagues. A typical Diversity and Inclusion post advertising an event or charity
drive averages about 105 unique page views. For Diversity Snapshots, the unique page views
average at around 360.

IX. Master Plan 2015-2019

The 2015-2019 Master Plan took into consideration all diversity and inclusion best practices, the
results of the 2011 Leading Edge Audit, and employee engagement survey data to create the Master
Plan. The Master Plan was signed off on by all Board Appointed Officers, Chiefs, the Director of
Ethics and Corporate Governance, and the Deputy Administrative Officer of Human Resources in
2015. To date, 87% of all the tactics in the Master Plan are complete.

Conclusion

Staff has found that the above listed success measures, even with the limitations within each, are
some of the ways to measure the work of Diversity and Inclusion Program. The Diversity and
Inclusion Program looks forward to more engagement with the Diversity and Inclusion Ad Hoc
Committee, Emerging Leaders group, and SODI organization for further refinement of these tools.

ATTACHMENTS:
Attachment 1:  PowerPoint Presentation
Attachment 2:  2016 Great Place to Work Survey Results
Attachment 3:  2016 Great Place to Work Recommendations
Attachment 4:  Diversity Snapshots

UNCLASSIFIED MANAGER:
Anil Comelo, 408-630-2470
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D&I Program Success Measures
August 13, 2018

D&I Ad Hoc Committee
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Current D&I Program Success Measures

I. Great Place to Work Engagement Survey

II. Annual Disparate Impact Report

III. FY 18 Q3 Applicant v. Hire Demographics

IV. FY 18 Q3 Workforce Demographics

V. FY 18 Q2-Q3 Outreach Effort Results

VI. FY 18 Summer Intern Demographics

VII. Diversity Training for Current Staff

VIII. Diversity and Inclusion Hours for Current Staff

IX. Employee Resource Group Metrics

X. Diversity Snapshots

XI. Master Plan Tracking
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Engagement Survey
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Engagement Survey
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Engagement Survey

2016 Great Place To Work Survey Results

Statement Overall
African 

American/ 
Black

American 
Indian/Native 

Hawaiian

Caucasian/
White

Chinese Filipino
Hispanic/

Latino
Indian Japanese Vietnamese

Two or 
more

Other

Total number who took survey 511 18 5 216 34 10 74 13 6 9 27 41

People here are treated fairly 
regardless of their age. 58% 50% 75% 65% 68% 62% 54% 64% 60% 56% 65% 34%

People here are treated fairly 
regardless of their race. 64% 47% 75% 75% 69% 67% 59% 75% 60% 62% 83% 33%

People here are treated fairly 
regardless of their sex. 66% 71% 75% 72% 81% 67% 58% 67% 60% 78% 75% 34%

Below Overall Benchmark

Above Overall Benchmark
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Annual Disparate Impact Report

 Annually, an outside consultant provides a disparate impact report
to EEO

 The report monitors hiring, employee movement and
compensation

 Identification of any potential disparate impact

 EEO reviews results and identifies justifications where they exist

 District’s counsel can provide Board with report as a confidential
attorney-client communication
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FY 18 Q3 Workforce Demographics

7

District Santa Clara District Santa Clara District Santa Clara District Santa Clara District Santa Clara District
Santa 
Clara

# of Ees

Total Organization 47% 43% 5% 3% 19% 19% 22% 34% 7% 1% 60% 57% 729

37% 61% 7% 1% 11% 11% 33% 25% 11% 1% 63% 39% 27

54% 56% 3% 1% 11% 10% 20% 32% 12% 1% 46% 44% 103

35% 42% 4% 1% 14% 7% 44% 48% 3% 3% 65% 58% 129

77% 53% 2% 1% 5% 7% 14% 39% 2% 0% 23% 47% 56

41% 49% 7% 3% 20% 10% 26% 37% 6% 1% 59% 51% 176

48% 38% 0% 4% 28% 15% 16% 41% 8% 1% 52% 62% 25

72% 28% 2% 2% 11% 16% 11% 53% 4% 1% 28% 72% 46

34% 44% 9% 4% 28% 26% 15% 24% 15% 2% 66% 56% 47

38% 36% 0% 6% 38% 29% 25% 27% 0% 2% 63% 64% 8

53% 39% 4% 5% 31% 36% 4% 19% 8% 1% 47% 61% 72

38% 30% 3% 4% 48% 38% 3% 27% 10% 1% 63% 70% 40

4% 2% 1% -12% 6% 3%

Job Group

1.1  Officials & Managers

1.2  Supervisors

2.1  Eng/Tech Proffessionals

2.2  Scientific Professionals

2.3  Admin Professionals

8   Service & Maintenance

3.1  Sr Technicians

3.2  Technicians

6.1  Sr Clerical

6.2  Office & Clerical

7   Skilled Craft

^The categories of American Indian, Native Hawaiian or Other Pacific Islander, and Two or More have been combined

FY18 Q3 DEMOGRAPHIC BY JOB GROUP COMPARISON - DISTRICT / SANTA CLARA COUNTY WORKFORCE * +

Distribution of Demographics 
across job groups

* District data as of March 31, 2018; Santa Clara County Data as of 2010 Census mapped to District Classifications
** 24.3% of employees have not self disclosed their ethnicity; EEOP has identified ethnicity for those individuals as allowed by law.
+ Totals may not add up to 100% due to rounding.

Minority % Hispanic/Latino (%)** Asian (%)** American Indian/NHOPI/Two 
or More (%)**^White (%)** Black (%)**
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FY 18 Q3 Applicant v. Hire Data
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Totals
Q3 Q2 Q3 Q2 Q3 Q2 Q3 Q2 Q3 Q2 Q3 Q2

Workforce for Positions Hired 48% 38% 4% 3% 17% 17% 31% 40% 1% 2% 0% 0%

District Applicant Pool 40% 34% 7% 6% 20% 23% 23% 25% 6% 8% 4% 4%
Applications Received 438 489 70 89 214 337 249 361 66 112 43 59 2527
Total Hires 14 8 0 1 5 6 6 5 0 0 0 0 45
All Hires Percent 56% 40% 0% 5% 20% 30% 24% 25% 0% 0% 0% 0%

FY18 Q3: QUARTERLY APPLICATIONS RECEIVED VERSUS NEW EXTERNAL/INTERNAL HIRES

Notes:
1) Applicant Pool includes all applications received in response to 45 Open Recruitments filled with start date in Q2 or Q3 
2) Hires includes all external and internal new hires from open job postings with start date in Q2 or Q3
3) Percentages rounded to nearest full number
^The categories of American Indian, Native Hawaiian or Other Pacific Islander and Two or More have been combined

White African American/Black Hispanic/Latino Asian 

American Indian/Native 
Hawaiian Pacific Islander/Two 

or More+^ Undisclosed
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Applicant Diversity

 Recent efforts to increase 
diversity in the applicant 
pool seem to have been 
unsuccessful

 Careers in Government 
Contract

Q2 Q3

Quarter over 

Quarter 

Comparison

White 
34% 41% 7%

African American/

Black 6% 6% 0%

Hispanic /Latino 
23% 20% -3%

Asian 
25% 23% -2%

Am In/NHPI/

Two or More % 8% 6% 2%

Undisclosed
4% 4% 0%

Total # of 

Applicants 1447 1080 -367

Applicant Demographics FY 18 Q2 and Q3
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College Intern Data 2013-2018

 The diversity of District summer college interns has steadily increased over
the past 5 years, with the most marked difference this current summer.

 This summer, for the first time, the D&I Program joined HR and screened
all applications with identifying information, GPA, school names removed.

Year Asian AmInd/An Black Hispanic White Two+ Und

2013 30.4% 0.0% 0.0% 26.1% 39.1% 0.0% 4.3%

2014 48.0% 0.0% 0.0% 16.0% 24.0% 0.0% 12.0%

2015 23.3% 0.0% 0.0% 26.7% 43.3% 0.0% 6.7%

2016 34.2% 0.0% 2.6% 18.4% 36.8% 5.3% 2.6%

2017 37.5% 4.2% 4.2% 12.5% 25.0% 16.7% 0.0%

2018 35.9% 0.0% 5.1% 28.2% 23.1% 2.6% 5.1%

Summer College Intern Demographics 2013-2018
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Diversity Training

 In FY18, for the first time, D&I conducted a training for Emerging Leaders 
and MLT on bias and privilege. 

 Below are the results of the anonymous surveys that came out of the 
Emerging Leaders Training. 

Strongly Agree Agree Disagree
The instructor(s) was/were prepared and 

knowledgeable about the topic 78% 22% 0%
The content of this course is useful to my 

present job and/or career development 56% 39% 6%

2018 Emerging Leaders D&I Training Session
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Diversity and Inclusion Hours and Workplan Goals

 In FY18, for the first time ever, all staff were allocated 5 hours to
charge to D&I to attend trainings, ERG events, and ERG meetings.

 Collectively staff, other than D&I staff, used 2,259 hours.

 In FY19, all staff were again allocated 5 hours to dedicate to D&I.

 As of mid-year evaluations in FY2018, 94% of staff had either
achieved or were on target to achieve their Diversity and
Inclusion goal.

Work Plan Goal
Demonstrate a commitment to diversity, inclusion, increasing employee morale, 
and employee engagement through participation in ERG events and initiatives, 
Employee Recognition events and initiatives, Inclusion events and initiatives, or 
other relationship building activities. This goal can also be achieved by enhancing 
managerial soft skills through training, coaching or self-learning.
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Employee Resource Groups

Participation and spending in ERGs has increased significantly since 
the 2011 Audit

2011 Audit Actual 
Expenditures per ERG FY18 Expenditures

2011 Audit ERG 
Members* 

2018 ERG 
Members*

Asian Pacific Resource Group $950 $1,565 27 136
Association of Black Employees $0 $1,250 25 20
Ability Awareness $325 $1,100 N/A 35
Indo-American Association $0 $900 25 29
LGBT/SA $850 $1,500 34 45
Organization of Latino/a Affairs $977 $1,700.00 64 94
Parents Advisory Network $300 $1,500 N/A 5
Veterans Awareness Group $184 $1,700 37 47

Developing and Recognizing Y 
Gen Professionals N/A $1,600 N/A 93
Green Team N/A $1,500 N/A 78
Total $3,586 $14,315 212 582
*Many employees participate in multiple ERGs
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Employee Resource Group Event Surveys

Employee Resource Group Events 2014-2018

Statement
% of Attendees 
Who Agree**

This event was informative. I learned something I 
wouldn’t have known if I had not attended.* 95%

This was a great community building event.*
91%

*Statement varied slightly over the years
**"Strongly Agree" and "Agree" combined

ERG Event attendance over the past 2 years is, on average, 
about 100 attendees
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Taste of Inclusion – June 2018

“Seeing how the ERGs encourage camaraderie 
and cooperation amongst District employees 
in different groupings than occur during the 
course of business, and do so in such an open 
and inclusive way.”

“This event was fun! Before Salam advocated 
for mingling with new coworkers, I was 
approached by a coworker from a different 
building and spoke with him about his 
background. It was a great way to meet new 
people.”

“Food and people--was nice to mingle. Also, I 
know people have diverse background, but 
physically seeing them and chatting with them 
at their ERG booth really brought their stories 
to life.”
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Diversity Snapshot Page Views

 Diversity Snapshots, a
initiative out of D&I, are
very popular with staff.

 While the average post
by D&I often receives
about 105 unique page
views, Diversity
Snapshots receive
around 360 with many
employees commenting
on the post.
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Master Plan 2015-2019: 87% of Tactics Accomplished

Of the 53 specific tactics, 46 are 
ongoing or have been completed.
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RESPONSE PATTERNS

Response Option Organization responses
Work Group 

responses
0 (Blank) 44 7
1 (Almost always untrue) 23 21
2 (Often untrue) 52 33
3 (Sometimes untrue/ sometimes true) 120 95
4 (Often true) 129 162
5 (Almost always true) 143 193

Organization Work Group
Total Responses 467 504
Total 4 and 5 (or True) Responses 272 355
Percentage of "True" Responses 58% 70%

BENCHMARKS

DATA PRESENTATION

©2016 Great Place to Work® Institute, Inc. All rights reserved.

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies 
or derivative benchmarks.  These benchmarks represent the average responses of the nation's top employers as 
established in the annual selection process conducted by Great Place to Work® Institute each year.

Responses sorted by demographic categories are presented in separate columns on the spreadsheet. To protect 
the confidentiality of respondents, only those categories in which 5 or more people responded are reported as 
separate columns.  If a demographic category is too small to appear by itself, its data will be merged with another 
demographic or not shown as a separate column and only included in the totals column.  Some data cells are 
shaded blue to direct attention to the most positive survey results as compared to the benchmark.  Yellow 
shading indicates results that are the least positive in comparison to the benchmark.  In a few cases, slight and 
insignificant anomalies appear in the data totals because of rounding or because of confidential demographic data 
appearing only in the totals column.

GUIDELINES FOR READING SPREADSHEETS
Enclosed are spreadsheets depicting Organization and Work Group results for Santa Clara Valley Water District 
(Overall).  Survey statements are presented in the far left column according to the five dimensions of the Great 
Place to Work® Trust Index©:  Credibility, Respect, Fairness, Pride and Camaraderie.  These dimensions are 
followed by one overarching statement, "Taking everything into account, I would say this is a great place to 
work."  The numbers to the left of the statements indicate the order in which the statements appeared on the 
survey instrument.

Employees were instructed to respond to each statement using a 1-5 scale.  The positive responses to the 
affirmative survey statements, indicating either a 4 (“often true”) or a 5 (“almost always true”), are counted as a 
percentage of the total number of responses received for that statement.  Blanks are not included in calculating 
the response percentage. For example, responses for the statement, "Taking everything into account, I would say this is a 
great place to work, " were as follows:

The percentage of “true” responses (shown here in italics) is presented on the spreadsheets for each statement 
and demographic segmentation.
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Santa Clara Valley Water District (Overall)
Organization Data

2015 50 Best - 
Companies 

Headquartered in 
the San Francisco 

Bay Area Difference

2016 100 Best - 
Unionized 
Employees Difference

2016 100 Best - 
More than 40% 

Minority 
Employees Difference

Between 1928 
and 1945

Between 1946 
and 1964

Between 1965 
and 1980 1981 or later Yes No Female Male Other

Management - 
Frontline or 

Middle Manager

Management - 
Department or 

Division Leader
Number of Responses: 511 1,031 - 10,420 - 29,129 - - 6 191 208 70 17 462 203 269 11 69 17

19 Management keeps me informed about important issues and changes. 39 87 -48 81 -42 83 -44 -21 67 32 37 62 27 39 38 40 18 35 56
7 Management makes its expectations clear. 33 87 -54 84 -51 84 -51 -29 50 26 31 60 19 34 34 35 10 29 47
8 I can ask management any reasonable question and get a straight answer. 34 88 -54 82 -48 82 -48 -28 50 30 32 56 19 35 36 35 10 26 53

14 Management is approachable, easy to talk with. 36 92 -56 85 -49 86 -50 -33 50 31 36 56 25 38 35 40 9 40 56
45 Management is competent at running the business. 43 92 -49 87 -44 88 -45 -22 67 29 46 69 24 44 50 39 9 40 65
57 Management hires people who fit in well here. 41 92 -51 82 -41 83 -42 -20 50 32 43 72 33 43 46 41 0 35 60
25 Management does a good job of assigning and coordinating people. 30 86 -56 80 -50 80 -50 -28 50 22 31 55 13 31 32 30 30 24 31
21 Management trusts people to do a good job without watching over their shoulders. 43 91 -48 87 -44 86 -43 -28 67 34 45 63 33 44 43 43 27 35 79
26 People here are given a lot of responsibility. 50 94 -44 88 -38 88 -38 -23 67 45 50 68 40 51 49 52 36 55 71
20 Management has a clear view of where the organization is going and how to get there. 33 86 -53 84 -51 84 -51 -22 17 27 30 62 13 34 36 34 0 29 50
32 Management delivers on its promises. 30 90 -60 79 -49 81 -51 -29 33 23 31 52 19 31 30 32 0 22 47
35 Management's actions match its words. 29 89 -60 80 -51 81 -52 -31 17 22 31 55 19 31 29 32 0 25 44
41 I believe management would lay people off only as a last resort. 68 92 -24 86 -18 84 -16 -9 67 66 70 73 56 69 72 67 20 72 93
49 Management is honest and ethical in its business practices. 36 97 -61 88 -52 89 -53 -32 50 29 35 61 6 38 35 39 9 35 59

Credibility Average 39 90 -51 84 -45 84 -45 -25 50 32 39 62 25 40 40 40 13 36 58

9 I am offered training or development to further myself professionally. 60 88 -28 83 -23 84 -24 -14 83 57 59 68 33 61 56 63 45 69 88
2 I am given the resources and equipment to do my job. 55 91 -36 88 -33 89 -34 -16 83 48 56 74 31 56 60 52 50 43 50

10 Management shows appreciation for good work and extra effort. 39 90 -51 82 -43 84 -45 -25 33 33 39 61 25 41 40 41 0 39 71
15 Management recognizes honest mistakes as part of doing business. 38 92 -54 84 -46 84 -46 -30 50 33 37 62 19 40 39 39 36 31 62
16 Management genuinely seeks and responds to suggestions and ideas. 29 88 -59 80 -51 81 -52 -32 33 22 30 50 12 30 29 31 0 28 56
22 Management involves people in decisions that affect their jobs or work environment. 28 84 -56 76 -48 76 -48 -28 33 23 30 47 25 29 30 30 0 22 53
3 This is a physically safe place to work. 81 98 -17 94 -13 95 -14 -2 67 77 83 88 67 82 86 80 20 87 94

27 This is a psychologically and emotionally healthy place to work. 47 92 -45 83 -36 83 -36 -15 33 39 47 75 27 49 50 48 0 42 73
36 Our facilities contribute to a good working environment. 59 95 -36 90 -31 89 -30 -7 67 54 62 69 67 60 61 61 27 62 65
53 I am able to take time off from work when I think it's necessary. 83 94 -11 88 -5 90 -7 -4 100 85 79 91 71 83 84 84 50 74 100
43 People are encouraged to balance their work life and their personal life. 54 89 -35 82 -28 83 -29 -18 100 49 54 76 50 56 58 53 60 38 59
50 Management shows a sincere interest in me as a person, not just an employee. 34 91 -57 82 -48 82 -48 -31 60 29 32 53 25 35 36 35 0 28 69
47 We have special and unique benefits here. 69 91 -22 86 -17 85 -16 -4 100 71 66 79 71 69 74 67 60 66 81

Respect Average 52 91 -39 84 -32 85 -33 -17 65 47 52 69 39 53 54 53 26 48 71

11 People here are paid fairly for the work they do. 65 86 -21 77 -12 78 -13 -5 83 66 64 73 73 66 70 64 55 66 81
18 I feel I receive a fair share of the profits made by this organization. 36 85 -49 70 -34 73 -37 -9 40 27 39 57 23 38 37 38 10 29 22
4 Everyone has an opportunity to get special recognition. 42 89 -47 81 -39 83 -41 -15 83 37 41 58 31 43 43 43 18 42 69

52 I am treated as a full member here regardless of my position. 53 92 -39 87 -34 88 -35 -19 83 47 56 68 29 55 55 55 27 51 73
29 Promotions go to those who best deserve them. 28 87 -59 74 -46 74 -46 -25 83 22 27 53 12 30 24 32 18 26 57
23 Managers avoid playing favorites. 28 84 -56 73 -45 73 -45 -29 33 23 28 51 12 30 23 34 9 27 62
42 People avoid politicking and backstabbing as ways to get things done. 29 91 -62 77 -48 76 -47 -29 33 26 27 48 12 30 30 30 0 25 56
28 People here are treated fairly regardless of their age. 58 97 -39 89 -31 90 -32 -13 83 49 63 71 47 60 56 61 27 65 79
33 People here are treated fairly regardless of their race. 64 97 -33 93 -29 93 -29 -15 100 54 67 88 25 67 69 63 18 69 80
37 People here are treated fairly regardless of their sex. 66 96 -30 93 -27 93 -27 -11 100 59 67 85 33 68 61 73 30 71 67
44 People here are treated fairly regardless of their sexual orientation. 83 98 -15 95 -12 96 -13 -2 100 80 84 89 56 84 84 84 33 85 88
46 If I am unfairly treated, I believe I'll be given a fair shake if I appeal. 38 88 -50 80 -42 80 -42 -19 40 33 34 67 19 39 41 38 0 30 59

Fairness Average 50 91 -41 83 -33 83 -33 -16 73 44 50 68 31 51 50 52 20 49 68

54 I feel I make a difference here. 55 92 -37 88 -33 88 -33 -23 67 51 58 66 31 57 59 56 10 62 73
12 My work has special meaning: this is not "just a job". 58 91 -33 87 -29 86 -28 -18 83 56 57 70 29 60 61 58 33 66 80
17 When I look at what we accomplish, I feel a sense of pride. 57 95 -38 91 -34 91 -34 -23 50 53 59 67 33 58 64 54 27 69 87
5 People here are willing to give extra to get the job done. 42 94 -52 85 -43 85 -43 -28 50 39 44 50 40 43 44 44 10 41 47

51 I want to work here for a long time. 63 90 -27 87 -24 87 -24 -8 67 55 67 80 46 65 64 65 50 58 87
38 I'm proud to tell others I work here. 61 97 -36 93 -32 93 -32 -10 83 57 62 77 43 63 62 62 40 64 88
30 People look forward to coming to work here. 44 94 -50 82 -38 82 -38 -17 67 44 39 60 21 45 44 45 20 41 71
24 I feel good about the ways we contribute to the community. 74 96 -22 91 -17 92 -18 -11 67 70 76 87 75 75 82 71 45 78 93

Pride Average 57 94 -37 88 -31 88 -31 -17 67 53 58 69 40 58 60 57 30 60 78

31 I can be myself around here. 50 94 -44 89 -39 88 -38 -17 33 43 54 65 20 52 59 47 9 49 75
40 People celebrate special events around here. 70 96 -26 87 -17 88 -18 2 100 69 68 80 50 71 72 70 64 62 100
34 People care about each other here. 51 97 -46 88 -37 88 -37 -21 50 48 49 75 44 53 56 52 0 53 71
1 This is a friendly place to work. 63 98 -35 94 -31 94 -31 -15 50 58 68 72 44 65 70 62 27 65 88

56 This is a fun place to work. 48 94 -46 84 -36 85 -37 -10 50 46 46 68 38 50 53 48 0 38 67
55 When you join the company, you are made to feel welcome. 74 96 -22 94 -20 94 -20 -8 100 71 74 86 50 76 75 77 40 76 88
13 When people change jobs or work units, they are made to feel right at home. 46 94 -48 88 -42 88 -42 -22 50 40 49 63 25 48 46 49 12 47 71
39 There is a "family" or "team" feeling here. 38 95 -57 86 -48 87 -49 -26 67 35 38 51 20 40 43 37 10 32 57
48 We're all in this together. 43 93 -50 86 -43 86 -43 -26 50 37 44 62 27 44 46 44 10 38 69
6 You can count on people to cooperate. 38 92 -54 84 -46 84 -46 -28 50 34 40 43 38 38 37 40 10 35 53

Camaraderie Average 52 95 -43 88 -36 88 -36 -17 60 48 53 67 36 54 56 53 19 49 74

Great Place to Work®
58 Taking everything into account, I would say this is a great place to work. 58 95 -37 91 -33 91 -33 -12 40 54 58 81 36 61 62 60 0 51 88

Average of all Great Place to Work® Model© Statements 49 92 -43 85 -36 86 -37 -19 62 44 50 67 33 51 51 50 21 47 69

Client-Specific Statements
59 I feel the District has effective processes in place to ensure the delivery of quality products and ser 49 -15 50 42 51 68 33 50 56 46 0 38 62
60 People are not ridiculed due to their background, personal traits, or characteristics. 75 -7 80 72 76 84 76 76 78 75 40 79 75
61 Consequences for poor performers in our organization are reasonable and timely. 23 -18 40 20 26 36 6 25 19 29 10 16 25
62 My manager/supervisor provides me with timely feedback on my work. 45 -22 60 41 46 66 21 48 46 49 27 41 58
63 I feel like I can raise issues without fear of retaliation. 38 -21 20 35 36 61 14 40 34 43 0 34 69
64 I know where to turn for guidance at work about ethical issues, harassment or discrimination. 68 -9 80 64 66 91 69 69 70 70 11 71 88

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies or derivative benchmarks.  These 
©2016 Great Place to Work® Institute, Inc.  All rights reserved.

Blue shading highlights results that are less than 29 points below the corresponding benchmark.  Yellow shading indicates responses more than 56 
Categories with fewer than 5 respondents are not shown to protect confidentiality.
Numbers may vary slightly due to rounding and confidential data appearing only in the totals column.
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Santa Clara Valley Water District (Overall)
Organization Data

Number of Responses: 511
19 Management keeps me informed about important issues and changes. 39

7 Management makes its expectations clear. 33
8 I can ask management any reasonable question and get a straight answer. 34

14 Management is approachable, easy to talk with. 36
45 Management is competent at running the business. 43
57 Management hires people who fit in well here. 41
25 Management does a good job of assigning and coordinating people. 30
21 Management trusts people to do a good job without watching over their shoulders. 43
26 People here are given a lot of responsibility. 50
20 Management has a clear view of where the organization is going and how to get there. 33
32 Management delivers on its promises. 30
35 Management's actions match its words. 29
41 I believe management would lay people off only as a last resort. 68
49 Management is honest and ethical in its business practices. 36

Credibility Average 39

9 I am offered training or development to further myself professionally. 60
2 I am given the resources and equipment to do my job. 55

10 Management shows appreciation for good work and extra effort. 39
15 Management recognizes honest mistakes as part of doing business. 38
16 Management genuinely seeks and responds to suggestions and ideas. 29
22 Management involves people in decisions that affect their jobs or work environment. 28
3 This is a physically safe place to work. 81

27 This is a psychologically and emotionally healthy place to work. 47
36 Our facilities contribute to a good working environment. 59
53 I am able to take time off from work when I think it's necessary. 83
43 People are encouraged to balance their work life and their personal life. 54
50 Management shows a sincere interest in me as a person, not just an employee. 34
47 We have special and unique benefits here. 69

Respect Average 52

11 People here are paid fairly for the work they do. 65
18 I feel I receive a fair share of the profits made by this organization. 36
4 Everyone has an opportunity to get special recognition. 42

52 I am treated as a full member here regardless of my position. 53
29 Promotions go to those who best deserve them. 28
23 Managers avoid playing favorites. 28
42 People avoid politicking and backstabbing as ways to get things done. 29
28 People here are treated fairly regardless of their age. 58
33 People here are treated fairly regardless of their race. 64
37 People here are treated fairly regardless of their sex. 66
44 People here are treated fairly regardless of their sexual orientation. 83
46 If I am unfairly treated, I believe I'll be given a fair shake if I appeal. 38

Fairness Average 50

54 I feel I make a difference here. 55
12 My work has special meaning: this is not "just a job". 58
17 When I look at what we accomplish, I feel a sense of pride. 57
5 People here are willing to give extra to get the job done. 42

51 I want to work here for a long time. 63
38 I'm proud to tell others I work here. 61
30 People look forward to coming to work here. 44
24 I feel good about the ways we contribute to the community. 74

Pride Average 57

31 I can be myself around here. 50
40 People celebrate special events around here. 70
34 People care about each other here. 51
1 This is a friendly place to work. 63

56 This is a fun place to work. 48
55 When you join the company, you are made to feel welcome. 74
13 When people change jobs or work units, they are made to feel right at home. 46
39 There is a "family" or "team" feeling here. 38
48 We're all in this together. 43
6 You can count on people to cooperate. 38

Camaraderie Average 52

Great Place to Work®
58 Taking everything into account, I would say this is a great place to work. 58

Average of all Great Place to Work® Model© Statements 49

Client-Specific Statements
59 I feel the District has effective processes in place to ensure the delivery of quality products and ser 49
60 People are not ridiculed due to their background, personal traits, or characteristics. 75
61 Consequences for poor performers in our organization are reasonable and timely. 23
62 My manager/supervisor provides me with timely feedback on my work. 45
63 I feel like I can raise issues without fear of retaliation. 38
64 I know where to turn for guidance at work about ethical issues, harassment or discrimination. 68

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies or derivative benchmarks.  These 
©2016 Great Place to Work® Institute, Inc.  All rights reserved.

Blue shading highlights results that are less than 29 points below the corresponding benchmark.  Yellow shading indicates responses more than 56 
Categories with fewer than 5 respondents are not shown to protect confidentiality.
Numbers may vary slightly due to rounding and confidential data appearing only in the totals column.

Overall 2016 
ORG (Jun 2016)

C
re

di
bi

lit
y

R
es

pe
ct

Fa
ir

ne
ss

Pr
id

e
C

am
ar

ad
er

ie

Management - 
Executive/C-
Level Leader

Employee/ 
Individual 

Contributor Yes No
Prefer not to 

answer
CEO/Clerk/Coun

sel/Admin Water Utility Watershed
African American 

or Black

American Indian 
or Alaskan 

Native
Caucasian or 

White Chinese Filipino Hispanic/Latino Indian Japanese Vietnamese
Two or More 

Races Other
15 400 15 412 52 152 178 137 18 5 216 34 10 74 13 6 9 27 41
43 38 33 41 25 39 38 42 28 50 39 41 70 38 42 60 43 39 26
29 33 36 37 8 31 34 36 29 25 34 45 80 33 42 60 22 27 16
36 34 36 38 10 32 37 36 24 50 36 43 78 30 50 60 22 32 16
43 35 36 40 14 36 36 38 31 50 37 42 75 35 58 20 33 48 18
43 42 53 47 12 49 41 43 41 50 41 47 67 50 64 60 78 40 16
31 42 56 45 15 45 41 42 27 50 43 50 56 52 58 60 44 48 14
25 31 42 32 13 32 27 34 29 50 27 36 67 35 36 25 44 30 18
36 43 58 45 22 40 45 45 35 50 42 46 67 46 50 60 86 39 27
64 48 67 51 37 50 48 54 39 75 49 46 89 48 50 20 56 78 41
14 34 50 36 10 32 36 31 24 50 35 42 70 34 42 60 33 30 5
29 31 36 33 6 31 33 26 24 50 28 39 62 30 58 60 22 41 8
29 29 42 32 8 30 31 30 18 50 29 42 67 30 50 60 11 41 8
86 65 57 71 52 72 66 70 76 75 71 76 60 64 82 60 78 79 41
57 34 50 40 12 38 38 35 35 50 36 43 56 35 50 40 50 48 19
40 38 46 42 17 40 39 40 33 52 39 45 69 40 52 51 44 45 19

57 57 43 63 46 57 55 67 59 75 67 68 78 51 75 60 33 55 38
50 57 53 58 40 53 57 55 50 50 57 59 89 57 67 40 78 57 32
43 37 40 42 20 38 38 44 41 25 40 50 80 33 42 60 38 50 23
21 39 45 41 16 41 40 33 24 50 37 48 57 44 42 60 44 41 26
42 28 33 32 10 32 29 29 22 25 30 35 78 28 42 60 33 30 11
46 28 46 31 8 29 29 29 24 50 28 41 67 28 45 40 38 30 8
71 79 80 84 64 85 83 77 82 100 85 84 90 78 75 40 100 86 63
31 47 47 51 19 47 51 47 35 75 48 58 56 49 58 60 100 57 16
64 58 60 62 39 60 61 56 67 50 60 69 67 58 83 60 67 64 37
85 84 75 85 68 81 82 86 89 100 86 90 89 79 83 60 89 68 71
54 57 43 57 42 51 53 63 50 75 56 66 78 47 75 60 67 48 41
38 33 27 37 17 33 36 33 19 50 36 48 56 26 42 60 38 39 17
62 69 77 71 55 74 61 75 76 100 72 77 100 61 58 60 89 64 54
51 52 52 55 34 53 52 54 49 63 54 61 76 49 61 55 63 53 33

79 64 60 68 52 67 67 66 88 100 67 64 78 70 42 60 56 74 54
36 38 50 39 21 27 39 47 31 50 38 43 71 41 36 0 50 39 17
36 41 36 45 22 42 42 45 28 75 45 62 70 34 50 40 44 48 23
50 53 54 57 31 51 55 58 47 50 57 58 67 50 64 60 67 65 32
38 27 42 30 15 27 33 29 24 0 31 32 38 29 27 60 38 38 13
25 27 50 31 8 25 34 28 31 25 29 41 50 32 27 40 50 30 11
8 29 23 32 10 28 30 32 31 50 29 35 50 30 27 20 50 35 10

67 55 46 62 33 57 63 57 50 50 65 68 62 54 64 60 56 65 34
79 62 67 70 33 62 67 70 47 75 75 69 67 59 75 60 62 83 33
71 65 57 71 42 58 71 73 71 75 72 81 67 58 67 60 78 75 34
86 81 54 87 64 78 84 87 94 75 89 87 89 73 90 60 88 96 62
38 38 42 41 16 39 40 36 31 75 35 48 56 36 45 60 62 50 20
52 49 48 53 29 47 52 53 48 58 53 58 64 47 51 51 58 59 29

71 53 62 58 34 58 56 53 59 75 59 67 78 48 58 40 62 59 36
64 55 77 60 37 62 56 59 72 100 57 66 78 58 75 60 62 64 41
50 53 69 59 39 64 53 54 56 75 60 69 88 53 58 60 67 61 28
46 42 36 45 29 40 46 45 41 100 44 48 80 39 36 20 33 52 21
54 64 58 68 40 61 62 70 71 75 64 77 78 60 67 40 89 73 49
54 60 60 66 29 60 62 65 76 75 64 65 67 65 75 40 67 74 37
31 43 67 47 15 43 42 48 40 75 43 55 60 43 55 40 67 55 24
71 72 86 77 56 79 73 72 88 100 77 74 89 72 83 60 100 87 51
56 55 64 60 35 58 56 58 63 84 58 65 77 55 64 45 69 66 36

43 50 64 53 26 48 52 52 50 50 53 62 78 49 64 40 50 52 21
71 71 73 72 62 70 72 68 72 75 70 84 70 69 75 50 67 78 62
50 50 71 54 33 52 54 53 39 50 60 71 67 45 50 60 56 52 26
43 63 67 66 47 67 67 58 61 75 69 72 90 56 67 40 78 70 36
46 49 46 52 26 50 46 55 47 50 49 59 67 49 58 50 78 59 20
71 73 64 78 56 73 75 77 89 75 79 75 89 67 75 60 78 78 56
43 45 50 50 18 46 49 46 44 50 49 69 100 42 45 50 44 43 25
38 38 23 41 19 37 41 38 29 25 40 57 62 37 55 40 22 39 22
43 43 38 46 26 47 43 44 39 75 45 48 67 41 67 60 33 57 16
29 38 50 39 23 39 43 32 33 25 38 44 60 36 58 60 44 45 16
48 52 56 55 34 53 54 52 51 55 55 64 74 49 62 51 55 58 30

57 59 60 63 30 58 58 63 67 75 62 72 78 62 45 60 88 61 21
49 49 52 52 29 49 50 51 48 61 51 58 72 48 57 51 57 55 29

43 50 38 53 19 53 48 47 47 100 50 58 78 49 50 40 67 52 17
79 74 50 80 53 74 81 75 61 75 82 78 89 72 73 60 75 79 57
29 25 17 25 17 22 27 25 22 25 20 38 50 30 30 40 12 22 16
50 46 50 50 20 44 46 50 44 50 51 54 57 45 36 60 38 57 25
43 37 29 42 13 34 41 41 29 50 42 53 62 37 36 40 25 35 11
93 65 80 72 39 72 69 66 61 75 75 77 62 69 73 60 75 65 38

Race/ Ethnicity (Custom) Level LGBT Organizational Area
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Santa Clara Valley Water District (Overall)
Organization Data

Number of Responses: 511
19 Management keeps me informed about important issues and changes. 39

7 Management makes its expectations clear. 33
8 I can ask management any reasonable question and get a straight answer. 34

14 Management is approachable, easy to talk with. 36
45 Management is competent at running the business. 43
57 Management hires people who fit in well here. 41
25 Management does a good job of assigning and coordinating people. 30
21 Management trusts people to do a good job without watching over their shoulders. 43
26 People here are given a lot of responsibility. 50
20 Management has a clear view of where the organization is going and how to get there. 33
32 Management delivers on its promises. 30
35 Management's actions match its words. 29
41 I believe management would lay people off only as a last resort. 68
49 Management is honest and ethical in its business practices. 36

Credibility Average 39

9 I am offered training or development to further myself professionally. 60
2 I am given the resources and equipment to do my job. 55

10 Management shows appreciation for good work and extra effort. 39
15 Management recognizes honest mistakes as part of doing business. 38
16 Management genuinely seeks and responds to suggestions and ideas. 29
22 Management involves people in decisions that affect their jobs or work environment. 28
3 This is a physically safe place to work. 81

27 This is a psychologically and emotionally healthy place to work. 47
36 Our facilities contribute to a good working environment. 59
53 I am able to take time off from work when I think it's necessary. 83
43 People are encouraged to balance their work life and their personal life. 54
50 Management shows a sincere interest in me as a person, not just an employee. 34
47 We have special and unique benefits here. 69

Respect Average 52

11 People here are paid fairly for the work they do. 65
18 I feel I receive a fair share of the profits made by this organization. 36
4 Everyone has an opportunity to get special recognition. 42

52 I am treated as a full member here regardless of my position. 53
29 Promotions go to those who best deserve them. 28
23 Managers avoid playing favorites. 28
42 People avoid politicking and backstabbing as ways to get things done. 29
28 People here are treated fairly regardless of their age. 58
33 People here are treated fairly regardless of their race. 64
37 People here are treated fairly regardless of their sex. 66
44 People here are treated fairly regardless of their sexual orientation. 83
46 If I am unfairly treated, I believe I'll be given a fair shake if I appeal. 38

Fairness Average 50

54 I feel I make a difference here. 55
12 My work has special meaning: this is not "just a job". 58
17 When I look at what we accomplish, I feel a sense of pride. 57
5 People here are willing to give extra to get the job done. 42

51 I want to work here for a long time. 63
38 I'm proud to tell others I work here. 61
30 People look forward to coming to work here. 44
24 I feel good about the ways we contribute to the community. 74

Pride Average 57

31 I can be myself around here. 50
40 People celebrate special events around here. 70
34 People care about each other here. 51
1 This is a friendly place to work. 63

56 This is a fun place to work. 48
55 When you join the company, you are made to feel welcome. 74
13 When people change jobs or work units, they are made to feel right at home. 46
39 There is a "family" or "team" feeling here. 38
48 We're all in this together. 43
6 You can count on people to cooperate. 38

Camaraderie Average 52

Great Place to Work®
58 Taking everything into account, I would say this is a great place to work. 58

Average of all Great Place to Work® Model© Statements 49

Client-Specific Statements
59 I feel the District has effective processes in place to ensure the delivery of quality products and ser 49
60 People are not ridiculed due to their background, personal traits, or characteristics. 75
61 Consequences for poor performers in our organization are reasonable and timely. 23
62 My manager/supervisor provides me with timely feedback on my work. 45
63 I feel like I can raise issues without fear of retaliation. 38
64 I know where to turn for guidance at work about ethical issues, harassment or discrimination. 68

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies or derivative benchmarks.  These 
©2016 Great Place to Work® Institute, Inc.  All rights reserved.

Blue shading highlights results that are less than 29 points below the corresponding benchmark.  Yellow shading indicates responses more than 56 
Categories with fewer than 5 respondents are not shown to protect confidentiality.
Numbers may vary slightly due to rounding and confidential data appearing only in the totals column.
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Children Elders
Both children and 

elders
Neither children 

nor elders Extended Family Less than 2 years 2 years to 5 years
6 years to 10 

years
11 years to 15 

years
16 years to 20 

years Over 20 years
Managerial/Super

visory
Administrative/Cl

erical
Technical/Engine
ering Professional

Other 
Professional Skilled Craft

Operations/Servic
e Yes No

198 36 58 140 20 94 47 50 155 65 73 84 66 145 100 32 54 35 442
40 25 23 46 59 72 38 32 28 22 38 41 51 35 37 43 39 41 39
33 21 23 41 53 67 38 23 23 15 33 33 34 31 34 45 33 33 34
33 21 28 44 56 78 35 17 22 20 32 33 29 36 37 42 32 29 35
38 18 30 45 44 64 42 33 26 25 37 44 36 36 35 40 32 38 37
43 33 42 47 58 78 46 38 34 29 33 44 57 37 42 48 45 36 43
44 29 39 45 59 79 56 27 28 32 34 41 51 40 41 43 43 35 43
28 26 22 35 53 65 34 22 19 19 27 27 36 28 28 41 35 37 30
42 38 33 46 76 77 44 37 35 25 38 44 47 40 41 55 41 42 44
52 48 39 52 59 72 64 52 39 37 45 55 48 49 50 59 45 42 50
31 29 22 42 53 67 42 21 20 23 30 32 40 34 29 32 36 32 34
30 25 24 31 53 67 36 20 20 17 24 27 33 29 33 36 27 39 30
30 16 20 36 47 68 34 18 19 15 29 29 33 29 28 28 35 39 30
69 60 56 73 78 85 76 61 61 70 62 79 83 69 63 55 56 69 68
39 30 33 36 53 77 40 20 28 20 30 44 38 29 35 43 38 23 38
39 30 31 44 57 73 44 30 29 26 35 41 44 37 38 44 38 38 40

59 36 54 74 59 80 67 43 49 63 58 73 53 56 57 58 62 48 61
55 36 53 60 67 83 61 43 50 46 46 42 82 47 65 55 49 45 56
38 25 30 48 61 78 41 23 33 18 36 47 39 38 41 45 31 35 40
38 27 31 43 61 77 36 30 29 27 32 37 49 34 42 38 40 32 39
29 22 23 35 47 60 32 20 20 18 27 36 32 26 28 21 32 38 29
29 22 19 34 53 64 32 17 20 17 25 33 31 26 28 28 29 30 29
81 79 78 87 78 97 80 75 79 80 70 87 88 82 81 77 69 72 82
45 52 44 55 53 82 54 28 41 31 40 47 53 49 44 50 41 47 48
62 45 60 60 78 83 59 60 53 53 46 66 58 61 60 57 53 71 59
82 82 69 90 88 92 86 83 82 79 77 82 93 83 76 90 85 87 82
55 50 51 61 65 87 59 51 48 37 49 46 60 58 54 55 58 52 56
33 30 31 37 50 66 42 21 26 22 25 42 32 37 31 24 28 30 35
72 68 51 73 81 79 67 66 69 67 65 72 78 66 74 72 62 60 70
52 44 46 58 65 79 55 43 46 43 46 55 57 51 53 52 49 50 53

66 59 59 70 83 86 66 53 62 55 67 73 69 62 67 81 53 53 67
38 23 21 47 46 64 32 37 30 29 22 30 38 40 38 42 33 37 38
43 31 31 46 67 73 49 20 34 37 32 44 38 39 46 55 39 47 42
53 53 48 57 75 77 59 56 43 42 56 56 56 54 48 62 56 47 55
32 13 31 28 38 62 36 20 19 18 29 32 21 26 27 29 41 17 30
30 22 27 26 65 62 37 22 21 12 24 34 21 27 22 41 38 33 29
32 19 23 32 39 56 28 18 23 22 25 28 34 28 27 25 33 28 30
63 47 51 59 76 84 67 38 47 56 60 62 66 57 49 66 67 52 60
68 52 54 68 78 94 74 70 56 46 57 68 69 66 63 63 65 53 67
70 55 55 71 72 89 73 62 59 53 60 72 69 71 56 67 69 65 67
87 68 71 88 88 95 93 89 76 78 74 84 89 83 83 83 76 74 84
40 27 37 40 62 76 43 27 30 32 23 37 38 33 40 39 45 32 39
52 39 42 53 66 77 55 43 42 40 45 52 51 49 48 55 51 45 51

54 58 44 60 81 69 57 57 50 51 56 61 53 54 60 55 49 50 57
59 66 53 62 72 78 68 42 56 46 55 67 63 52 62 61 50 45 59
59 48 48 59 76 83 52 47 48 55 54 68 59 51 64 55 46 44 58
43 45 31 47 44 59 40 17 40 41 44 42 44 46 38 52 34 39 43
67 52 59 66 94 84 71 57 60 61 48 61 68 57 65 72 76 53 65
66 56 50 65 67 86 67 59 58 57 42 65 71 57 62 60 63 65 62
44 39 38 45 71 66 48 31 36 34 47 45 49 39 40 57 49 31 45
74 68 71 81 88 92 82 62 68 73 70 82 82 68 81 73 62 65 76
58 54 49 61 74 77 61 46 52 52 52 61 61 53 59 61 53 49 58

55 34 43 55 50 72 51 39 47 44 45 54 54 49 56 50 38 48 51
73 66 65 66 89 93 65 68 68 59 59 73 77 69 72 76 65 76 70
51 55 46 56 61 76 60 35 46 43 51 53 56 51 57 43 46 48 53
64 48 54 71 72 87 59 48 57 71 57 63 70 69 64 55 55 56 65
48 45 49 53 62 80 43 39 43 41 38 48 57 44 49 55 50 53 49
77 64 69 80 76 92 80 70 70 69 65 74 78 71 73 90 74 84 74
46 28 44 56 59 79 45 36 38 46 37 54 39 48 47 55 39 45 47
37 28 35 44 61 65 38 28 30 34 35 38 45 37 36 50 37 37 39
42 39 37 51 53 71 48 26 37 33 37 44 53 42 44 37 46 48 43
36 33 39 43 39 58 37 17 33 35 40 38 39 41 40 33 31 39 38
53 44 48 58 62 77 53 41 47 48 46 54 57 52 54 54 48 54 53

60 58 42 68 59 86 59 45 52 61 50 60 72 54 55 70 59 61 60
50 41 42 54 64 77 53 40 42 41 44 52 54 48 49 53 47 47 50

49 39 40 50 75 74 58 39 40 47 39 46 62 38 52 48 63 47 50
78 74 69 79 78 88 82 74 72 73 67 78 81 79 71 71 69 77 76
22 16 28 28 44 51 21 15 20 19 17 23 15 26 20 11 43 24 24
45 42 31 56 56 77 49 32 37 39 44 46 56 41 45 38 60 45 47
41 26 22 44 59 69 40 30 29 31 34 35 42 41 35 43 39 35 40
67 74 63 72 88 89 80 62 64 60 56 75 68 67 74 52 68 66 69

Responsibility Tenure Type of Work (Custom) Veteran Status
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Santa Clara Valley Water District (Overall)
Organization Data

Number of Responses: 511
19 Management keeps me informed about important issues and changes. 39

7 Management makes its expectations clear. 33
8 I can ask management any reasonable question and get a straight answer. 34

14 Management is approachable, easy to talk with. 36
45 Management is competent at running the business. 43
57 Management hires people who fit in well here. 41
25 Management does a good job of assigning and coordinating people. 30
21 Management trusts people to do a good job without watching over their shoulders. 43
26 People here are given a lot of responsibility. 50
20 Management has a clear view of where the organization is going and how to get there. 33
32 Management delivers on its promises. 30
35 Management's actions match its words. 29
41 I believe management would lay people off only as a last resort. 68
49 Management is honest and ethical in its business practices. 36

Credibility Average 39

9 I am offered training or development to further myself professionally. 60
2 I am given the resources and equipment to do my job. 55

10 Management shows appreciation for good work and extra effort. 39
15 Management recognizes honest mistakes as part of doing business. 38
16 Management genuinely seeks and responds to suggestions and ideas. 29
22 Management involves people in decisions that affect their jobs or work environment. 28
3 This is a physically safe place to work. 81

27 This is a psychologically and emotionally healthy place to work. 47
36 Our facilities contribute to a good working environment. 59
53 I am able to take time off from work when I think it's necessary. 83
43 People are encouraged to balance their work life and their personal life. 54
50 Management shows a sincere interest in me as a person, not just an employee. 34
47 We have special and unique benefits here. 69

Respect Average 52

11 People here are paid fairly for the work they do. 65
18 I feel I receive a fair share of the profits made by this organization. 36
4 Everyone has an opportunity to get special recognition. 42

52 I am treated as a full member here regardless of my position. 53
29 Promotions go to those who best deserve them. 28
23 Managers avoid playing favorites. 28
42 People avoid politicking and backstabbing as ways to get things done. 29
28 People here are treated fairly regardless of their age. 58
33 People here are treated fairly regardless of their race. 64
37 People here are treated fairly regardless of their sex. 66
44 People here are treated fairly regardless of their sexual orientation. 83
46 If I am unfairly treated, I believe I'll be given a fair shake if I appeal. 38

Fairness Average 50

54 I feel I make a difference here. 55
12 My work has special meaning: this is not "just a job". 58
17 When I look at what we accomplish, I feel a sense of pride. 57
5 People here are willing to give extra to get the job done. 42

51 I want to work here for a long time. 63
38 I'm proud to tell others I work here. 61
30 People look forward to coming to work here. 44
24 I feel good about the ways we contribute to the community. 74

Pride Average 57

31 I can be myself around here. 50
40 People celebrate special events around here. 70
34 People care about each other here. 51
1 This is a friendly place to work. 63

56 This is a fun place to work. 48
55 When you join the company, you are made to feel welcome. 74
13 When people change jobs or work units, they are made to feel right at home. 46
39 There is a "family" or "team" feeling here. 38
48 We're all in this together. 43
6 You can count on people to cooperate. 38

Camaraderie Average 52

Great Place to Work®
58 Taking everything into account, I would say this is a great place to work. 58

Average of all Great Place to Work® Model© Statements 49

Client-Specific Statements
59 I feel the District has effective processes in place to ensure the delivery of quality products and ser 49
60 People are not ridiculed due to their background, personal traits, or characteristics. 75
61 Consequences for poor performers in our organization are reasonable and timely. 23
62 My manager/supervisor provides me with timely feedback on my work. 45
63 I feel like I can raise issues without fear of retaliation. 38
64 I know where to turn for guidance at work about ethical issues, harassment or discrimination. 68

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies or derivative benchmarks.  These 
©2016 Great Place to Work® Institute, Inc.  All rights reserved.

Blue shading highlights results that are less than 29 points below the corresponding benchmark.  Yellow shading indicates responses more than 56 
Categories with fewer than 5 respondents are not shown to protect confidentiality.
Numbers may vary slightly due to rounding and confidential data appearing only in the totals column.

Overall 2016 
ORG (Jun 2016)
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Full-time Part-time Classified Unclassified
479 13 384 84
38 42 36 50
33 18 31 38
34 30 31 45
37 25 36 38
43 33 41 54
41 50 39 53
29 44 27 41
43 40 41 53
50 22 49 53
33 36 33 32
30 33 28 36
29 36 27 36
68 70 68 71
36 27 31 56
39 36 37 47

60 33 58 68
55 40 51 71
39 33 38 43
38 40 35 50
29 30 26 42
29 20 24 43
81 67 80 87
47 45 45 53
59 67 59 65
82 91 81 92
54 64 52 63
34 27 32 43
69 82 66 84
52 50 50 62

65 73 64 75
35 50 34 45
42 30 40 51
54 33 53 55
27 44 25 42
28 27 26 39
28 42 27 36
58 50 57 63
64 70 64 66
66 50 65 71
82 73 81 91
37 44 35 48
49 49 48 57

55 58 55 62
58 55 59 62
57 60 55 65
42 50 41 51
63 55 62 75
61 55 60 72
43 55 41 53
74 82 73 82
57 59 56 65

50 64 51 50
71 60 69 78
51 50 51 56
64 62 64 64
49 33 47 55
74 58 74 78
46 33 46 54
37 36 37 45
43 50 40 56
38 27 39 37
52 48 52 57

59 45 57 71
49 47 48 57

49 45 46 58
75 82 75 79
24 27 21 32
46 27 43 59
38 50 36 47
68 82 67 74

Work Status Worker Type (Custom)
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Santa Clara Valley Water District (Overall)
Work Group Data

2015 50 Best - 
Companies 

Headquartered in 
the San Francisco 

Bay Area Difference

2016 100 Best - 
Unionized 
Employees Difference

2016 100 Best - 
More than 40% 

Minority 
Employees Difference

Between 1928 
and 1945

Between 1946 
and 1964

Between 1965 
and 1980 1981 or later Yes No Female Male Other

Management - 
Frontline or 

Middle Manager

Management - 
Department or 

Division Leader
Number of Responses: 511 1,031 - 10,420 - 29,129 - - 6 191 208 70 17 462 203 269 11 69 17

19 Management keeps me informed about important issues and changes. 60 87 -27 81 -21 83 -23 21 80 54 61 74 41 61 59 62 40 57 80
7 Management makes its expectations clear. 62 87 -25 84 -22 84 -22 29 80 60 62 71 75 63 58 66 50 67 59
8 I can ask management any reasonable question and get a straight answer. 62 88 -26 82 -20 82 -20 28 80 56 64 79 53 64 62 63 30 65 76

14 Management is approachable, easy to talk with. 69 92 -23 85 -16 86 -17 33 80 65 71 81 65 70 71 69 40 72 76
45 Management is competent at running the business. 65 92 -27 87 -22 88 -23 22 60 59 66 81 50 67 67 66 30 68 62
57 Management hires people who fit in well here. 61 92 -31 82 -21 83 -22 20 60 53 64 84 50 63 66 60 33 59 71
25 Management does a good job of assigning and coordinating people. 58 86 -28 80 -22 80 -22 28 80 51 61 78 47 60 60 60 40 55 53
21 Management trusts people to do a good job without watching over their shoulders. 71 91 -20 87 -16 86 -15 28 100 66 74 81 71 73 72 72 30 71 80
26 People here are given a lot of responsibility. 73 94 -21 88 -15 88 -15 23 100 73 71 84 76 74 70 78 60 74 94
20 Management has a clear view of where the organization is going and how to get there. 55 86 -31 84 -29 84 -29 22 60 48 58 70 29 57 57 55 40 54 67
32 Management delivers on its promises. 59 90 -31 79 -20 81 -22 29 60 51 65 73 41 61 59 62 20 65 65
35 Management's actions match its words. 60 89 -29 80 -20 81 -21 31 60 56 63 74 47 62 61 63 20 67 65
41 I believe management would lay people off only as a last resort. 77 92 -15 86 -9 84 -7 9 80 74 78 83 71 77 79 77 33 85 94
49 Management is honest and ethical in its business practices. 68 97 -29 88 -20 89 -21 32 80 61 70 86 50 70 69 70 40 71 76

Credibility Average 64 90 -26 84 -20 84 -20 25 76 59 66 78 55 66 65 66 36 66 73

9 I am offered training or development to further myself professionally. 74 88 -14 83 -9 84 -10 14 80 74 75 80 71 75 78 73 60 78 88
2 I am given the resources and equipment to do my job. 71 91 -20 88 -17 89 -18 16 100 66 75 80 53 72 72 72 50 68 71

10 Management shows appreciation for good work and extra effort. 64 90 -26 82 -18 84 -20 25 60 62 65 77 53 66 66 65 40 63 76
15 Management recognizes honest mistakes as part of doing business. 68 92 -24 84 -16 84 -16 30 80 66 68 84 59 70 71 68 60 65 76
16 Management genuinely seeks and responds to suggestions and ideas. 61 88 -27 80 -19 81 -20 32 40 56 64 77 53 62 62 63 20 68 71
22 Management involves people in decisions that affect their jobs or work environment. 56 84 -28 76 -20 76 -20 28 60 53 58 70 53 57 58 58 30 53 73
3 This is a physically safe place to work. 83 98 -15 94 -11 95 -12 2 80 79 85 91 82 84 86 85 30 86 94

27 This is a psychologically and emotionally healthy place to work. 62 92 -30 83 -21 83 -21 15 80 57 61 84 35 64 63 65 20 55 81
36 Our facilities contribute to a good working environment. 66 95 -29 90 -24 89 -23 7 80 59 72 76 59 68 69 68 30 72 71
53 I am able to take time off from work when I think it's necessary. 87 94 -7 88 -1 90 -3 4 100 86 88 87 88 87 89 86 67 87 100
43 People are encouraged to balance their work life and their personal life. 72 89 -17 82 -10 83 -11 18 100 69 74 81 67 73 76 69 78 64 65
50 Management shows a sincere interest in me as a person, not just an employee. 65 91 -26 82 -17 82 -17 31 100 60 66 79 56 66 66 66 38 65 82
47 We have special and unique benefits here. 73 91 -18 86 -13 85 -12 4 100 74 72 79 67 73 79 70 56 72 76

Respect Average 69 91 -22 84 -15 85 -16 17 81 66 71 80 61 71 72 70 44 69 79

11 People here are paid fairly for the work they do. 70 86 -16 77 -7 78 -8 5 100 71 70 79 76 72 76 69 60 70 82
18 I feel I receive a fair share of the profits made by this organization. 45 85 -40 70 -25 73 -28 9 50 37 46 69 25 47 47 46 11 29 30
4 Everyone has an opportunity to get special recognition. 57 89 -32 81 -24 83 -26 15 100 52 58 71 47 59 59 57 30 53 76

52 I am treated as a full member here regardless of my position. 72 92 -20 87 -15 88 -16 19 80 64 79 84 65 74 74 74 50 75 88
29 Promotions go to those who best deserve them. 53 87 -34 74 -21 74 -21 25 100 44 56 76 41 55 52 56 40 61 57
23 Managers avoid playing favorites. 57 84 -27 73 -16 73 -16 29 60 51 60 75 29 60 59 60 10 57 69
42 People avoid politicking and backstabbing as ways to get things done. 58 91 -33 77 -19 76 -18 29 60 50 61 75 41 60 60 59 30 57 62
28 People here are treated fairly regardless of their age. 71 97 -26 89 -18 90 -19 13 100 65 75 85 59 73 74 72 40 75 75
33 People here are treated fairly regardless of their race. 79 97 -18 93 -14 93 -14 15 100 72 84 91 53 81 81 81 40 83 82
37 People here are treated fairly regardless of their sex. 77 96 -19 93 -16 93 -16 11 100 73 80 90 71 79 74 83 67 85 76
44 People here are treated fairly regardless of their sexual orientation. 85 98 -13 95 -10 96 -11 2 100 81 88 93 47 88 87 86 50 87 88
46 If I am unfairly treated, I believe I'll be given a fair shake if I appeal. 57 88 -31 80 -23 80 -23 19 50 48 59 82 38 59 60 58 11 63 65

Fairness Average 66 91 -25 83 -17 83 -17 16 84 59 68 81 50 68 67 67 37 67 73

54 I feel I make a difference here. 78 92 -14 88 -10 88 -10 23 80 73 80 88 56 80 74 83 44 83 88
12 My work has special meaning: this is not "just a job". 76 91 -15 87 -11 86 -10 18 100 77 78 76 62 78 78 76 89 83 82
17 When I look at what we accomplish, I feel a sense of pride. 80 95 -15 91 -11 91 -11 23 80 77 84 83 65 81 82 81 60 93 88
5 People here are willing to give extra to get the job done. 70 94 -24 85 -15 85 -15 28 80 68 72 70 76 71 70 72 56 65 88

51 I want to work here for a long time. 71 90 -19 87 -16 87 -16 8 80 66 73 84 69 72 74 70 56 68 94
38 I'm proud to tell others I work here. 71 97 -26 93 -22 93 -22 10 80 65 73 87 56 73 69 75 56 80 94
30 People look forward to coming to work here. 61 94 -33 82 -21 82 -21 17 80 59 61 74 41 63 62 63 30 59 69
24 I feel good about the ways we contribute to the community. 85 96 -11 91 -6 92 -7 11 80 82 88 87 94 84 87 85 78 86 100

Pride Average 74 94 -20 88 -14 88 -14 17 82 71 76 81 65 75 75 76 58 77 88

31 I can be myself around here. 67 94 -27 89 -22 88 -21 17 60 64 68 79 35 69 73 66 10 67 76
40 People celebrate special events around here. 68 96 -28 87 -19 88 -20 -2 100 66 68 77 53 69 70 69 70 65 88
34 People care about each other here. 72 97 -25 88 -16 88 -16 21 80 66 75 90 65 75 73 75 30 72 82
1 This is a friendly place to work. 78 98 -20 94 -16 94 -16 15 80 75 79 89 71 79 80 79 40 78 100

56 This is a fun place to work. 58 94 -36 84 -26 85 -27 10 60 55 57 76 38 60 61 57 33 53 71
55 When you join the company, you are made to feel welcome. 82 96 -14 94 -12 94 -12 8 100 81 82 88 69 83 82 84 67 85 88
13 When people change jobs or work units, they are made to feel right at home. 68 94 -26 88 -20 88 -20 22 80 65 71 78 57 71 68 70 50 69 92
39 There is a "family" or "team" feeling here. 64 95 -31 86 -22 87 -23 26 80 60 67 77 53 67 68 66 30 64 65
48 We're all in this together. 69 93 -24 86 -17 86 -17 26 80 63 71 84 60 70 71 69 44 68 88
6 You can count on people to cooperate. 66 92 -26 84 -18 84 -18 28 80 62 70 67 71 67 65 69 30 67 88

Camaraderie Average 69 95 -26 88 -19 88 -19 17 80 66 71 81 57 71 71 70 40 69 84

Great Place to Work®
58 Taking everything into account, I would say this is a great place to work. 70 95 -25 91 -21 91 -21 12 80 66 71 85 44 73 71 73 22 72 82

Average of all Great Place to Work® Model© Statements 68 92 -24 85 -17 86 -18 19 80 64 70 80 57 70 70 69 41 69 78

Client-Specific Statements
59 I feel the District has effective processes in place to ensure the delivery of quality products and ser 64 15 60 59 67 79 50 66 69 63 22 61 76
60 People are not ridiculed due to their background, personal traits, or characteristics. 82 7 100 77 84 93 76 83 82 83 67 85 76
61 Consequences for poor performers in our organization are reasonable and timely. 41 18 80 35 45 53 31 43 39 44 22 35 41
62 My manager/supervisor provides me with timely feedback on my work. 67 22 80 65 69 75 53 69 68 69 50 64 71
63 I feel like I can raise issues without fear of retaliation. 59 21 60 54 61 75 31 62 58 62 33 61 76
64 I know where to turn for guidance at work about ethical issues, harassment or discrimination. 77 9 100 74 76 91 75 78 78 79 25 75 94

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies or derivative benchmarks.  These 
©2016 Great Place to Work® Institute, Inc.  All rights reserved.

Blue shading highlights results that are less than 17 points below the corresponding benchmark.  Yellow shading indicates responses more than 30 
Categories with fewer than 5 respondents are not shown to protect confidentiality.
Numbers may vary slightly due to rounding and confidential data appearing only in the totals column.
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Santa Clara Valley Water District (Overall)
Work Group Data

Number of Responses: 511
19 Management keeps me informed about important issues and changes. 60

7 Management makes its expectations clear. 62
8 I can ask management any reasonable question and get a straight answer. 62

14 Management is approachable, easy to talk with. 69
45 Management is competent at running the business. 65
57 Management hires people who fit in well here. 61
25 Management does a good job of assigning and coordinating people. 58
21 Management trusts people to do a good job without watching over their shoulders. 71
26 People here are given a lot of responsibility. 73
20 Management has a clear view of where the organization is going and how to get there. 55
32 Management delivers on its promises. 59
35 Management's actions match its words. 60
41 I believe management would lay people off only as a last resort. 77
49 Management is honest and ethical in its business practices. 68

Credibility Average 64

9 I am offered training or development to further myself professionally. 74
2 I am given the resources and equipment to do my job. 71

10 Management shows appreciation for good work and extra effort. 64
15 Management recognizes honest mistakes as part of doing business. 68
16 Management genuinely seeks and responds to suggestions and ideas. 61
22 Management involves people in decisions that affect their jobs or work environment. 56
3 This is a physically safe place to work. 83

27 This is a psychologically and emotionally healthy place to work. 62
36 Our facilities contribute to a good working environment. 66
53 I am able to take time off from work when I think it's necessary. 87
43 People are encouraged to balance their work life and their personal life. 72
50 Management shows a sincere interest in me as a person, not just an employee. 65
47 We have special and unique benefits here. 73

Respect Average 69

11 People here are paid fairly for the work they do. 70
18 I feel I receive a fair share of the profits made by this organization. 45
4 Everyone has an opportunity to get special recognition. 57

52 I am treated as a full member here regardless of my position. 72
29 Promotions go to those who best deserve them. 53
23 Managers avoid playing favorites. 57
42 People avoid politicking and backstabbing as ways to get things done. 58
28 People here are treated fairly regardless of their age. 71
33 People here are treated fairly regardless of their race. 79
37 People here are treated fairly regardless of their sex. 77
44 People here are treated fairly regardless of their sexual orientation. 85
46 If I am unfairly treated, I believe I'll be given a fair shake if I appeal. 57

Fairness Average 66

54 I feel I make a difference here. 78
12 My work has special meaning: this is not "just a job". 76
17 When I look at what we accomplish, I feel a sense of pride. 80
5 People here are willing to give extra to get the job done. 70

51 I want to work here for a long time. 71
38 I'm proud to tell others I work here. 71
30 People look forward to coming to work here. 61
24 I feel good about the ways we contribute to the community. 85

Pride Average 74

31 I can be myself around here. 67
40 People celebrate special events around here. 68
34 People care about each other here. 72
1 This is a friendly place to work. 78

56 This is a fun place to work. 58
55 When you join the company, you are made to feel welcome. 82
13 When people change jobs or work units, they are made to feel right at home. 68
39 There is a "family" or "team" feeling here. 64
48 We're all in this together. 69
6 You can count on people to cooperate. 66

Camaraderie Average 69

Great Place to Work®
58 Taking everything into account, I would say this is a great place to work. 70

Average of all Great Place to Work® Model© Statements 68

Client-Specific Statements
59 I feel the District has effective processes in place to ensure the delivery of quality products and ser 64
60 People are not ridiculed due to their background, personal traits, or characteristics. 82
61 Consequences for poor performers in our organization are reasonable and timely. 41
62 My manager/supervisor provides me with timely feedback on my work. 67
63 I feel like I can raise issues without fear of retaliation. 59
64 I know where to turn for guidance at work about ethical issues, harassment or discrimination. 77

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies or derivative benchmarks.  These 
©2016 Great Place to Work® Institute, Inc.  All rights reserved.

Blue shading highlights results that are less than 17 points below the corresponding benchmark.  Yellow shading indicates responses more than 30 
Categories with fewer than 5 respondents are not shown to protect confidentiality.
Numbers may vary slightly due to rounding and confidential data appearing only in the totals column.
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Management - 
Executive/C-
Level Leader

Employee/ 
Individual 

Contributor Yes No
Prefer not to 

answer
CEO/Clerk/Coun

sel/Admin Water Utility Watershed
African American 

or Black

American Indian 
or Alaskan 

Native
Caucasian or 

White Chinese Filipino Hispanic/Latino Indian Japanese Vietnamese
Two or More 

Races Other
15 400 15 412 52 152 178 137 18 5 216 34 10 74 13 6 9 27 41
73 58 67 61 56 56 59 69 56 40 65 58 90 54 54 33 89 67 47
79 60 73 64 51 61 59 69 67 40 67 66 90 58 69 33 67 73 38
71 60 73 65 45 62 58 71 50 40 69 67 100 57 69 33 67 63 38
77 67 87 72 51 68 67 77 65 40 76 79 100 64 77 50 56 70 44
73 63 67 69 38 62 64 72 71 40 72 67 90 65 75 50 78 54 42
60 60 77 65 35 59 59 68 50 40 68 66 80 61 77 33 62 67 37
64 59 60 62 43 57 57 64 67 40 62 61 80 62 62 33 89 48 42
67 71 87 74 56 69 72 79 76 40 79 73 90 72 69 50 88 63 53
87 71 80 76 59 70 78 76 67 80 77 75 100 70 69 67 78 96 55
53 54 87 57 37 51 56 60 53 40 59 62 80 56 62 33 67 52 32
71 57 86 62 38 55 61 67 65 40 68 62 80 50 69 33 78 60 33
60 59 79 64 38 56 58 73 56 60 70 61 89 55 77 33 56 62 31
80 74 87 80 58 77 76 80 71 80 83 81 80 77 83 33 78 85 51
80 66 92 71 45 63 71 74 71 60 77 76 90 62 69 33 75 67 39
71 63 78 67 46 62 64 71 63 49 71 68 88 62 70 39 73 66 42

87 73 87 77 57 75 70 81 78 80 79 85 78 69 69 50 78 85 59
80 71 73 74 55 72 71 74 76 80 73 79 90 75 69 33 89 78 44
71 63 67 67 49 62 61 76 67 40 70 70 100 55 69 50 67 78 44
71 68 93 71 53 69 65 77 67 40 75 70 100 67 62 50 67 63 55
64 59 60 64 44 59 60 68 56 40 66 69 80 61 62 50 89 69 37
67 55 73 58 45 56 53 65 44 40 63 61 100 50 58 33 75 56 34
93 82 87 86 64 83 85 84 82 100 87 94 100 84 69 50 89 85 67
73 61 73 65 44 59 64 68 67 80 66 79 90 54 77 50 89 67 34
60 66 73 69 50 65 72 61 78 60 68 76 80 62 92 50 89 72 46
87 86 93 88 80 87 84 92 94 100 90 88 100 82 77 50 78 85 79
73 73 80 73 67 72 66 84 71 80 77 76 90 67 77 50 67 81 62
73 63 73 68 44 62 67 70 65 60 74 70 90 56 62 33 78 62 38
64 73 79 74 63 77 65 80 75 100 77 78 100 68 69 50 89 65 55
74 69 78 72 55 69 68 75 71 69 74 76 92 65 70 46 80 73 50

73 71 64 73 63 69 70 80 100 80 72 71 80 78 38 50 89 77 58
50 47 45 48 33 37 47 55 44 60 46 57 86 47 33 0 62 50 26
67 56 67 60 33 56 58 62 56 60 61 70 100 46 62 50 67 67 41
60 71 80 76 54 70 75 77 78 40 79 76 90 72 83 67 78 80 47
71 51 79 56 36 49 59 57 56 20 62 53 75 49 55 33 75 62 29
79 56 73 60 42 52 63 62 56 40 62 62 90 55 54 50 78 58 34
53 58 64 60 47 48 63 65 65 40 65 69 80 49 50 33 75 62 41
73 70 93 74 54 70 73 76 76 40 80 82 89 66 75 33 78 73 47
87 78 93 83 54 71 84 86 88 60 89 84 80 72 77 67 78 93 54
80 75 93 80 60 72 80 87 83 60 85 84 80 68 77 83 78 85 55
80 85 87 89 69 78 88 93 94 60 92 84 90 79 91 60 88 92 73
64 55 79 60 40 58 56 61 56 60 60 64 90 52 58 33 71 68 39
70 65 77 69 49 62 68 72 71 52 72 71 86 61 63 49 76 73 46

80 76 93 79 69 75 81 80 83 100 83 79 100 74 85 50 89 74 61
87 74 86 77 74 76 75 82 94 100 76 81 80 81 77 83 89 78 67
80 77 87 82 70 79 79 85 89 100 80 91 90 85 85 67 100 81 58
87 69 93 70 66 63 74 77 67 100 74 70 100 65 58 50 67 89 55
53 71 73 75 47 69 68 79 78 80 72 82 100 72 77 33 89 69 55
73 68 79 74 56 67 75 76 89 80 74 76 90 76 69 50 89 67 51
73 60 87 63 46 58 62 68 76 80 65 75 80 59 62 33 78 60 32
87 83 100 86 76 84 87 85 94 100 85 88 100 89 92 50 100 89 70
78 72 87 76 63 71 75 79 84 92 76 80 92 75 76 52 88 76 56

80 66 80 70 49 65 68 72 83 80 73 79 80 64 69 50 67 63 36
80 68 73 70 61 68 67 71 83 80 68 81 80 68 62 60 67 65 68
80 71 100 75 61 69 74 81 61 80 82 82 100 66 62 67 67 67 54
80 77 93 80 59 78 76 83 78 80 82 88 90 72 85 67 89 81 64
60 58 60 60 50 57 53 68 56 80 59 76 80 58 62 60 67 67 34
87 80 87 84 72 79 84 85 94 80 86 88 100 78 92 60 78 85 66
73 67 75 71 60 64 68 77 71 60 73 81 100 65 75 60 89 67 54
73 64 67 68 53 63 67 71 78 60 72 81 90 57 69 17 67 67 41
73 67 93 70 59 62 72 77 72 80 74 78 90 62 69 50 78 73 49
80 64 87 66 63 63 68 71 67 60 71 76 80 62 69 67 67 70 37
77 68 82 71 59 67 70 76 74 74 74 81 89 65 71 55 73 71 50

67 69 73 74 49 65 74 75 83 80 75 79 80 76 62 50 89 70 39
73 67 80 71 53 66 68 74 72 65 73 75 89 65 69 47 78 71 48

60 64 67 67 42 64 65 66 71 80 68 73 90 62 69 33 67 70 39
93 80 93 85 61 79 83 87 78 60 87 91 100 77 85 67 78 88 70
53 42 46 43 35 38 46 42 33 20 40 50 88 44 50 33 25 54 29
71 67 67 71 47 64 67 73 67 80 72 75 90 66 69 50 67 67 53
73 58 93 62 39 56 64 63 50 60 68 69 90 53 54 50 67 62 29
87 75 87 80 53 79 78 77 67 60 85 85 90 77 92 67 78 69 46

Race/ Ethnicity (Custom) Level LGBT Organizational Area
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Santa Clara Valley Water District (Overall)
Work Group Data

Number of Responses: 511
19 Management keeps me informed about important issues and changes. 60

7 Management makes its expectations clear. 62
8 I can ask management any reasonable question and get a straight answer. 62

14 Management is approachable, easy to talk with. 69
45 Management is competent at running the business. 65
57 Management hires people who fit in well here. 61
25 Management does a good job of assigning and coordinating people. 58
21 Management trusts people to do a good job without watching over their shoulders. 71
26 People here are given a lot of responsibility. 73
20 Management has a clear view of where the organization is going and how to get there. 55
32 Management delivers on its promises. 59
35 Management's actions match its words. 60
41 I believe management would lay people off only as a last resort. 77
49 Management is honest and ethical in its business practices. 68

Credibility Average 64

9 I am offered training or development to further myself professionally. 74
2 I am given the resources and equipment to do my job. 71

10 Management shows appreciation for good work and extra effort. 64
15 Management recognizes honest mistakes as part of doing business. 68
16 Management genuinely seeks and responds to suggestions and ideas. 61
22 Management involves people in decisions that affect their jobs or work environment. 56
3 This is a physically safe place to work. 83

27 This is a psychologically and emotionally healthy place to work. 62
36 Our facilities contribute to a good working environment. 66
53 I am able to take time off from work when I think it's necessary. 87
43 People are encouraged to balance their work life and their personal life. 72
50 Management shows a sincere interest in me as a person, not just an employee. 65
47 We have special and unique benefits here. 73

Respect Average 69

11 People here are paid fairly for the work they do. 70
18 I feel I receive a fair share of the profits made by this organization. 45
4 Everyone has an opportunity to get special recognition. 57

52 I am treated as a full member here regardless of my position. 72
29 Promotions go to those who best deserve them. 53
23 Managers avoid playing favorites. 57
42 People avoid politicking and backstabbing as ways to get things done. 58
28 People here are treated fairly regardless of their age. 71
33 People here are treated fairly regardless of their race. 79
37 People here are treated fairly regardless of their sex. 77
44 People here are treated fairly regardless of their sexual orientation. 85
46 If I am unfairly treated, I believe I'll be given a fair shake if I appeal. 57

Fairness Average 66

54 I feel I make a difference here. 78
12 My work has special meaning: this is not "just a job". 76
17 When I look at what we accomplish, I feel a sense of pride. 80
5 People here are willing to give extra to get the job done. 70

51 I want to work here for a long time. 71
38 I'm proud to tell others I work here. 71
30 People look forward to coming to work here. 61
24 I feel good about the ways we contribute to the community. 85

Pride Average 74

31 I can be myself around here. 67
40 People celebrate special events around here. 68
34 People care about each other here. 72
1 This is a friendly place to work. 78

56 This is a fun place to work. 58
55 When you join the company, you are made to feel welcome. 82
13 When people change jobs or work units, they are made to feel right at home. 68
39 There is a "family" or "team" feeling here. 64
48 We're all in this together. 69
6 You can count on people to cooperate. 66

Camaraderie Average 69

Great Place to Work®
58 Taking everything into account, I would say this is a great place to work. 70

Average of all Great Place to Work® Model© Statements 68

Client-Specific Statements
59 I feel the District has effective processes in place to ensure the delivery of quality products and ser 64
60 People are not ridiculed due to their background, personal traits, or characteristics. 82
61 Consequences for poor performers in our organization are reasonable and timely. 41
62 My manager/supervisor provides me with timely feedback on my work. 67
63 I feel like I can raise issues without fear of retaliation. 59
64 I know where to turn for guidance at work about ethical issues, harassment or discrimination. 77

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies or derivative benchmarks.  These 
©2016 Great Place to Work® Institute, Inc.  All rights reserved.

Blue shading highlights results that are less than 17 points below the corresponding benchmark.  Yellow shading indicates responses more than 30 
Categories with fewer than 5 respondents are not shown to protect confidentiality.
Numbers may vary slightly due to rounding and confidential data appearing only in the totals column.
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Children Elders
Both children and 

elders
Neither children 

nor elders Extended Family Less than 2 years 2 years to 5 years
6 years to 10 

years
11 years to 15 

years
16 years to 20 

years Over 20 years
Managerial/Super

visory
Administrative/Cl

erical
Technical/Engine
ering Professional

Other 
Professional Skilled Craft

Operations/Servic
e Yes No

198 36 58 140 20 94 47 50 155 65 73 84 66 145 100 32 54 35 442
62 40 49 71 58 77 61 64 53 54 53 60 59 59 65 61 61 60 60
66 44 50 66 74 77 70 58 55 61 54 66 61 60 69 68 56 71 62
62 47 61 71 60 88 64 58 56 56 50 67 64 60 70 58 54 63 63
71 50 60 80 70 88 66 74 62 62 63 69 75 69 76 71 55 69 70
66 53 55 74 68 82 70 62 55 62 64 65 73 62 71 63 63 59 66
64 51 54 68 68 86 72 55 49 59 53 57 61 61 72 58 54 59 62
58 51 54 67 63 83 62 60 51 51 50 56 60 57 67 65 52 59 59
75 51 60 81 79 86 66 76 67 69 65 72 79 67 77 71 69 71 73
75 77 58 80 79 79 85 74 69 69 70 80 68 74 73 84 67 86 73
53 44 55 63 63 81 49 49 47 53 45 55 53 54 64 57 48 52 56
62 50 49 66 65 86 53 64 50 59 50 63 61 58 68 61 50 58 60
63 47 53 70 65 82 57 61 54 59 54 60 61 61 69 61 54 61 62
79 62 68 84 75 90 82 69 72 83 65 84 83 77 77 63 75 69 78
71 55 56 76 78 93 70 67 60 60 60 68 68 67 73 66 69 53 70
66 52 56 73 69 84 66 64 57 61 57 66 66 63 71 65 59 64 65

78 61 61 84 75 87 77 71 70 71 71 82 75 74 78 65 74 65 76
75 58 60 77 70 86 85 72 68 66 56 71 83 64 74 74 74 77 71
66 47 51 74 75 84 72 60 56 60 58 67 62 64 76 65 54 63 66
73 58 56 75 70 88 66 72 63 66 60 68 80 65 79 70 60 76 69
65 46 48 71 68 82 62 58 52 58 60 66 56 59 69 58 57 66 61
60 39 46 65 58 78 54 62 47 55 50 54 52 55 68 48 53 66 56
88 78 77 88 80 96 87 80 82 78 76 88 86 88 86 68 74 79 84
66 54 50 69 68 86 70 48 53 58 58 58 69 65 68 55 54 54 64
69 56 62 71 70 83 70 69 59 70 56 66 67 72 71 57 62 74 67
88 86 80 91 84 90 85 86 88 89 79 88 92 85 88 84 89 97 86
77 66 54 81 63 88 74 72 67 68 68 67 79 76 77 63 65 67 74
67 53 55 74 68 81 72 67 56 63 59 64 62 63 73 62 66 66 66
75 69 57 78 78 82 66 72 72 75 70 75 82 66 82 73 67 65 74
73 60 58 77 71 86 72 68 64 68 63 70 73 69 76 65 65 70 70

74 69 55 78 75 85 78 68 68 66 63 72 73 70 78 77 62 69 72
45 34 27 59 53 71 43 45 40 37 28 30 45 50 51 54 39 47 46
60 40 47 63 65 79 66 44 52 54 46 55 58 57 67 63 47 60 58
76 63 66 79 74 89 76 71 66 75 63 75 78 74 68 71 76 74 73
57 41 43 61 56 87 60 46 44 48 49 60 46 54 55 57 56 50 55
58 40 46 71 58 82 55 64 49 52 46 57 54 58 63 61 57 57 59
63 43 44 66 60 78 50 54 53 66 47 51 53 67 62 48 56 60 59
76 53 62 80 74 91 77 63 64 72 65 71 81 70 71 65 79 66 73
82 66 71 85 80 96 83 78 73 75 76 80 86 83 80 71 78 66 82
82 67 77 78 80 94 85 66 73 75 75 83 80 82 75 68 74 76 79
90 73 78 89 80 97 93 86 81 81 80 82 90 89 88 71 86 74 87
61 41 47 65 59 85 60 52 45 62 47 57 60 51 68 54 57 53 58
69 53 56 73 68 86 69 62 59 64 58 65 68 68 69 64 64 63 67

79 83 70 81 89 87 74 82 75 77 73 77 72 80 84 81 74 82 78
77 86 72 82 75 82 87 68 75 75 76 85 70 75 82 81 66 85 76
83 74 75 85 84 88 87 74 80 75 75 88 78 78 84 77 74 80 81
74 72 59 73 75 76 72 72 65 72 68 74 67 73 77 68 57 85 70
76 61 62 74 79 85 74 70 71 73 49 65 77 67 75 74 77 71 71
75 53 68 77 80 90 81 70 63 70 59 72 73 71 74 68 74 79 72
62 57 46 69 74 77 70 57 53 60 58 62 64 55 69 61 59 68 61
86 80 80 87 95 90 89 84 85 84 74 88 84 83 92 84 77 88 85
77 71 66 79 81 84 79 72 71 73 67 76 73 73 80 74 70 80 74

73 50 53 74 60 82 72 64 59 73 57 65 73 66 73 65 63 63 68
71 61 66 69 70 84 72 64 64 67 60 67 73 70 75 61 64 60 70
75 56 62 83 80 87 81 68 67 71 71 74 67 73 79 71 74 69 75
82 64 72 82 80 93 85 68 75 78 69 82 83 78 84 61 74 69 79
57 44 53 66 68 80 60 60 49 59 47 51 58 58 67 55 61 59 59
85 69 80 87 74 90 81 86 80 81 77 81 78 84 86 87 79 91 82
73 59 54 76 75 87 72 64 61 71 65 71 65 69 79 70 60 67 70
68 50 56 72 65 79 72 68 56 65 61 63 62 65 76 61 59 76 65
71 58 60 77 72 84 72 71 63 65 60 67 72 69 78 60 63 69 69
73 47 57 68 75 76 68 56 63 73 61 74 62 67 73 57 57 79 66
73 56 61 75 72 84 74 67 64 70 63 70 69 70 77 65 66 70 70

76 58 56 79 74 85 74 68 64 69 65 68 75 66 75 74 76 71 71
71 57 59 75 72 85 71 66 62 67 61 69 70 68 74 66 64 68 69

68 53 55 68 72 83 70 60 59 67 50 60 71 52 76 67 74 64 65
87 69 76 88 79 93 87 80 80 80 73 84 83 86 85 74 76 77 83
41 23 44 47 58 64 39 38 36 38 32 40 26 42 53 24 54 36 42
72 61 51 73 68 77 79 68 60 63 63 64 69 64 77 55 74 60 69
67 42 40 69 58 77 62 58 53 57 54 61 62 56 67 60 62 56 61
81 72 72 79 79 91 85 70 73 75 67 79 77 76 86 65 78 74 78

Responsibility Tenure Type of Work (Custom) Veteran Status
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Santa Clara Valley Water District (Overall)
Work Group Data

Number of Responses: 511
19 Management keeps me informed about important issues and changes. 60

7 Management makes its expectations clear. 62
8 I can ask management any reasonable question and get a straight answer. 62

14 Management is approachable, easy to talk with. 69
45 Management is competent at running the business. 65
57 Management hires people who fit in well here. 61
25 Management does a good job of assigning and coordinating people. 58
21 Management trusts people to do a good job without watching over their shoulders. 71
26 People here are given a lot of responsibility. 73
20 Management has a clear view of where the organization is going and how to get there. 55
32 Management delivers on its promises. 59
35 Management's actions match its words. 60
41 I believe management would lay people off only as a last resort. 77
49 Management is honest and ethical in its business practices. 68

Credibility Average 64

9 I am offered training or development to further myself professionally. 74
2 I am given the resources and equipment to do my job. 71

10 Management shows appreciation for good work and extra effort. 64
15 Management recognizes honest mistakes as part of doing business. 68
16 Management genuinely seeks and responds to suggestions and ideas. 61
22 Management involves people in decisions that affect their jobs or work environment. 56
3 This is a physically safe place to work. 83

27 This is a psychologically and emotionally healthy place to work. 62
36 Our facilities contribute to a good working environment. 66
53 I am able to take time off from work when I think it's necessary. 87
43 People are encouraged to balance their work life and their personal life. 72
50 Management shows a sincere interest in me as a person, not just an employee. 65
47 We have special and unique benefits here. 73

Respect Average 69

11 People here are paid fairly for the work they do. 70
18 I feel I receive a fair share of the profits made by this organization. 45
4 Everyone has an opportunity to get special recognition. 57

52 I am treated as a full member here regardless of my position. 72
29 Promotions go to those who best deserve them. 53
23 Managers avoid playing favorites. 57
42 People avoid politicking and backstabbing as ways to get things done. 58
28 People here are treated fairly regardless of their age. 71
33 People here are treated fairly regardless of their race. 79
37 People here are treated fairly regardless of their sex. 77
44 People here are treated fairly regardless of their sexual orientation. 85
46 If I am unfairly treated, I believe I'll be given a fair shake if I appeal. 57

Fairness Average 66

54 I feel I make a difference here. 78
12 My work has special meaning: this is not "just a job". 76
17 When I look at what we accomplish, I feel a sense of pride. 80
5 People here are willing to give extra to get the job done. 70

51 I want to work here for a long time. 71
38 I'm proud to tell others I work here. 71
30 People look forward to coming to work here. 61
24 I feel good about the ways we contribute to the community. 85

Pride Average 74

31 I can be myself around here. 67
40 People celebrate special events around here. 68
34 People care about each other here. 72
1 This is a friendly place to work. 78

56 This is a fun place to work. 58
55 When you join the company, you are made to feel welcome. 82
13 When people change jobs or work units, they are made to feel right at home. 68
39 There is a "family" or "team" feeling here. 64
48 We're all in this together. 69
6 You can count on people to cooperate. 66

Camaraderie Average 69

Great Place to Work®
58 Taking everything into account, I would say this is a great place to work. 70

Average of all Great Place to Work® Model© Statements 68

Client-Specific Statements
59 I feel the District has effective processes in place to ensure the delivery of quality products and ser 64
60 People are not ridiculed due to their background, personal traits, or characteristics. 82
61 Consequences for poor performers in our organization are reasonable and timely. 41
62 My manager/supervisor provides me with timely feedback on my work. 67
63 I feel like I can raise issues without fear of retaliation. 59
64 I know where to turn for guidance at work about ethical issues, harassment or discrimination. 77

Survey results are compared with one or more benchmarks.  Your results may include the list of Best Companies or derivative benchmarks.  These 
©2016 Great Place to Work® Institute, Inc.  All rights reserved.

Blue shading highlights results that are less than 17 points below the corresponding benchmark.  Yellow shading indicates responses more than 30 
Categories with fewer than 5 respondents are not shown to protect confidentiality.
Numbers may vary slightly due to rounding and confidential data appearing only in the totals column.
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Full-time Part-time Classified Unclassified
479 13 384 84
60 54 59 67
62 50 61 70
62 62 61 71
69 69 69 74
65 58 63 76
61 70 60 69
59 58 56 72
71 77 70 80
74 50 72 82
55 58 53 63
60 67 59 63
61 54 61 63
77 75 79 74
68 69 67 75
65 62 63 71

75 62 73 84
72 58 70 80
65 62 63 76
69 75 68 77
61 67 58 74
56 67 53 68
84 77 83 87
62 62 61 68
67 62 67 72
87 85 86 92
72 67 71 79
65 62 64 73
72 92 70 84
70 69 68 78

71 92 69 84
44 60 43 55
58 33 56 66
73 62 73 72
53 67 51 68
58 58 56 67
58 54 58 61
71 75 70 80
80 73 80 83
78 69 78 80
86 73 85 91
57 58 56 63
66 65 65 73

78 100 78 78
76 69 76 84
81 69 80 85
70 69 69 80
71 69 70 77
72 62 70 78
62 46 59 72
85 85 84 90
74 71 73 81

67 69 67 75
70 54 66 80
73 77 71 81
78 85 77 83
58 54 56 66
82 69 83 82
69 78 69 77
65 69 63 75
69 69 68 78
66 69 66 73
70 69 69 77

71 62 68 83
68 67 67 76

65 55 63 71
82 91 82 85
42 42 39 52
68 54 65 79
60 69 59 66
77 67 76 81

Work Status Worker Type (Custom)
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Santa Clara Valley Water District: 2016 Trust Index© Results Summary 

The Great Place to Work® Trust Index© Survey assesses employees’ experiences of their relationships 

with management (credibility, respect, and fairness), with the work that they do (pride), and with their 

co-workers (camaraderie). These relationships are measured through a series of statements that relate 

to the five dimensions that make up a great place to work and are shown in parentheses above and in 

the table below. 

This year’s survey with the Santa Clara Valley Water District was conducted from June 6th to 17th. Of the 

721 survey invitations that were sent, 511 people (71%) responded. Each statement was rated twice; 

once with the overall organization in mind and once with the respondent’s work group in mind.  

About 58% of employees responded favorably to the statement, “Taking everything into account, I 

would say this is great place to work,” for the organizational perspective. 70% responded favorably for 

the work group perspective. It is typical for work group scores to be higher. 

The averages of each of the five dimensions for the Organization and the Work Group scores are in the 

table below. A comparison to the average benchmark scores of best companies headquartered in the 

San Francisco Bay area is also included.  

Dimension 
Organization 

Score1 
Work Group Score 

50 Best SF Bay 
Area Companies 

Credibility 39 64 90 

Respect 52 69 91 

Fairness 50 66 91 

Pride 57 74 94 

Camaraderie 52 69 95 

Of the 64 total questions administered in the Trust Index Survey, a subset of these statements was 

chosen to represent Santa Clara Water District’s strengths and two high-leverage areas of opportunity 

(see below). 

The following percentages represent the scores for the organizational/work group perspectives. Work 

group scores averaged about 6 points higher among the strengths and 28 points higher among the 

opportunities. 

1 The score means the percentage of people taking the survey who rated the statement “often true” or “almost 
always true.” 
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Strength: Fair treatment, flexibility, welcoming, proud 

 83%/85% consistently experience that people here are treated fairly regardless of their sexual

orientation.

 83%/87% consistently experience that they are able to take time off from work when they think

it is necessary.

 81%/83% consistently experience that this is a physically safe place to work.

 75%/82% consistently experience that people are not ridiculed due to their background,

personal traits, or characteristics.

 74%/82% consistently experience that when you join the organization, you are made to feel

welcome.

 74%/85% consistently experience feeling good about the ways we contribute to the community.

Opportunity: Fairness and accountability 

 23%/41% consistently experience that consequences for poor performers in our organization

are reasonable and timely.

 28%/53% consistently experience that promotions go to those who best deserve them.

 28%/57% consistently experience that managers avoid playing favorites.

 29%/58% consistently experience that people avoid politicking and backstabbing as ways to get

things done.

Opportunity: Genuine communication and collaboration with management 

 28%/56% consistently experience that management involves people in decisions that affect

their jobs or work environment.

 29%/60% consistently experience that management's actions match its words.

 36%/69% consistently experience that management is approachable, easy to talk with.

 38%/59% consistently experience that they feel like they can raise issues without fear of

retaliation.

Comments: 

What makes this a great place to work? 

Of the 511 responses to the survey, 328 people provided written responses to this question. The most 

positive comments referenced the following themes: 

 Friendly place to work with strong bonds to individual teams and coworkers

 Unique benefits
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 Pride in the work and contributions to the community

 Flexibility and work/life balance

What would make it a better place to work? 

Of the 511 responses to the survey, 340 people provided written comments to this question. The most 

common suggestions for improvement referenced the following themes: 

 Management and leader transparency

 Opportunities to be involved in change

 Fair treatment regardless of position or demographics

 Genuine and trusting relationships with management and leaders

 Managing poor performance

Statement scores were compared to three benchmarks: 50 Best – Companies Headquartered in the San 

Francisco Bay Area, 100 Best – Unionized Employees, 100 Best – More than 40% Minority Employees. 

The average distance from each of the respective benchmarks was 43%, 36%, and 37%.  Santa Clara 

Water District came closest to the benchmarks in the areas of taking time off work, being treated fairly 

regardless of sexual orientation, and being a safe place to work. The average distance from the 

benchmark for these statements was 14%. 

Consistently high scores across the organization and workgroup perspectives in the areas of fair 

treatment and commitment to providing a safe workplace are excellent strengths that should be 

celebrated.  

Recommendations 

Great Place to Work offers the following recommendations: 

(1) Community – Continue to strengthen the sense of community with ongoing celebrations and

social events, both organization-wide and in smaller work units.

(2) Management – Strengthen managers at all levels (anyone with the responsibility of managing

other people) by developing (a) a set of leadership commitments that define the core

responsibilities that every leader must meet; manager competencies should be updated or

developed to align with the leadership commitments (b) core manager training that includes a

custom group in-person session supported by standard online training resources from outside

vendors. The topics could cover people leadership, core business skills (e.g., budgeting),

transparency, accountability and performance management, inclusive work environments,

ethics, two-way communication, and other topics to be chosen through a needs assessment

(including this survey). For the in-person core manager training, we suggest using outside

resources to design and deliver the program, and leveraging well-regarded internal leaders as

supporting faculty (c) evaluate managers against the leadership commitments and other

expectations, such as manager competencies.

(3) Career progression – Refresh the mechanisms for career advancement. This could include a

more intentional “stretch assignment” and rotation program. Complete the classification work
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and ensure it allows every deserving person a chance for career progression, including in non-

management (technical) pathways. 

(4) Communication – Conduct a review of internal communication to determine the most persistent

gaps in desired vs. actual management and organizational communication. The audit should

focus on subject matter, levels, channels and other factors to clarify the most effective methods

of existing communication and to find out where more meaningful and accountable two-way

communication is needed (accountable refers to managers truly acting on concerns). Develop

approaches to address important gaps, including new mechanisms for communication and

training for managers.

(5) Ethics, behavior, and integrity – Strengthen the core ethics and integrity functions within the

district so that ethical violations and other concerns, including those about bullying and abusive

behavior, can be heard and acted upon with confidence in remediation and without fear of

retribution.

(6) Values – Empower a diverse team to work on the district’s stated values: updating or giving

more detail to the meaning of the current values, if needed, and otherwise finding mechanisms

to bring the values to life at consistently high levels.

(7) Trust and transparency – Empower a diverse team to develop recommendations to improve

trust and transparency, with executive management’s commitment to act on the

recommendations or, if choosing not to act, to provide a clear explanation why. Give the team

facilitation and project management support.

Next Steps 

We hope you will discuss the findings in an upcoming unit meeting; you will see a PowerPoint with more 

information about that. Hopefully after your unit meeting, but definitely by September 15, we would 

like your feedback on the recommendations via an anonymous online survey administered by Great 

Place to Work. 
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Santa Clara Valley Water District

File No.: 18-0563 Agenda Date: 8/13/2018
Item No.: 4.4.

COMMITTEE AGENDA MEMORANDUM

Diversity & Inclusion Ad Hoc Committee
SUBJECT:
Review Diversity and Inclusion Ad Hoc Committee Work Plan, the Outcomes of Board Action of
Committee Requests; and the Committee’s Next Meeting Agenda.

RECOMMENDATION:
Review the Committee work plan to guide the Committee’s discussions regarding policy alternatives
and implications for Board deliberation.

SUMMARY:
The attached Work Plan outlines the Board-approved topics for discussion to be able to prepare
policy alternatives and implications for Board deliberation. The work plan is agendized at each
meeting as accomplishments are updated and to review additional work plan assignments by the
Board.

BACKGROUND:

Governance Process Policy-8:
The District Act provides for the creation of advisory boards, committees, or committees by resolution
to serve at the pleasure of the Board.

Accordingly, the Board has established Advisory Committees, which bring respective expertise and
community interest, to advise the Board, when requested, in a capacity as defined: prepare Board
policy alternatives and provide comment on activities in the implementation of the District’s mission
for Board consideration. In keeping with the Board’s broader focus, Advisory Committees will not
direct the implementation of District programs and projects, other than to receive information and
provide comment.

Further, in accordance with Governance Process Policy-3, when requested by the Board, the
Advisory Committees may help the Board produce the link between the District and the public
through information sharing to the communities they represent.

ATTACHMENTS:
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GP8. Accordingly, the Board has established Advisory Committees, which bring respective expertise and community interest, to advise the 
Board, when requested, in a capacity as defined: prepare Board policy alternatives and provide comment on activities in the implementation 
of the District’s mission for Board consideration. In keeping with the Board’s broader focus, Advisory Committees will not direct the 
implementation of District programs and projects, other than to receive information and provide comment.

The annual work plan establishes a framework for committee discussion and action during the annual meeting schedule. The committee work 
plan is a dynamic document, subject to change as external and internal issues impacting the District occur and are recommended for committee 
discussion.  Subsequently, an annual committee accomplishments report is developed based on the work plan and presented to the District 
Board of Directors.

ITEM WORK PLAN ITEM MEETING
INTENDED OUTCOME(S)

(Action or Information Only)
ACCOMPLISHMENT DATE AND 

OUTCOME

1
Elect Chair and Vice Chair 4-23-18 Elect Chair and Vice Chair

Accomplished April 23, 2018:
The Committee elected Director Tony 
Estremera as the Chair for 2018 and 
Director Nai Hsueh as the Vice Chair for 
2018.

2 Committee Workplan Development
4-23-18

Develop Committee work plan to 
guide the Committee’s discussions 
regarding the Diversity & Inclusion 
Program at the District. (Action)

Accomplished April 23, 2018:
The Committee discussed developing 
the Committee’s work plan to guide the
Committee’s discussions regarding the 
Diversity & Inclusion Program at the 
District. and would like to see the 
following incorporated:

 Lacking report on performance,

 Looking at best practices,

 Benchmarking the Diversity and 
Inclusion program, 

 Investing in education in equipping 
the future workforce.  
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ITEM WORK PLAN ITEM MEETING
INTENDED OUTCOME(S)

(Action or Information Only)
ACCOMPLISHMENT DATE AND 

OUTCOME

3

The Leading Edge 2011 Santa Clara Valley 
Water District Audit of Diversity and        
Inclusion Program

4-23-18

Review audit recommendations.
(Information)

Accomplished April 23, 2018:
The Committee reviewed the audit 
recommendations of the Leading Edge 
2011 Santa Clara Valley Water District
Audit of Diversity and Inclusion Program
and took no action.

4 2015-2019 Diversity and Inclusion Master Plan
4-23-18
9-27-18

Review Master Plan Goals, 
Strategies, and Tactics and tracking 
matrix. (Information)

Accomplished April 23, 2018:
The Committee reviewed the Master 
Plan’s Goals, Strategies, and Tactics 
and tracking matrix and had the following 
concerns:
1.  Review District’s Recruitment and 
Selection Policy in general and with 
special emphasis on Interview Panel 
process and prevention of nepotism.
2.  To address the Board’s concern of 
potential Conflict of Interest issue, the 
Committee will review District’s practices 
and policies for avoiding the issue and 
protection for employees.
3.  To address the Board’s concern of 
lacking meaningful reports to understand 
the effectiveness of District’s D&I 
Program, the Committee will study and 
propose effective tools, including reports, 
benchmark data, and performance 
measures for the Board’s consideration.            
4.  To address the Board’s desire for a 
more robust education program, the 
Committee will study and propose an 
expanded education and internship 
programs that possibly could include 
economic/social considerations. 
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ITEM WORK PLAN ITEM MEETING
INTENDED OUTCOME(S)

(Action or Information Only)
ACCOMPLISHMENT DATE AND 

OUTCOME

5

Identify Focus Areas and Timeline 4-23-18
Begin discussion on potential focus 
areas and timelines for the 

Committee. (Action)

Accomplished April 23, 2018:
The Committee discussed potential 
focus areas and timelines for the 
Committee and are noticed in the 2015-
2019 Diversity and Inclusion Master Plan
section.

6 Review of 2018 Diversity and Inclusion Ad Hoc 
Committee Scope of Work (Work Plan)

5-29-18
Review Diversity and Inclusion Ad 
Hoc Committee Scope of Work
(Work Plan) approved by the Board 
on May 22, 2018. (Action)

Accomplished May 29, 2018:
The Committee reviewed 2018 Diversity 
and Inclusion Ad Hoc Committee Scope 
of Work (Work Plan).

7 Emerging Leaders Diversity & Inclusion 
Capstone Project

5-29-18
7-11-18
9-27-18

Provide Ad Hoc Committee 
Information on the Emerging 
Leaders Diversity & Inclusion 
Capstone Project. (Information)

Accomplished May 29, 2018:
The Committee was provided 
information on the Emerging Leaders 
Diversity and Inclusion Capstone Project
and took no action.

Accomplished July 11, 2018:
The Committee was provided updated 
information on the Emerging Leaders 
Diversity and Inclusion Capstone Project
and took no action.

8
Review the District’s recruitment process with a 
specific emphasis on diversity of interview 
panelists

5-29-18
8-13-18

Provide Ad Hoc Committee 
Information on the Diversity of 
Interview Panelists and Review 
Data. (Information)

Accomplished May 29, 2018:
The Committee reviewed the District’s 
recruitment process with a specific 
emphasis on diversity of interview 
panelists and took no action.

9
Nepotism Policy Review nepotism and conflict 
of interest policies and practices, and consider 
enhancements

5-29-18
8-13-18

Provide Ad Hoc Committee 
Information on the District’s 
Nepotism Policy and Data on 
Relatives at the District. Review 
nepotism and conflict of interest 
policies and practices, and consider 

Accomplished May 29, 2018:
The Committee was provided 
information on the District’s Nepotism 
Policy and Data on Relatives at the 
District.  Reviewed nepotism and conflict 
of interest policies and practices, and 
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ITEM WORK PLAN ITEM MEETING
INTENDED OUTCOME(S)

(Action or Information Only)
ACCOMPLISHMENT DATE AND 

OUTCOME

enhancements. (Action) consider enhancements and took no 
action.

10
Review of Diversity and Inclusion Ad Hoc 
Committee Work Plan, the Outcomes of Board 
Action of Committee Requests and the 
Committee’s Next Meeting Agenda

7-11-18
8-13-18
9-27-18

 Receive and review the 2018
Committee work plan. (Action)

 Submit requests to the Board, as 
appropriate.

Accomplished July 11, 2018:
The Committee received and reviewed
the 2018 Committee work plan and took 
no action.

11 Considerations and Recommendations of 
Effective Tools for Measuring the Success of 
the Diversity and Inclusion Program

8-13-18

 Review the considerations and 
recommendations of effective 
tools for measuring the success 
of the Diversity and Inclusion 
Program. (Action)

 Submit requests to the Board, as 
appropriate.

12 Evaluate options for more robust internship 
programs

9-27-18

 Evaluate options for more robust 
internship programs. (Action)

 Submit requests to the Board, as 
appropriate.
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DIVERSITY AND INCLUSION AD HOC COMMITTEE
Tony Estremera, Chair
Nai Hsueh, Vice Chair
John L. Varela

                                                                                                                        Attachment 2 
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DRAFT AGENDA

DIVERSITY AND INCLUSION AD HOC COMMITTEE

THURSDAY, SEPTEMBER 27, 2018

12:00 PM

Santa Clara Valley Water District
Headquarters Building Boardroom 

5700 Almaden Expressway
San Jose, CA  95118

Time Certain
12:00 p.m.

1. Call to Order/Roll Call

2. Time Open for Public Comment on Any Item Not on the Agenda
Comments should be limited to two minutes.  If the Committee wishes to discuss a subject raised 
by the speaker, it can request placement on a future agenda.

3. Approval of Minutes
3.1   Approval of Minutes – August 13, 2018, meeting    

4. Action/Discussion Items
4.1   Evaluate options for more robust internship programs (Anil Comelo)
Recommendation: Provide Ad Hoc Committee Information on the options for more 
robust internship programs.  This is a discussion item and the Committee may 
provide comments, however, no action is required.

4.2   Emerging Leaders Diversity & Inclusion Capstone Project (Anil Comelo)
Recommendation: Provide Ad Hoc Committee Information on the Emerging Leaders 
Diversity & Inclusion Capstone Project. This is a discussion item and the 
Committee may provide comments, however, no action is required.

4.3   Diversity and Inclusion Master Plan (Anil Comelo)
Recommendation: Provide Ad Hoc Committee Information on the Draft Diversity 
And Inclusion Master Plan. This is a discussion item and the Committee may 
provide comments, however, no action is required.

4.4   Review Diversity and Inclusion Ad Hoc Committee Work Plan, the Outcomes of 
        Board Action of Committee Requests and the Committee’s Next Meeting Agenda
      (Committee Chair)
Recommendation: Review the Committee work plan to guide the committee’s 
discussions regarding policy alternatives and implications for Board deliberation.

5. Clerk Review and Clarification of Committee Requests and Recommendations
This is an opportunity for the Clerk to review and obtain clarification on any formally moved, 
seconded, and approved requests and recommendations made by the Committee during 
discussion of Item 4.

6. Adjourn:  Adjourn to next regularly scheduled meeting at 12:00 p.m., in the Headquarters 
Building Boardroom, 5700 Almaden Expressway, San Jose, CA  95118
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REASONABLE EFFORTS TO ACCOMMODATE PERSONS WITH DISABILITIES WISHING TO ATTEND COMMITTEE MEETINGS WILL BE MADE.  
PLEASE ADVISE THE CLERK OF THE BOARD OFFICE OF ANY SPECIAL NEEDS BY CALLING (408) 630-2277.

Meetings of this committee will be conducted in compliance with all Brown Act requirements.  All public records relating to an open session item on 
this agenda, which are not exempt from disclosure pursuant to the California Public Records Act, that are distributed to a majority of the legislative 
body will be available for public inspection at the same time that the public records are distributed or made available to the legislative body, at the 
following location:                                                
                                                                             Santa Clara Valley Water District, Office of the Clerk of the Board                                                                          
                                                                                        5700 Almaden Expressway, San Jose, CA  95118

DIVERSITY AND INCLUSION AD HOC COMMITTEE

Purpose: The Diversity and Inclusion Ad Hoc Committee was established to work on Board and Director identified 
issues
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