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MDC 
 

  
PERSONNEL, PENSION & INSURANCE COMMITTEE 

REGULAR MEETING 
MONDAY, FEBRUARY 26, 2024 

4:00 PM 
Location Commissioners  
Board Room Avedisian  Magnan 
District Headquarters Currey (Ex-Officio) Patel 
555 Main Street, Hartford Desai Salemi 
 Drake Steuber 
Dial in #: (415)-655-0001 Gentile Taylor (C) 
Access Code: 2317 656 3844 # Lester Woulfe (VC) 
Meeting Video Link   
 Quorum: 6  
 

1. CALL TO ORDER  
 

2. PUBLIC COMMENTS RELATIVE TO AGENDA ITEMS 
 

3. APPROVAL OF MEETING MINUTES OF JANUARY 24, 2024  
 

4. REPORT RE: APPOINTMENT OF COMMISSIONER WOULFE TO 457b DEFERRED 
COMPENSATION COMMITTEE 

 

5. CONSIDERATION AND POTENTIAL ACTION RE: APPROVAL OF NEW JOB SPECIFICATIONS: 
A. WATER POLLUTION CONTROL CREW LEADER 
B. WATER POLLUTION CONTROL OPERATOR IN TRAINING 
C. WATER TREATMENT PLANT OPERATOR IN TRAINING 

 

6. CONSIDERATION AND POTENTIAL ACTION RE: AMENDMENT OF JOB SPECIFICATIONS: 
A. ENGINEERING TECHNICIAN 1 
B. ENGINEERING TECHNICIAN 2 
C. SENIOR ENGINEERING TECHNICIAN  

 

7. CONSIDERATION AND POTENTIAL ACTION RE: AMENDMENT OF RISK MANAGEMENT 
ADMINISTRATOR JOB SPECIFICATION 

 

8. CONSIDERATION AND POTENTIAL ACTION RE: CLIMATE STUDY 
 

9. DISCUSSION RE: UTILIZATION RATE OF OUTSIDE CONSULTANTS/CONTRACTORS OVER 
PAST 10 YEARS 

 

10. CONSIDERATION AND POTENTIAL ACTION RE: SETTLEMENT OF WORKERS’ 
COMPENSATION CLAIM – KEITH SLAUGHTER (POSSIBLE EXECUTIVE SESSION) 

 

11. OPPORTUNITY FOR GENERAL PUBLIC COMMENTS 
 

12. COMMISSIONER REQUESTS FOR FUTURE AGENDA ITEMS 
 

13. ADJOURNMENT 

https://themdc.webex.com/themdc/j.php?MTID=mf7f5a1a8f965591cdf4354ff0ee36f6e


5A-1 
 

Changes to Classification System –  
Water Pollution Control Crew Leader (Local 184:  LT-13) 

 
TO:        Personnel, Pension and Insurance Committee for consideration on February 26, 2024 
 
Staff is recommending that the Classification System be amended to include the Water 
Pollution Control Crew Leader (LT-13) classification.  A copy of the proposed Specification 
is attached.  The salary allocation of LT-13 (range of $44.86-$53.82) or $93,308.80 to 
$111,945.60 if annualized) 
 
This proposed job specification changes will enhance the multi-tasking approach to District 
positions and will consolidate the current WPC Crew Leader I and WPC Crew Leader II job 
specifications.  The current WPC Crew Leader I and II will be eliminated through attrition. 

 

 
 

 



5A-2 
 

   
 

 
 

 
 



5A-3 
 

 
 

 
 
 
 
It is therefore RECOMMENDED that it be: 
 
VOTED: That the Personnel, Pension and Insurance Committee recommend to the 

District Board passage of the following resolution: 
 



5A-4 
 

RESOLVED: That the job specification for Water Pollution Control Crew Leader be added 
to the classification system and allocated to EE13. 

 
     Respectfully Submitted, 
 
   
     John S. Mirtle 
     District Clerk 
 



5B-1 
 

Changes to Classification System –  
Water Pollution Control Plant Operator in Training (Local 184) 

 
TO:        Personnel, Pension and Insurance Committee for consideration on February 26, 2024 
 
 Staff is recommending that the Classification System be amended to include the 
Water Pollution Control Operator in Training (LT-04) classification.  A copy of the proposed 
Specification is attached.  The salary allocation of LT-04 (range of $28.94-$34.75) or 
$60,195.20 to $72,280 if annualized) 
 

This proposed job specification will provide an entry level position within the 
Wastewater plant. 

 

 
 
 
 
 



5B-2 
 

 
 

 
 



5B-3 
 

 
 
 
It is therefore RECOMMENDED that it be: 
 
VOTED: That the Personnel, Pension and Insurance Committee recommend to the 

District Board passage of the following resolution: 
 
RESOLVED: That the job specification for Water Pollution Control Plant Operator in 

Training be added to the classification system and allocated to LT-04. 
 
     Respectfully Submitted, 
 
   
     John S. Mirtle  
     District Clerk 
 



5C-1 
 

Changes to Classification System –  
Water Treatment Plant Operator in Training (Local 184) 

 
TO:       Personnel, Pension and Insurance Committee for consideration on February 26, 2024 
 
Staff is recommending that the Classification System be amended to include the Water 
Treatment Plant Operator in Training  (LT-04) classification.  A copy of the proposed 
Specification is attached.  The salary allocation of LT-04 (range of $28.94-$34.75) or 
$60,195.20 to $72,280 if annualized) 
 
This proposed job specification will provide an entry level position within the Water 
Treatment Plant. 

 

 
 



5C-2 
 

 
 

 



5C-3 
 

 
 
 
It is therefore RECOMMENDED that it be: 
 
VOTED: That the Personnel, Pension and Insurance Committee recommend to the 

District Board passage of the following resolution: 
 
RESOLVED: That the job specification for Water Treatment Plant Operator in Training be 

added to the classification system and allocated to LT-04. 
 
     Respectfully Submitted, 
 
   
     John Mirtle 
     District Clerk 

 



6A-1 
 

JOB SPECIFICATION 
ENGINEERING TECHNICIAN 1 (3713) 

 
TO:      Personnel, Pension and Insurance Committee for consideration on February 26, 2024. 
 
Staff is recommending that the Job Specification and Job Classification System be amended 
to update the job descriptions for Engineering Technician 1 (PT-07) to amend the minimum 
qualifications.  A copy of the proposed specification is attached as negotiated with Local 3713.   
 
There is no proposed change to the updated Engineering Technician 1 role pay range is 
PT-07 (range of $36.52 to $43.80 or  $75,961.60 to $91,104 if annualized) as negotiated 
with Local 3713. 

 

 
 
 
 
 



6A-2 
 

  

 
 

 
 
 



6A-3 
 

 
 

 
 



6A-4 
 

 

 



6A-5 
 

 
 
It is therefore RECOMMENDED that it be: 
 
VOTED: That the Personnel, Pension and Insurance Committee recommend to the 

District Board passage of the following resolution: 
 
RESOLVED: That the job specification for Engineering Technician 1 be updated to reflect 

changes to the minimum job qualifications with no change to the classification 
system allocated to PT-07.   

 
       Respectfully submitted, 
 
        
       
 
       John S. Mirtle 
       District Clerk 

 



6B-1 
 

JOB SPECIFICATION 
ENGINEERING TECHNICIAN 2 (3713) 

 
TO:      Personnel, Pension and Insurance Committee for consideration on February 26, 2024. 
 
 Staff is recommending that the Job Specification and Job Classification System be 
amended to update the job descriptions for Engineering Technician 2 (PT-09) by 
consolidating similar positions into one multi-tasking job description.  A copy of the proposed 
specification is attached as negotiated with Local 3713.  to amend the minimum qualifications.  
A copy of the proposed specification is attached as negotiated with Local 3713.   
 
There is no proposed change to the updated Engineering Technician 2 role pay range PT-09 
(range of $40.27 to $48.32 or $83,761.60 to 100,505.60 if annualized) as negotiated with 
Local 3713. 
 

 
 



6B-2 
 

 

 
 
 
 
 
 



6B-3 
 

 
 

 
 

 
 



6B-4 
 

 

 
 
 
 
 
 
 
 
 
 



6B-5 
 

 
It is therefore RECOMMENDED that it be: 
 
VOTED: That the Personnel, Pension and Insurance Committee recommend to the 

District Board passage of the following resolution: 
 
RESOLVED: That the job specification for Engineering Technician 2 be updated to reflect 

changes to the minimum job qualifications with no change to the classification 
system allocated to PT-09.   

 
       Respectfully submitted, 
 
        
 
       John S. Mirtle 
       District Clerk 

 
 



6C-1 

JOB SPECIFICATION 
SENIOR ENGINEERING TECHNICIAN (3713) 

TO:   Personnel, Pension and Insurance Committee for consideration on February 26, 2024. 

Staff is recommending that the Job Specification and Job Classification System be 
amended to update the job descriptions for Senior Engineering Technician (PT-11) to amend 
the minimum qualifications.  A copy of the proposed specification is attached as negotiated 
with Local 3713.   

There is no proposed change to the updated Senior Engineering Technician role pay 
range PT-11 (range of $44.41 to $53.30 or $92,372.80 to $110,864 if annualized) as 
negotiated with Local 3713. 



6C-2 



6C-3 



6C-4 

It is therefore RECOMMENDED that it be: 

VOTED: That the Personnel, Pension and Insurance Committee recommend to the 
District Board passage of the following resolution: 

RESOLVED: That the job specification for Senior Engineering Technician be updated to 
reflect changes to the minimum job qualifications with no change to the 
classification system allocated to PT-11.  

Respectfully submitted, 

John S. Mirtle 
District Clerk 



7-1

CHANGES TO CLASSIFICATION SYSTEM –  
RISK MANAGEMENT ADMINISTRATOR 

TO:  Personnel, Pension and Insurance Committee for consideration on February 26, 2024 

Staff is recommending that the Job Specifications and Salary Grade be amended for 
the Risk Management Administrator currently classified as an EE13 (range of $97.876.59-
$127,239.57) to EE14 ($102,767.46 to $133,597.70) with no changes to the specification as 
attached.   

This proposed salary grade amendment will align the Risk Management 
Administrator with other Administrators at the MDC which are classified as EE14. 



  
 

 
 
 
 

7-2 
  

 
 
 
 

 
 

 



  
 

 
 
 
 

7-3 
  

 
 
 
 

 

 
 
 



  
 

 
 
 
 

7-4 
  

 
 
 
 

It is therefore RECOMMENDED that it be: 
 
VOTED: That the Personnel, Pension and Insurance Committee recommend to the 

District Board passage of the following resolution: 
 
RESOLVED: That the job specification for Risk Management Administrator be amended in 

the classification system and allocated to EE14.   
 
     Respectfully Submitted, 
 
   
     John S. Mirtle 
     District Clerk 
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What is an Employee Climate Survey?
Used for organizational training and development, Employee Climate Surveys provide a picture of your organization's needs.
These surveys can be used to solicit employee opinions on a variety of issues such as the company's success in communicating
its mission to employees, or local issues such as quality of the working environment.

These surveys often contain a series of multiple choice items grouped along one or more dimensions of the organization.

The types of items included in these surveys may concern areas such as:

1. Creativity
2. Innovation
3. Satisfaction
4. Senior Management
5. Interpersonal Relations
6. Functional Expertise
7. Compensation
8. Benefits
9. Customer Service

10. Communication
11. Obtaining Results
12. Analytical Thinking
13. Mentoring
14. Strategic Planning
15. Teamwork
16. Adaptability
17. Staff Development
18. Leadership

The results of this type of feedback process provide an understanding how how the employee perceives the organization along
different dimensions. This process helps the organization (Human Resources Department) understand how the employees
percieve them.

This feedback:

is essential to facilitating development and organizational change
allows the organization to focus on needs and leverage its strengths
informs the organization on which actions will create problems for the employees
provides management with employee feedback (both positive and negative) on the internal health of the organization
measures the impact of current programs, policies and procedures
can be used to motivate employees and improve job satisfaction

The purpose of this document is to provide a guide to assist those who are conducting an employee opinion survey.

Chapter Highlights

1. Uses
2. Benefits
3. How it is conducted
4. Requirements
5. Benefits of using the Internet
6. Demos

hr-survey.com Employee Opinion Survey 360-Feedback Performance Management Tr

https://www.hr-survey.com/
https://www.hr-survey.com/EmployeeOpinion.htm
https://www.hr-survey.com/360Feedback.htm
https://www.hr-survey.com/PerformanceManagement.htm
https://www.hr-survey.com/TrainingNeeds.htm
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Principle of Employee Climate Surveys: Provides
an understanding how how the employee perceives
the organization and work groups.

7. Item Bank
8. Web Resources
9. Related Pages

Employee Climate Survey: Uses

Uses for Employee Climate Surveys include:

Focusing of Employee Development Programs
Enhancing Management/Employee Relations
Training Needs Assessment
Evaluation of Training
Organizational Climate Survey
Customer Satisfaction Survey

This process can also be a motivator of performance since it shows the employee that their opinions and views are considered
important.

Benefits

Provides a direct means of assessing employee opinions that would otherwise be unreported.

How Climate Surveys are Conducted

Checklist of what to do when conducting an employee survey.

1. Needs Analysis Why is the survey being conducted?
Meetings are held to determine the goals and objectives, as well as the content of the project. Whether
implemented through individual interview or focus group this needs
analysis will ensure that the critical information is gathered in the manner that best fits the customer need and will assist
in determining the best method of collecting the data.

2. Focus Groups Structured meetings to gather qualitative
information relevant to the survey development.

3. Survey Design Develop survey instrument by synthesizing
the information gathered from needs analysis, focus groups and other
documents available.

Determine the rating scale to be used:

1. Strongly agree | agree | (neither agree nor disagree) | disagree | strongly disagree.
2. Excellent | good | fair | poor
3. All of the time | most of the time | some of the time | hardly ever | never
4. To a very great extent | to a great extent | to some extent | to a very little extent | to no extent at all
5. Very satisfied | satisfied | (neither satisfied nor dissatisfied) | dissatisfied | very dissatisfied

4. Develop questionnaire A questionnaire used for Employee Opinion Surveys typically contains items that are rated on a 
point scale. These items may be developed to measure different dimensions of the organization (e.g., communication,
teamwork, leadership, initiative, management, compensation, ...). Questionnaires also typically include one or more open
ended questions to solicit written feedback.

Questionnaires typically include from 50 to 100 items. When estimating the amount of time to complete the
questionnaire you should estimate about 1 minute per questionnaire item.

If using a printed questionnaire form, you should consider using forms that can be scanned into a computer.

It should be noted that the design of a questionnaire is usually an iterative process -- questions are formulated, tested,

Employee Opinion Survey 360-Feedback Performance Management Tr

https://www.hr-survey.com/EmployeeSurveyChecklist.htm
https://www.hr-survey.com/NeedsAnalysis.htm
https://www.hr-survey.com/ItemConstruction.htm
https://www.hr-survey.com/EmployeeOpinion.htm
https://www.hr-survey.com/360Feedback.htm
https://www.hr-survey.com/PerformanceManagement.htm
https://www.hr-survey.com/TrainingNeeds.htm
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reformulated, tested, and so on.

5. Questionnaire Review Examine and critique of an existing survey. The review is conducted to improve the quality of the
survey, and to increase the likelihood the customer receives actionable information. Critiques are also performed to
increase the probability of high response rates.

6. Instrument Pre-Test Conduct an instrument pre-test, which is an examination of the data collection instrument by
potential respondents. It can be completed for paper-based, as well as electronic and phone based data capture. This ma
include a series of telephone interviews or focus groups designed to gather feedback on the content, clarity, readability,
relevance, length, and comprehensiveness of the item set, as well as the overall experience of completing the instrument

Pre-testing can show:

1. poor question wording or sequencing, as well as errors in layout
2. problems caused by the length of the questionnaire or the respondents' inability or unwillingness to answer the

questions
3. additional questions or response categories that can be pre-coded on the questionnaire
4. non-response problems
5. any negative repercussions the survey may have on employees

7. Ensure confidentiality of participants Steps must be taken to ensure the confidentiality of the feedback results. For
example, the feedback ratings from several employees should be combined (averaged) to mask the identity of an
individual employee. Comments or written answers to questions may be summarized in the results to mask the identity o
the author. The confidentiality helps ensure that the results are genuine.

8. Administer the questionnaire Distribute questionnaire forms (if using printed copies) with instructions. May want to
prepare answers to common questions if other employees will be assisting in the administration. If possible, post the
questions and answers to your website for easy access.

Administer it to everyone? Or, just a sample?

1. Advantages of it to everyone:
All employees are given the opportunity to express their opinions

2. Advantages of it only to a sample:
Reduced time to collect and process the data
Less data to collect

9. Analyze the data Basic data analysis would include averages of ratings. More complicated analyses may include item-
analysis and/or factor-analysis. Types of analyses include: Performance Dimension Summary; Summary-Performance vs.
Expected; Individual Item Ratings; Item Ratings-Performance vs. Expected (normed); Highest- or Lowest-Rated Items
(shows individual's strengths and weaknesses); Group & Organizational Ranking, and Recommendations for Developmen

You may want to analyze the data by organizational division or department to assess group and organizational strengths
and weaknesses. This can be used to support or promote training and organizational development.

10. Written Interpretive Reports Examine data through written interpretive reports, which summarize the results of your
study.

11. Presentation of Survey Results The analysis of data in report format, or on a variety of other media, such as CD-ROM,
diskette, or Internet.

12. Develop and Distribute Results Feedback results should be shared with the employees.

You may want to provide individual review sessions or group workshops conducted by a facilitator to help individuals
review and understand the results and develop appropriate goals and objectives.

Requirements?

An Employee Opinion Survey process requires a coordinated effort to collect hundreds, or even thousands, of pieces of data. In
addition, the validity of the results is enhanced by ensuring confidentiality of the participants.

Employee Opinion Survey 360-Feedback Performance Management Tr
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The survey administration may require time (to complete the questionnaires) and computer resources to analyze the data.

Benefits of using Internet

Fortunately, there are many software companies that offer tools to assist you in conducting this type of feedback process. Some
links to these companies can be found at the HR-Software network.

Web Access Are your employees scattered throughout the globe? Or, across different states? No problem, just use the
Internet as the medium through which your feedback process is conducted.

Confidentiality Although the data is collected by a third-party, the confidentiality is enhanced in that fewer internal
employees have access to view the data.

Simplified Data Analysis Spending time entering data into a spreadsheet or database for analysis? Use web based tools
to collect, store, and analyze data.

Demos

Request a customized free online demo from HR-Survey.com

Item Selector

If you are interested in developing an employee climate survey, this would be a good place to get started. Click the link below t
access our Item Selector program. This will display a form containing a list of items. Just select the items you want included on
your questionnaire and follow the instructions on the form.

Item Selector

Item Bank

Access an item bank containing over 1,600 items.

Item Bank

Here is a list of general survey questions:

__ current activities reflect a strong focus on the customer
__ does a good job communicating about changes or decisions that affect employees.
__ is a good Company to work for
__ is committed to providing competitive products and services
__' image is that of a high quality Company
__'s standards for business ethics are high.
At __, my suggestions are given serious consideration.
Being committed to excellence through continuous improvement in all activities to increase value for our customers
Being the catalyst of change and innovation at the forefront of the industry
Benefits available are appropriate for my needs and those of my family
Career paths exist for someone like me in this company
Conditions in my work area allow me to be highly productive.
Considering everything, I am satisfied at __
From my point of view the five most important issues raised in this survey are:
Having a clear corporate "culture" (a clear set of values, a clear style of management, etc.)
Having a minimum of "corporate politics" (favoritism in handling conflict, advancement based on "looking good," etc.)
How long have you worked for __?
How long have you worked for the company?
I am able to balance work priorities with my personal life.
I am able to contact Senior Management as needed.

Employee Opinion Survey 360-Feedback Performance Management Tr
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I am adequately recognized for my good work.
I am aware of available training and development activities.
I am committed to producing the highest quality work for our customers/members.
I am compensated fairly for the work I do.
I am expected to find new and better ways to get the job done.
I am given a real opportunity to improve my skills in this Company
I am given the training I need to do my job effectively
I am happy to encourage friends and colleagues to work at __
I am involved in decisions that affect my work
I am made to feel that I am an important part of __
I am proud to work for __.
I am provided with opportunities to improve my skills.
I am recognized by my manager for my contributions.
I am satisfied with the increases in compensation.
I am satisfied with the information I receive from Management on what's going on in the Company
I am treated fairly by my supervisor.
I believe __ will use this survey's feedback to make improvements
I believe real changes can be made in my Department/Function as a result of this survey

I believe that the HR department heeds my opinion with regard to Work and Family benefit needs
I believe that the IT department asks my opinion with regard to technology needs
I can clearly explain the business goals of my local Business Unit to others
I can get the information I need to do my job
I can see the link between my work and __ objectives
I feel encouraged to come up with new and better ways of doing things
I feel favoritism is not a problem in my department.
I feel I have job security.
I feel the company values honest answers.
I feel the company's benefits meet my needs.
I find my work challenging.
I get the training I need to do a first-class job.
I have a clear understanding of __ pay policy
I have all the information I need to do my job well.
I have clear measures for each of my objectives.
I have enough information to do my job well
I have participated in a Performance Management Process
I have seen improvements as a result of the ____ action plans that were created.
I have the flexibility to arrange my work schedule to meet my personal/family responsibilities.
I have the freedom I need to meet customer needs.
I have the materials and equipment I need to do my work right
I have the materials and equipment to do my job right.
I have the necessary resources to perform my job.
I have the training and support to do my job right.
I know how my job impacts the mission of __.
I know what is expected of me in my job.
I participate in training and development opportunities that are available to me.
I plan to be working for __ a year from now.
I support the __ values in my day-to-day actions.
I understand the criteria used to decide my compensation
I understand the issues facing our customers/members.
I would share the costs of an improved benefits plan.
In general, career moves are handled fairly at __.
In my Department/Function, decisions get made without unreasonable delay
In my Department/Function, projects are managed well (from initiation and planning to execution and close-out)
In my job I focus on problem solving instead of fault finding
In my work group, we ask our internal customers what they require from us.
In my work group, we participate in deciding how the work gets done.
In the last 12 months my Manager has talked to me about my progress
Job promotions are fair and equitable.
Managers communicate a clear sense of direction for my organisation

Employee Opinion Survey 360-Feedback Performance Management Tr
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My co-workers and I work well together to accomplish our organization's goals.
My department works well together to accomplish our organization's goals.

My fellow employees are committed to doing quality work
My group works well together to accomplish our organization's goals.
My job is enjoyable and challenging
My job makes good use of my skills and abilities
My manager assists me to identify my training and development needs
My Manager delegates work effectively
My manager encourages my professional development
My manager gets input and buy-in from me when making key decisions that impact my section.
My manager has enough authority to get the work done.
My Manager has set performance goals for my job
My Manager holds me accountable for the work that I do
My manager is available to me when I have questions or need help
My Manager is effective in involving his/her employees in solving the problems we face as a unit
My manager is fair and even handed in the treatment of all employees.
My manager keeps me in the loop so that I know what is happening in the organization that impacts my work.
My manager role models effective leadership (i.e., behavior that is ethical, moral, consistent, positive, just).
My manager role models high standards for quality work.
My Manager sets a good example
My skills and abilities are utilized effectively by the company.
My supervisor provides me with adequate feedback.
My training meets my needs for my current job
My work gives me a feeling of personal accomplishment
My work group focuses on fixing the problem rather than finding someone to blame.
My workgroup looks for ways to change processes to improve productivity
Our department staff meetings are filled with open and honest participation.
Our organization has clearly identified the customers/members who receive our work.
Our senior leaders establish a clear direction for the company.
Our team's current activities reflect a strong focus on the customer
Overall, I feel the organization is successful.
Overall, my workload is reasonable.
People get ahead as fast here as they do in other places
Please comment on any other issue you would like to raise

Rate your overall satisfaction with your job at __.
Senior Management gives staff a clear picture of the direction in which __ is headed
Technology available is appropriate for my needs and those of my customer
The amount of pay you receive for your job compared to others doing similar work in our industry
The extent to which you are kept informed about matters that affect you
The extent to which you receive recognition when you do a good job
The freedom you have to use your own judgment in getting the job done
The information from this year's survey will be used constructively by management
The internal practices of __ support my ability to deliver a high standard of quality to my customers
The last time I asked someone from a different function for help, I got it
The organization values diversity.
The people I work with cooperate to get the work done
The senior administration cares about my ideas.
The tools and equipment I need to do my job right are readily available.
There are opportunities for promotion in my role
There is cooperation among team members.
There is someone at work who encourages my development.
Timely follow up on questions for Benefits, employee relations issues
We have a plan to implement the organization's work.
We have a set of values and beliefs that guide our decisions about work.
We have prioritized our major goals.
We know who is responsible for what, who needs to be informed, and who, if anyone, has veto power.
We resolve conflict honestly, effectively and quickly.
What is lacking in your work environment that might help you perform better?
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What is your level in the organization?
What would make our organization more effective?

© Copyright 2023, HR-Survey, LLC Legal Notice Web: www.hr-survey.com Site Map Email: info@hr-survey.com
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PERSONNEL, PENSION AND INSURANCE COMMITTEE 
The Metropolitan District 
555 Main Street, Hartford 

Wednesday, January 24, 2024 
 

Present: Commissioners John Avedisian, David Drake, Byron Lester, Maureen 
Magnan, Pasquale Salemi, David Steuber, Alvin Taylor, James Woulfe and 
District Chairman Donald Currey (9)  

Remote 
Attendance:  Commissioners Dimple Desai, Joan Gentile and Dominic Pane (3) 
 
Absent: (0) 
 
Also 
Present: Commissioner William DiBella 
 Commissioner Allen Hoffman  
 Commissioner Bhupen Patel 
 Commissioner John Gale 
 Scott Jellison, Chief Executive Officer 
 Christopher Stone, District Counsel 
 John S. Mirtle, District Clerk 
 Christopher Levesque, Chief Operating Officer 

Kelly Shane, Chief Administrative Officer 
Robert Barron, Chief Financial Officer (Remote Attendance) 
Jamie Harlow, Director of Human Services 
Susan Negrelli, Director of Engineering 
David Rutty, Director of Operations 
Robert Schwarm, Director of Information Systems 
Thomas Tyler, Director of Facilities 
Rita Kelley, Equal Employment Opportunity Compliance Officer 
Jeff King, Construction Manager 
James Sanchez, Utility Systems Monitoring Technician 1 
Carrie Blardo, Executive Assistant to the Chief Executive Officer 
Julie Price, Executive Assistant  
Matthew McAuliffe, IT Consultant 
Dylan Pecego, IT Consultant 
Brian Downs, Workers Comp Trust 
Chris Monroe, USI Consulting 

 
 

CALL TO ORDER  
 

District Chairman Donald Currey called the meeting to order at 4:03 PM 
 

PUBLIC COMMENTS RELATIVE TO AGENDA ITEMS 
 

No one from the public appeared to be heard. 
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ELECTION OF CHAIRPERSON 

 
District Chairman Donald Currey called for the election of the Chairperson.  

Commissioner Pane placed Commissioner John Avedisian’s name in nomination, the 
nomination was duly seconded. 

 
Commissioner Salemi placed Commissioner Alvin Taylor’s name in nomination, 

the nomination was duly seconded. 
 

There being no further nominations, the nominations were closed. 
 

Commissioner Pane requested a roll call vote. 
 

District Chairman Currey read off a roll call vote with Commissioner Avedisian’s 
nomination being “Aye” votes and Commissioner Taylor’s nomination being “Nay” votes. 

There was a tie of five (5) votes for Commissioner Avedisian and five (5) votes for 
Commissioner Taylor. The votes were as follows: 

 
“Aye” votes (for Commissioner Avedisian): Commissioners John Avedisian, 

Dimple Desai, David Drake, Maureen Magnan and Dominic Pane. 
 

“Nay” votes (for Commissioner Taylor): Commissioners Byron Lester, Pasquale 
Salemi, David Steuber, Alvin Taylor and James Woulfe. 

 
With there being no winner for Chair, District Chairman Currey moved on to the 

election of Vice Chairperson 
 
 

ELECTION OF VICE CHAIRPERSON 
 

District Chairman Donald Currey called for the election of the Vice Chairperson.  
Commissioner Avedisian placed Commissioner Maureen Magnan’s name in nomination 

and the nomination was duly seconded. 
 

Commissioner Taylor placed Commissioner James Woulfe’s name in nomination 
and the nomination was duly seconded. 

 
There being no further nominations, the nominations were closed. 

 
District Chairman Currey read off a roll call vote with Commissioner Magnan’s 

nomination being “Aye” votes and Commissioner Woulfe’s nomination being “Nay” 
votes. 

 
Commissioner James Woulfe was elected Vice Chairperson of the Personnel, 

Pension and Insurance Committee for 2024 and 2025 by a vote of six (6) to five (5). The 
votes were as follows: 
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“Aye” votes (for Commissioner Magnan): Commissioners John Avedisian, Dimple 
Desai, David Drake, Maureen Magnan and Dominic Pane. 

 
“Nay” votes (for Commissioner Woulfe): Commissioners Byron Lester, Pasquale 

Salemi, David Steuber, Alvin Taylor, James Woulfe and District Chairman Donald 
Currey. 

 
Vice Chairman Woulfe assumed Chair until a Chairperson could be elected. 

 
 

APPROVAL OF MEETING MINUTES 
 

On motion made by Commissioner Drake and duly seconded, the meeting 
minutes of October 25, 2023 were approved. Commissioner Woulfe 
abstained. 
 

 
DISTRICT EMPLOYEES ELECTED TO THE GENERAL ASSEMBLY AND CONN. 

GEN. STAT. § 2-3a  
 

Director of Human Resources Jamie Harlow informed the Committee that there is one 
District employee, James Sanchez Utility Systems Monitoring Technician 1, currently 
elected to the General Assembly.  The Committee discussed District policy regarding 
elected employee’s attendance and compliance with Connecticut General Statute § 2-

3a and union collective bargaining agreements. No action was taken. 
 
Commissioner Gentile entered the meeting remotely at 4:27 PM.   
 

ELECTION OF CHAIRPERSON 
 
Without objection, the Committee returned to Agenda Item #3 “Election of 

Chairperson” due to Commissioner Gentile entering the meeting remotely. 
 
Commissioner Gentile placed her vote for Commissioner Taylor. 
 

The votes were as follows: 
 

Votes for Commissioner Avedisian: Commissioners John Avedisian, Dimple Desai, 
David Drake, Maureen Magnan and Dominic Pane. 
 
Votes for Commissioner Taylor: Commissioners Joan Gentile, Byron Lester, Pasquale 
Salemi, David Steuber, Alvin Taylor and James Woulfe. 
 
Commissioner Alvin Taylor was elected Chairperson of the Personnel, Pension and 
Insurance Committee for 2024 and 2025 by a vote of 6-5. 

 
At 4:53 PM, Commissioner Taylor assumed Chair. 
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WORKERS COMPENSATION 

 

Brian Downs, Vice President of Workers Comp Trust, presented an executive summary 
of the Self-Insured Workers’ Compensation Program with an overview of 2023 claims 

included in his report. 
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ACTUARIAL SERVICES 
 

Chief Administrative Officer Kelly Shane updated the Personnel, Pension and Insurance 
Committee on the change in actuarial services following a bidding process. The new 

actuarial services contract was awarded to USI Consulting. 
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WORKFORCE DEVELOPMENT LEARNING PROGRAM FOR HIGH SCHOOL 
STUDENTS 

 

Director of Human Resources Jamie Harlow discussed MDC efforts for workforce 
development for area high school students including outreach efforts to local high 

schools. 
 

 
DISTRICT WELLNESS PREVENTATIVE CARE PROGRAM 

 
Chris Monroe of USI Consulting gave an overview of the 2023 WellSpark preventative 

care program. 
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OPPORTUNITY FOR GENERAL PUBLIC COMMENTS 

 
State Representative and MDC employee James Sanchez spoke regarding agenda item 
#6 “District Employees Elected to the General Assembly and Conn. Gen. Stat. § 2-3a” 
and his return to light duty work after workers’ compensation injuries. He stated he had 
been out of work due to workers’ compensation injuries for 2 years and was notified in 
December 2023 that he could return for light duty.  Upon his return to work, he requested 
in several emails to HR Director Jamie Harlow to adjust his work schedule due to serving 
as a CT State Representative and Connecticut General Statute § 2-3a which he stated 
protects him as an employee and allows for him to decide to work on shifts. He is asking 
for a combination of options to adjust his work schedule while serving as a State 
Representative, including coming in early, working through lunch, working late, or working 
remotely. 

 
ADJOURNMENT 

 

The meeting was adjourned at 5:40 PM  

 
ATTEST: 
            
     
John S. Mirtle, Esq.     __________________ 
District Clerk                                    Date Approved                                                                                          
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