
'lti-
Los Angeles ID~I Department of Water & Power 

ERICGARCETTI 
Mayor 

February 3, 2017 

Commission 
MEL LEV INE, Presidellt 
WILLIAM W. FUNDERBURK JR., Vice Presidellt 
JILL BANKS BARAD 
MICHAEL F. FLEM ING 
CHRISTINA E. NOONAN 
BARBARA E. MOSCHOS, Secretary 

Alfred Rodas, CPA, CIA, CIG, CIGI 
Director of Auditing 
Los Angeles City Controller 
200 North Main Street, Room 460 
Los Angeles , CA 90012 
Mail Stop 183 

Dear Mr. Rodas: 

Subject: Response to Audit of the Los Angeles Department of Water and Power's 
Training Programs 

DAVID H. WRIGHT 
Gel/eml Mal/ager 

The Los Angeles Department of Water and Power (LADWP) is grateful for the 
opportunity to review the findings of the City of Los Angeles Controller's Audit of 
LADWP's Training Programs. We welcome the recommendations provided by the audit. 
As described below, we have already implemented many of them and have set clear 
implementation targets for addressing others. 

The audit's main objective was to evaluate the efficiency and effectiveness of training at 
LADWP, and to determine whether LADWP achieves its desired outcomes in 
developing a well-trained workforce in a cost-effective manner. 

Overall, the Controller's aud it fairly and accurately describes the training programs at 
LADWP. We are pleased that the Controller made several positive findings relative to 
LADWP's training programs, including: 

• LADWP has developed comprehensive internal programs that result in well
trained and skilled craft employees. 

• LADWP conducts most trainings in-house. 
o This saves money by not using outside consultants or sending employees 

to numerous external trainings. 
o Training is customized to LADWP operations. 

Putting Our Customers First ~ 
III N. Hope Street, Los Angeles, Californ ia 90012-2607 Mailing Address: Box 51 111, Los Angeles, CA 9005 1-5700 

Telephone (213) 367-4211 w,,,w.LADWP.com 



Alfred Rodas, CPA, CIA, CIG, CIGI 
Page 2 
February 3, 2017 

• LADWP encourages employee development and provides numerous training 
opportunities which support career growth and contribute to a low turnover rate . 

• We noted effective internal controls over LADWP's processing of training related 
payments (i.e ., tuition reimbursements, expense reports) . 

• LADWP has enhanced and expanded its mandatory trainings focused on Equal 
Employment Opportunity and Safety. Management indicated that these trainings 
are a contributing factor in reducing in the number of discrimination and workers' 
compensation claims filed by employees. 

The Controller's report found a number of areas requiring attention and made valuable 
recommendations that have either been implemented or have clear implementation 
target dates. Others are being considered pending discussions with relevant agencies , 
such as the City Administrator's Office, the City Attorney's Office, and labor 
organizations. 

LADWP's responses to key recommendations are outlined in the attached matrix. We 
have elaborated on some of the responses below to provide more background, context 
and explanation. 

Training Expenses 
In the introduction, the Controller's report observed that 99 percent of expenses on 
training over the five-year period are for wages to employees while attending training 
classes or doing on-the-job training. We believe this approach is creating added value 
by investing in our employees while they are working and producing work products on 
behalf of customers . We also are investing in the safety of our workers who engage in 
life-threatening work every day. 

As noted by the Controller, this policy has led to favorable conditions, such as saving 
money by not using outside consultants or sending employees to external training. 

Tuition Reimbursement Policy 
LADWP has implemented several of the recommendations related to the tuition 
reimbursement policy. For example, Human Resources is now approving online courses 
for tuition reimbursement and will continue evaluating courses as they are identified. In 
addition , in compliance with the City Charter, we will request instructions from the Board 
of Water and Power Commissioners for meet-and-discuss sessions with labor 
organizations related to changes to the tuition reimbursement policy. 
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LADWP appreciates the Controller's point that LADWP's Tuition Reimbursement Policy 
is more generous than other City departments and other utilities. In fact , it was 
.037 percent of LADWP's entire budget in Fiscal Year (FY) 2014 - 15 ($2 million out of 
LADWP's total $5.4 billion budget). 

LADWP's Tuition Reimbursement Program has allowed our employees to promote to 
management and executive positions while they work for the organization. At the same 
time, LADWP and our customers benefit because long-term employees can gain the 
education, skills and expertise necessary to execute their duties and fiduciary 
responsibilities on behalf of LADWP ratepayers in an effective, productive, and efficient 
manner. 

Apprentice Training Graduation Rates 
LADWP acknowledges the existence of a workforce gap, based on the pending 
retirements of thousands of employees in the next seven years . We also agree that 
apprenticeship training is expensive, and that graduation rates are relatively low. 

We have taken a number of steps to address this issue by July 1, 2017, as indicated in 
the attached matrix. These include evaluating and expanding recruitment efforts and 
outreach to additional feeder locations, such as military bases and trade schools; 
improving job bulletins to attract more highly skilled candidates; and highlighting the 
benefits of working at LADWP. 

Graduation rates have increased over the years for the Electric Distribution Mechanic 
Trainee (EDMT) and Electric Mechanic Trainee (EMT) programs (refer to graph on 
Page 16 of the Controller's report) due to improvements in the hiring bulletins to include 
past experience in power distribution. Requiring practical tests and other pre-requisites, 
such as a pole-climbing certificate, are among the audit's recommendations that 
LADWP has already implemented . It is also important to note that LADWP does not 
measure the success of its apprentice program in terms of sheer numbers that 
graduate, but in the quality, competency and commitment of our employees. 

Retention of Apprentice Employees 
LADWP has had a practice of hiring journey-level workers through the City of Los 
Angeles Civil Service open list system for many years (Finding/Observation 5-B), so 
that we are not reliant solely upon our own apprenticeship training programs to fill 
workforce gaps. It should be noted, however, there are significant benefits to bringing 
up journey-level workers through the internal apprenticeship programs. These programs 
are tailored to train electrical workers in LADWP's unique electric power infrastructure. 

LADWP will consider the Controller's additional recommendations for retaining 
employees who complete the apprenticeship programs. We agree there is benefit to 
creating a compensation structure that incorporates provisions for longevity bonuses 
and other means to protect LADWP's investment in employees who complete these 
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programs. For example, we are engaging in discussions with the City Administrative 
Office and the International Brotherhood of Electrical Works, Local 18 on revising future 
compensation structures. 

However, there are a variety of factors beyond LADWP's control. We are a municipal 
utility with personnel policies that are subject to the Civil Service process under the City 
Charter. For example, LADWP provides a comprehensive, on-the-job apprentice 
program that produces highly skilled electrical workers. But after training , workers are 
frequently lured away and take jobs with other utilities, such as Southern California 
Edison, which offer large bonuses and other incentives. 

Training Goals and Strategies 
The recommendation to develop clear, attainable training goals with strategies and 
metrics has been implemented through Key Performance Indicators (KPI) that are being 
monitored. LADWP has identified goals for critical positions, workforce gaps, 
consolidated all training coordination under one senior level manager for the Power 
System . LADWP also is developing a more comprehensive review of the outcomes and 
costs to evaluate the training programs by July 2017. 

Data Collection 
We concur with the Controller's recommendation that LADWP evaluate reporting needs 
for trainings and ensure that there is sufficient training-related data collection and 
reporting. We are currently planning to replace existing human resources and financial 
reporting systems by FY 2019 - 2020. In the meantime, we have instituted processes to 
accurately input, monitor and review the majority of train ing programs taking place at 
LADWP. 

I n closing , we would like to thank the Controller's Offices and LADWP staff for supplying 
information for th is audit. We will continue to review the Controller's recommendations 
to improve the efficiency and effectiveness of the LADWP workforce. 

sin~H) 
David H. Wright 
General Manager 

Enclosure 
GL:nsh 
c: David H. Wright 

Guy Lipa 


	LADWP_Training_Audit_032817 63
	LADWP_Training_Audit_032817 64
	LADWP_Training_Audit_032817 65
	LADWP_Training_Audit_032817 66
	LADWP_Training_Audit_032817 63
	LADWP_Training_Audit_032817 64
	LADWP_Training_Audit_032817 65
	LADWP_Training_Audit_032817 66



