
DEPARTMENT OF FIRE AND POLICE PENSIONS 
701 E. 3rd Street, Suite 200 
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(213) 279-3000

REPORT TO THE BOARD OF FIRE AND POLICE PENSION COMMISSIONERS 

DATE: JUNE 18, 2026 ITEM: E.2  

FROM: JOSEPH SALAZAR, GENERAL MANAGER 

SUBJECT: 2026-27 FINAL ANNUAL PLAN AND POSSIBLE BOARD ACTION 

RECOMMENDATION 

That the Board approve the 2026-27 Final Annual Plan (Attachment). 

BACKGROUND 

On March 19, 2026, the Board approved the 2026-27 Preliminary Annual Plan in conjunction with 
the 2026-27 Preliminary Budget. The Preliminary Annual Plan consisted of a total of eight projects, 
of which three are Strategic Goal Projects and five are Operational Initiatives Projects, with one 
Strategic Goal Project and one Operational Initiatives Project continuing from the 2025-26 Annual 
Plan. 

Fiscal Year 2026-27 represents the third and final year of the current 2025-27 Strategic Plan cycle. 
As such, the proposed Annual Plan focuses on advancing and completing initiatives aligned with 
the Strategic Plan’s established goals, guiding principles, and objectives. 

DISCUSSION 

The 2026-27 Final Annual Plan consists of projects developed pursuant to LAFPP’s Strategic Plan 
Goals and Guiding Principles, reflecting a focused prioritization of initiatives for the final year of the 
Strategic Plan cycle. In addition to LAFPP’s Strategic Plan Goals and Guiding Principles, projects 
were developed to address recommendations arising from the TurningWest Workplace Culture 
Assessment as presented to the Board on November 20, 2025. 

Each project is outlined in the 2026-27 Final Annual Plan and includes information regarding the 
project lead and overall objective. Additional details regarding project scope, timelines, and 
expected outcomes are also included in the Attachment.  

While the Annual Plan highlights strategic and operational initiatives that require coordinated focus 
across LAFPP, staff will also continue to support a range of ongoing efforts and departmental 
initiatives throughout the fiscal year. These activities also support LAFPP’s mission and daily 
operations and include administrative benchmarking, technology initiatives, and other operational 
improvements that are managed through existing work programs outside of the Annual Plan. 

https://lafpp.lacity.gov/about/strategic-and-annual-plans#docaccess-79f345d193f5f1c311bd3cf1b01bf5657ebf3de007c3971fd50601c8443d6aaf
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Revisions to the 2026-27 Preliminary Annual Plan 
 
Substantive revisions made to the 2026-27 Annual Plan subsequent to the Board’s March 19, 2026, 
approval are summarized below: 
 
Operational Initiatives Project No. 2 – Artificial Intelligence (AI) Virtual Assistant 
The project background has been updated to note that the addition of an AI Virtual Assistant on the 
LAFPP website is based in part on suggestions received from member focus groups conducted as 
part of the 2025‑26 Annual Plan. A new performance metric has also been added to measure 
member satisfaction, with a target of achieving a 90% satisfaction rate during the first year of 
implementation. 
 
Operational Initiatives Project No. 5 – Department-Wide Deployment of AI Training Tool 
The project background has been updated to address concerns raised by Commissioner Liu at the 
June 4, 2026 meeting, including the incorporation of safeguards to ensure appropriate use, along 
with tracking and oversight measures to mitigate risk and support cost control during 
implementation. 
 
Monitoring Progress 
 
Staff will monitor all projects throughout the year and provide quarterly updates to the Board, with 
recommendations regarding any necessary changes in scheduling or budget. 
 
BUDGET 
 
Funding for the proposed projects has been included in the 2026-27 Final Budget. 
 
POLICY  
 
There are no policy changes proposed in this report. 
 
CONTRACTOR DISCLOSURE INFORMATION 
 
There is no contractor disclosure information required with this report. 
 
 
This report was prepared by:  
 
Jennifer Barnych, Management Analyst 
Administrative Services & Human Resources Section 
 
JS:MTS:WKP:EJH:JB:ADMN260036 
 
Attachment: 2026-27 Final Annual Plan 
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2026-27 PRELIMINARY ANNUAL PLAN 
INTRODUCTION 
 

 
Los Angeles Fire and Police Pensions (LAFPP) prepares an Annual Plan each fiscal year consisting 
of projects to help accomplish its Strategic Plan Goals, as well as support its Guiding Principles. With 
preparation of the Annual Plan, LAFPP strives to fulfill our Vision and support our Mission as outlined 
in the 2025-27 Three-Year Strategic Plan. The Strategic Plan, as approved by the Board on     January 
18, 2024, established LAFPP’s commitment to: 

 
The 2025-27 Three-Year Strategic Plan was developed with input from the Board, the General 
Manager, our Plan member representatives, and LAFPP staff. This collaborative effort resulted in a 
new framework in which six (6) prior Goals, Objectives, and Strategic Initiatives were retitled as 
“Guiding Principles” to reflect their role as a driving force behind every action we take as an 
organization. The new strategic planning framework additionally created three (3) new Strategic Goals 
designed to set a destination toward which LAFPP will navigate and focus its resources. 

Vision 
A secure and prosperous 
future for our members. 

Mission 
To advance the health and retirement security of those who dedicate 
their careers and risk their lives to protect the people of Los Angeles. 

 

Values 
 Collaboration 
 Respect 
 Efficiency 
 Accountability 
 Transparency 
 Ethics 
 Diversity 

Guiding Principles 
1. Ensure a Financially Sound Retirement System 
2. Manage Risk Throughout the Organization 
3. Enhance Customer Care and Stakeholder Relations 
4. Pursue Operational Efficiencies 
5. Build and Support a Talented Workforce 
6. Promote Diversity, Equity, and Inclusion (DEI) Throughout the 

Organization, Including Our Investment Portfolio and Business 
Partners 

Strategic Goals 
1. Enhance Member Experience by Implementing Ongoing Improvements Based on Member 

Feedback 
2. Enhance Outreach by Promoting Inclusivity and Engagement with Emerging Investment 

Managers 
3. Enhance Employee Development by Increasing Opportunities for Training and Leadership 

Development 
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2026-27 FINAL ANNUAL PLAN 
INTRODUCTION 
 

 
Los Angeles Fire and Police Pensions (LAFPP) prepares an Annual Plan each fiscal year consisting 
of projects to help accomplish its Strategic Plan Goals, as well as support its Guiding Principles. With 
preparation of the Annual Plan, LAFPP strives to fulfill our Vision and support our Mission as outlined 
in the 2025-27 Three-Year Strategic Plan. The Strategic Plan, as approved by the Board on January 
18, 2024, established LAFPP’s commitment to: 

 
The 2025-27 Three-Year Strategic Plan was developed with input from the Board, the General 
Manager, our Plan member representatives, and LAFPP staff. This collaborative effort resulted in a 
new framework in which six (6) prior Goals, Objectives, and Strategic Initiatives were retitled as 
“Guiding Principles” to reflect their role as a driving force behind every action we take as an 
organization. The new strategic planning framework additionally created three (3) new Strategic Goals 
designed to set a destination toward which LAFPP will navigate and focus its resources. 
 

 
 

Vision 
A secure and prosperous 
future for our members. 

Mission 
To advance the health and retirement security of those who dedicate 
their careers and risk their lives to protect the people of Los Angeles. 

 

Values 
 Collaboration 
 Respect 
 Efficiency 
 Accountability 
 Transparency 
 Ethics 
 Diversity 

Guiding Principles 
1. Ensure a Financially Sound Retirement System 
2. Manage Risk Throughout the Organization 
3. Enhance Customer Care and Stakeholder Relations 
4. Pursue Operational Efficiencies 
5. Build and Support a Talented Workforce 
6. Promote Diversity, Equity, and Inclusion (DEI) Throughout the 

Organization, Including Our Investment Portfolio and Business 
Partners 

Strategic Goals 
1. Enhance Member Experience by Implementing Ongoing Improvements Based on Member 

Feedback 
2. Enhance Outreach by Promoting Inclusivity and Engagement with Emerging Investment 

Managers 
3. Enhance Employee Development by Increasing Opportunities for Training and Leadership 

Development 
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2026-27 FINAL ANNUAL PLAN 
PROJECT SUMMARY 
 

 
The 2026-27 Final Annual Plan structures projects into two (2) separate categories: 1) Strategic Goal 
projects, and 2) Operational Initiatives projects that support our Guiding Principles. Projects are 
organized further according to the Strategic Goal or Guiding Principle they support. The 2026-27 Final 
Annual Plan contains eight (8) projects. Six (6) projects are new and two (2) are continuing from the 
2025-26 Annual Plan. 
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Strategic Goal No.: 1 – Enhance Member Experience by Implementing Ongoing Improvements 

Based on Member Feedback 
Duration:  2024-25, 2025-26, and 2026-27 
Project Lead(s):  Gregory Mack, Assistant General Manager, Pensions Division 
 Anthony Torres, Chief Benefits Analyst, Pensions Division 
Project Participants: Pensions Division staff 
Stakeholders:  LAFPP Members 

 
BACKGROUND 
LAFPP members, retirees, and their beneficiaries rely on LAFPP to administer their pension and retiree 
health benefits. This project will seek to implement various improvements to enhance the member 
experience. In 2024-25, Pensions Division staff worked with the Fire and Police Relief Associations, 
Unions, and Los Angeles Retired Fired and Police Association (LARFPA) representatives to gather 
ideas on improvements LAFPP can make to enhance the member experience. Staff also developed 
and released a series of surveys to gather feedback from members and beneficiaries. Staff conducted 
a focus group in March 2026 to solicit additional feedback from members on possible improvements 
to be implemented as part of the 2026-27 Annual Plan. 
 
2026-27 DELIVERABLES 
In 2026-27, Pensions Division staff will implement process improvements based on member feedback 
received through the surveys and focus group. Staff also expects to identify process improvements 
that may take additional time to implement. 
 
2026-27 MILESTONES 
BY DECEMBER 31, 2026: 
Implement at least one process improvement that was identified from the focus group. 
 
BY JUNE 30, 2027: 
Report on all process improvements that were implemented as a result of the member feedback since 
the start of the project in 2024-25. 
 
  

OBJECTIVE 
Enact process improvements that will enhance the member experience, based upon feedback from 
member and beneficiary surveys conducted in 2024-25 and a member focus group conducted in  
2025-26. 

Strategic Goal Project #1 
Member Feedback 
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METRICS 
Implement at least two process improvements which were identified in 2025-26.  
 
RESOURCES 
No additional resources are anticipated at this time. It is assumed that all project deliverables will be 
implemented with existing resources. However, future process improvements may require additional 
funding to be determined as part of the 2027-28 Budget development process. 
  

Strategic Goal Project #1 
Member Feedback 
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Strategic Goal No.: 2 – Enhance Outreach by Promoting Inclusivity and Engagement with 

Emerging Investment Managers 
Duration:  2026-27 
Project Lead(s):  Bryan Fujita, Chief Investment Officer, Investments Division 
 Annie Chao, Investment Officer III, Investments Division 
 Susan Liem, Investment Officer III, Investments Division 
 Miki Shaler, Investment Officer II, Investments Division 
Project Participants: Executive Management, Investments staff, General Investment Consultant, 
 Private Equity, Private Credit, and Real Estate Consultants 
Stakeholders:  Board Members, LAFPP Members, and Investments staff  

 
BACKGROUND 
This Strategic Goal project represents a multi-year effort to enhance the Emerging Manager Program. 
In Year 1 (2024-25), Investments staff focused on foundational updates, including revising the program 
webpage and participating in industry events. In Year 2 (2025-26), Investments staff expanded 
program implementation through hosting an Emerging Manager Forum, gathering stakeholder 
feedback, reviewing the referral policy, and developing initial tracking mechanisms. 
 
As 2026–27 represents the final year of the three-year Strategic Plan cycle, the focus shifts to 
completing the remaining components of the initiative, refining operational workflows, and establishing 
structures that support the program’s long-term sustainability beyond the Strategic Plan period. 
Consistent with recommendations from the TurningWest Workplace Culture Assessment to strengthen 
the Department’s use of technology, staff across multiple divisions are exploring the use of digital tools 
such as Monday.com to support centralized tracking and workflow coordination. For the Investments 
Division, this tool will support development of a centralized database and workflow structure for the 
Emerging Manager Program, helping integrate program administration into standard operational 
processes moving forward.  

OBJECTIVE 
This initiative seeks to complete, refine, and institutionalize LAFPP’s Emerging Manager Program 
improvements. The focus for this year is to consolidate progress, formalize sustainable processes, 
and ensure long-term continuity. Key objectives include strengthening internal tracking tools, 
integrating a Monday.com-based database and dashboard for emerging manager engagement, and 
streamlining communication materials. This final phase aims to “close the loop” by transitioning the 
program from a project-based effort into an ongoing operational function that consistently broadens 
the manager pipeline and supports inclusive access to investment opportunities. 

Strategic Goal Project # 2 

Emerging Manager Program Sustainability & Tracking System Integration 

Strategic Goal Project #2 
Emerging Manager Program Sustainability & Tracking 

System Integration 
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2026-27 DELIVERABLES 
During 2026-27, staff will finalize and implement a formal tracking system to record, monitor, and report 
emerging manager engagement activity. This will include a structured database, dashboards, workflow 
tools, and reporting views accessible to staff and consultants. Staff will also refine the Emerging 
Manager Program webpage to ensure clarity, accuracy, and accessibility. The year’s deliverables 
focus on codifying processes, integrating communication materials into regular operations, and 
converting the initiative into an ongoing, sustainable function within the Investments Division. 
 
2026-27 MILESTONES 
BY SEPTEMBER 30, 2026: 
a) Update and standardize the Emerging Manager intake form and begin transitioning the intake 

process from JotForm to a draft Monday.com-based template to support future automation; and, 
b) Complete updates to the Emerging Manager Program webpage using feedback collected in prior 

years, to improve clarity, transparency, and accessibility for managers seeking to engage with 
LAFPP. 

 
BY DECEMBER 31, 2026: 
a) Begin compiling and analyzing engagement data collected through the updated intake process and 

produce preliminary engagement summaries; and, 
b) Evaluate Monday.com functionality and determine requirements for a potential future rollout. 
 
BY MARCH 31, 2027: 
a) Refine the program’s workflows based on feedback from consultants, internal stakeholders, and 

early data collected through the updated intake process; and, 
b) Design a draft reporting framework (e.g., dashboards or templates) that could later be migrated into 

Monday.com, ensuring long-term continuity and improved visibility into emerging manager 
engagement trends. 

 
BY JUNE 30, 2027: 
a) Formalize the Emerging Manager Program’s processes including updated intake procedures, 

webpage content, communication materials, and referral workflows and integrating them into 
standard Investments Division operations; and, 

b) Prepare recommendations for next steps, including requirements for implementing a full 
Monday.com workflow or an alternative long-term tracking solution, ensuring the program 
transitions from a strategic initiative into an established operational practice.  

Strategic Goal Project #2 
Emerging Manager Program Sustainability & Tracking 

System Integration 
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METRICS 
a) Number and quality of tracked interactions with emerging managers, including introductory calls, 

meetings, and consultant-supported referrals documented in the Monday.com database and 
dashboard; 

b) Number of emerging managers engaging with LAFPP through updated outreach channels, including 
website activity, submissions, conferences, and Board/staff/consultant-initiated introductions; and, 

c) Number of emerging managers providing feedback on the updated referral process, program 
materials, or webpage content. 

RESOURCES 
The costs associated with an updated database, data-tracking tools, and other program infrastructure 
are included within the 2026-27 Final Budget. 
  

Strategic Goal Project #2 
Emerging Manager Program Sustainability & Tracking 

System Integration 
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Strategic Goal No.: 3 – Enhance Employee Development by Increasing Opportunities for Training 

and Leadership Development 
Duration:  2026-27 
Project Lead(s):  Wilson Poon, Chief Management Analyst, Administrative Operations Division 
Project Participants: LAFPP staff 
Stakeholders:  LAFPP staff and future employees 

 
BACKGROUND 
The first two years of this Strategic Goal focused on enhancing professional development opportunities 
for existing LAFPP employees and the third year of this Strategic Goal will focus on providing the 
foundational knowledge for new employees to be successful at LAFPP and in their careers. Over the 
past three fiscal years, LAFPP has hired a total of 73 new employees (58 full-time and 15 intermittent 
employees) through promotions or transfers from other City departments or new hires to the City. 
Currently, on their first day at LAFPP, new employees spend the morning with Human Resources (HR) 
staff completing employment paperwork before being transitioned to their supervisor to complete the 
onboarding process. Each supervisor has a different onboarding process that is unique to their 
section’s operations. Supervisors may or may not include core information about the City, LAFPP, and 
other Department-wide information in their onboarding process, but a formal orientation program would 
ensure that every new employee received such information and that the information provided is 
consistent. 
 
2026-27 DELIVERABLES 
Develop a New Employee Orientation Program that will be offered on a quarterly basis starting in  
2027-28 for all new employees to the Department. The frequency of orientation sessions is subject to 
change based on the need and the Department’s hiring activities. At a minimum, the orientation will 
include a message from the General Manager and cover the following topics: 
  

OBJECTIVE 
Increase training and leadership development opportunities that allow employees to be successful at 
their jobs and careers, create an environment where employees feel the organization is invested in 
their career development, improve succession planning, and increase retention of institutional 
knowledge. 

 Strategic Goal Project #3 

New Employee Orientation 
Strategic Goal Project #3 

New Employee Orientation 
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2026-27 DELIVERABLES (CONT.) 
a) LAFPP’s Mission, Vision, Values, Guiding Principles, and Strategic Goals; 
b) Overview of Los Angeles City Government; 
c) Overview of Pensions administration; 
d) Overview of LAFPP sections and their functions; 
e) Department-wide Administrative Policies (Telecommuting, Securing Member Information, etc.); 
f) Building evacuation and emergency preparedness; 
g) Safety and workplace violence prevention; 
h) Employment provisions (City Charter, Memorandum of Understanding (MOU), Civil Service Rules, 

etc.); 
i) Hardware and software tutorials (Workday, Microsoft Office, Docushare, etc.); and, 
j) Facilities tour. 
 
Staff used the results of the recent Workplace Culture Assessment Study conducted by TurningWest 
to develop the structure and topics of this program. Specifically, the program will be conducted in 
person and will provide opportunities for new employees to engage with LAFPP’s senior leadership 
and Executive Management teams (TurningWest Recommendation #11 – Maintain leadership 
accessibility and support at all levels). In addition, the orientation program will educate new employees 
on LAFPP’s Mission, Vision, Values, Guiding Principles, and Strategic Goals and how their work 
supports each of these elements (TurningWest Recommendation #14 – Amplify organizational values).  
 
2026-27 MILESTONES 
BY SEPTEMBER 30, 2026: 
a) Survey existing LAFPP staff, new hires, and recent transfers to the Department to solicit ideas on 

ways to improve LAFPP’s orientation program and what information is critical for new employees 
on their first day; and, 

b) Conduct research on other City departments’ employee orientation programs. 
 

BY DECEMBER 31, 2026: 
a) Develop a list of topics to include in the orientation program based on the feedback and research 

conducted in the quarter ending September 30, 2026; 
b) Identify in-house subject matter experts (SME) who would be knowledgeable to present on such 

topics; and, 
c) Begin working with SMEs to develop presentations. 
  

Strategic Goal Project #3 
New Employee Orientation 
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2026-27 MILESTONES (CONT.) 
BY MARCH 31, 2027: 
Prepare topic presentations for the New Employee Orientation Program. 
 
BY JUNE 30, 2027: 
a) Finalize topic presentations for the New Employee Orientation Program; 
b) Conduct a trial orientation session and invite LAFPP staff to attend and provide feedback; and, 
c) Incorporate staff feedback and finalize program details. 
 
METRICS 
Administer a survey after each orientation session to assess the value of the program and to solicit 
feedback on further improvements. 
 
RESOURCES 
No additional resources or funding is required. All project deliverables will be implemented with existing 
resources. 
  

Strategic Goal Project #3 

New Employee Orientation 
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Guiding Principle No.: 2 – Manage Risk Throughout the Organization 
Duration:  2026-27 
Project Lead:  Vincent On, Systems Administrator I, Systems Section 
Project Participants: Systems staff 
Stakeholders:  Executive Management 

 
BACKGROUND 
As cybersecurity threats continue to emerge and evolve, the functionality provided by a SIEM provides 
the Department a consolidated source to view and correlate events involving Department data to 
connect information and better understand and identify threats and vulnerabilities. The SIEM has the 
potential to integrate with many of the Department’s critical applications and security solutions. These 
integrations will provide many useful alerts and reports that will help Executive Management determine 
the appropriate risk mitigation strategies.  
 
2026-27 DELIVERABLES 
Upon onboarding and integrating the SIEM with the Department’s critical applications and security 
solutions, Systems staff will begin producing reports, alerts, and dashboards that will serve as valuable 
data to leverage when strategizing the Department’s response to risks identified by the SIEM.  
 
2026-27 MILESTONES 
BY SEPTEMBER 30, 2026: 
Evaluate and procure a SIEM system. 
 
BY DECEMBER 31, 2026: 
Prepare the cloud environment for the SIEM. 
 
BY MARCH 31, 2027: 
Integrate the SIEM with core applications and security solutions.  

OBJECTIVE 
To onboard and integrate a Security Information and Event Manager (SIEM) system to gain visibility 
into active threats and vulnerabilities that may be exploited by threat actors.  

Operational Initiatives Project #1 

Security Information and Event Manager Onboarding and 
Integration 
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2026-27 MILESTONES (CONT.) 
BY JUNE 30, 2027: 
Configure the SIEM dashboards and alerts for successful monitoring. 
 
METRICS 
a) Integration with at least two of the Department’s critical applications; and, 
b) Configuration to alert on two suspicious events.  
 
RESOURCES 
$75,000 has been included in the 2026-27 Final Budget for this procurement of the SIEM. This is an 
annual cost, however the amount may fluctuate in subsequent years due to the sources of data to be 
ingested. 
 

  

Operational Initiatives Project #1 

Security Information and Event Manager Onboarding and 
Integration 
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Guiding Principle No.: 3 – Enhance Customer Care and Stakeholder Relations 
Duration:  2026-27 
Project Lead(s):  Kristen Ruitenbach, Senior Benefits Analyst II, Communications and 

Education Section 
Project Participants: Communications and Education staff, Systems staff, and Executive 

Management  
Stakeholders:  Board Members, LAFPP Members, and LAFPP staff 

 
BACKGROUND 
The addition of an AI Virtual Assistant, or “chatbot,” was initially explored by staff as a member service 
enhancement and is a suggested improvement arising directly from the member focus groups 
conducted as part of Strategic Goal Project No. 1 – Member Feedback, from the 2025-26 Annual Plan. 
Recent trends in website development for public pension plans include the implementation of these 
chatbots, which serve to improve the ease of locating information needed by both members and staff. 
AI Virtual Assistants are being used by public pension plans to optimize operational efficiency, enhance 
investment intelligence, and elevate the overall member experience.  
 
2026-27 DELIVERABLES 
This project involves the development and implementation of an AI Virtual Assistant on the LAFPP 
website. The AI Virtual Assistant will provide members and staff with an accessible tool to quickly 
locate information related to pension and health benefits administered by LAFPP, improving the overall 
user experience and access to information. The initiative also reflects recommendations from the 
TurningWest Workplace Culture Assessment, which encouraged the Department to continue 
modernizing its technology infrastructure and leverage digital tools to improve service delivery and 
operational efficiency. 
  

OBJECTIVE 
To explore options for, and implement, an Artificial Intelligence Virtual Assistant on the LAFPP website 
to improve the ease of finding information for both members and staff. 

Operational Initiatives Project #2 

Artificial Intelligence (AI) Virtual Assistant 
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2026-27 MILESTONES 
BY SEPTEMBER 30, 2026: 
Obtain a full cost estimate from LAFPP’s Website Maintenance and Support Services vendor for the 
development, implementation, training, and maintenance of an AI Virtual Assistant. 
 
BY DECEMBER 31, 2026: 
Begin development of the AI Virtual Assistant. 
 
BY MARCH 31, 2027: 
Begin testing of the AI Virtual Assistant on the LAFPP website. 
 
BY JUNE 30, 2027: 
Implement the AI Virtual Assistant on the LAFPP website. 
 
METRICS 
a) Measure how many monthly users interact with the AI virtual assistant within the first 6 months 

following release; and 
b) Achieve a 90% satisfaction rate during the first year of chatbot training. 
 
RESOURCES 
$17,000 has been included within the 2026-27 Final Budget for this project.  

Operational Initiatives Project #2 

Artificial Intelligence (AI) Virtual Assistant 
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Guiding Principle No.: 3 - Enhance Customer Care and Stakeholder Relations 
Duration:  2026-27 
Project Lead(s): Erika Robinson, Senior Benefits Analyst II, Retirement Services Section 

Michelle McGinnis, Senior Benefits Analyst I, Retirement Services Section 
Project Participants: Retirement Services staff, Systems staff, and Pension Administration System 

vendor 
Stakeholders:  LAFPP Members 

 
BACKGROUND 
The Retirement Services Section receives an average of 65 requests for pension verification letters 
each month from pensioners seeking loans (e.g., mortgages) or for some other purpose where income 
verification is required. Pensioners can submit their request via mail, email, fax, or MyLAFPP, and staff 
process these requests within two business days. Staff report that members, when asking how to 
obtain a pension verification letter, often ask if it is something that can be generated via self-service. 
Based on member requests, updating MyLAFPP to allow pensioners to generate their own letters will 
provide faster, on-demand service for this type of request and may even encourage more pensioners 
to register for MyLAFPP. 
 
2026-27 DELIVERABLES 
MyLAFPP will be upgraded to allow for on-demand generation of pension verification letters. 
 
2026-27 MILESTONES 
BY SEPTEMBER 30, 2026: 
a) Identify requirements to implement functionality; and, 
b) Send functionality and correspondence specifications to the Pension Administration System 

vendor, Neumo. 
 
BY DECEMBER 31, 2026: 
Neumo to deliver the cost estimate for the project. 
  

OBJECTIVE 
To research and implement functionality to allow pensioners to generate pension verification letters 
in the member portal, MyLAFPP. 

Operational Initiatives Project # 3 

Generation of Pension Verification Letters in MyLAFPP 
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2026-27 MILESTONES (CONT.) 
BY MARCH 31, 2027: 
Neumo to deliver the new functionality for testing by staff. 
 
BY JUNE 30, 2027: 
a) Complete testing of the new functionality; 
b) Deploy the functionality to the MyLAFPP production environment; and, 
c) Notify members of the new functionality via pension check message and the Retired/DROP 

Member Newsletter. 
 
METRICS 
Measure the number of Pension Verification Letters generated via MyLAFPP each month. 
 
RESOURCES 
Retirement Services has coordinated with Systems to budget sufficient funds for the MyLAFPP 
functionality improvement with Neumo. Additional funds for overtime have been budgeted to cover any 
additional staff resources required during the testing phase. 
  

Operational Initiatives Project # 3 

Generation of Pension Verification Letters in MyLAFPP 
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Guiding Principle No.: 4 - Pursue Operational Efficiencies 
Duration:  2025-26 and 2026-27 
Project Lead(s):  Kyle Susswain, Senior Benefits Analyst II, Disability Pensions Section 
 Timothy Morita, Senior Benefits Analyst I, Disability Pensions Section 
 Stevie De Jong, Senior Benefits Analyst I, Disability Pensions Section 
Project Participants: Disability Pensions staff and Systems staff  
Stakeholders:  LAFPP Members, Disability Pensions staff, and Systems staff 

 
BACKGROUND 
In 2025-26, the proof-of-concept AI-powered reference tool was developed to assist Disability 
Pensions staff with accelerated information retrieval, cultivate consistent knowledge continuity, and 
enable an overall increase in efficiency and productivity with regard to section tasks. It also assisted 
with answering questions in the absence of a subject matter expert for certain topics and questions. 
 
2026-27 DELIVERABLES 
An internal, AI-powered chat interface will be developed for Disability Pensions staff to support the 
consolidation of information used in preparing Board Reports and related appendices. The tool will 
allow staff to locate and organize relevant case information while maintaining strict confidentiality; all 
associated data will remain internal and will not be accessible to the public. 
 
This initiative complements other technology and AI-related efforts underway as part of the Annual 
Plan and reflects the Department’s continued focus on leveraging emerging technologies to improve 
internal workflows and operational efficiency, consistent with recommendations from the TurningWest 
Workplace Culture Assessment to modernize LAFPP’s technology infrastructure. 
 
2026-27 MILESTONES 
BY SEPTEMBER 30, 2026: 
Reassessment of current AI tool to determine capabilities. 
 
BY DECEMBER 31, 2026: 
Research and selection of new tool or revision to current AI-powered reference tool for Phase II.  

OBJECTIVE 
Boost staff efficiency and productivity by utilizing AI to summarize member records, medical reports, 
and doctor reports into a draft Board Report, testing abilities for appendix creation. 

Operational Initiatives Project # 4 

AI-Powered Reference Tools (Phase II) 
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2026-27 MILESTONES (CONT.) 
BY MARCH 31, 2027: 
Data source testing, evaluation, and validation of the selected tool. 
 
BY JUNE 30, 2027: 
Implementation and staff training for AI-powered reference tool. 
 
METRICS 
Utilizing a pre-AI tool baseline, metrics will measure productivity improvements or differences across 
applicable Disability Pensions Section processes and tasks, evaluating information/data accuracy, 
execution time, and other relevant criteria depending on the process/task. Example tasks may include 
section processes such as appendix creation and medical record summarization. 
 
RESOURCES 
Sufficient funding for this project has been included in the 2026-27 Final Budget. 
  

Operational Initiatives Project #4 

AI-Powered Reference Tools (Phase II) 
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Guiding Principle No.: 4 – Pursue Operational Efficiencies 
Duration:  2026-27, 2027-28, and 2028-29 
Project Lead(s):  Nichole Cheung, Senior Systems Analyst I, Systems Section 
Project Participants: LAFPP staff 
Stakeholders:  LAFPP staff 

 
BACKGROUND 
The Department’s 2025-26 Annual Plan included a proof-of-concept AI training tool for the Disability 
Pensions Section. With this initiative successfully delivered with proper guardrails to secure the 
utilization and data involved, Systems will pivot and begin working with other LAFPP Sections to 
provide AI training tools Department-wide. The initiative is an attempt to adopt AI into Department 
processes and onboarding securely, which will result in increased efficiencies by making interactive 
training tools available on demand. To mitigate risk and implement cost control, Systems Section staff 
have developed a safe and secure method of tracking utilization with the ability to set limits when 
necessary to keep overall cost under control as the tool is deployed to more sections. 
 
2026-27 DELIVERABLES 
This multi-year project seeks to deploy fully functioning and operational AI Agents throughout the 
Department to enhance staff training and further modernize the Department’s technological 
infrastructure (TurningWest Recommendation #12 – Modernize technology infrastructure). Operational 
AI Agents will be deployed to three sections in 2026-27, and potentially six additional sections in 2027-
28 and 2028-29. 
 
2026-27 MILESTONES 
BY SEPTEMBER 30, 2026: 
a) Determine the selection criteria and identify the three sections to be provided with an AI Agent.  
 
BY DECEMBER 31, 2026: 
a) Meet with one of the selected sections;  
b) Determine the scope and requirements; 
c) Design and develop the AI Agent; 

OBJECTIVE 
To extend the use of AI for training to multiple sections within the Department. 
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2026-27 MILESTONES (CONT.) 
BY DECEMBER 31, 2026 (cont.): 
d) Test the AI Agent and train staff; and, 
e) Deploy AI Agent. 
 
BY MARCH 31, 2027: 
a) Meet with the next selected section; 
b) Determine the scope and requirements; 
c) Design and develop the AI Agent; 
d) Test the AI Agent and train staff; and, 
e) Deploy AI Agent. 
 
BY JUNE 30, 2027: 
a) Meet with third selected section; 
b) Determine the scope and requirements; 
c) Design and develop the AI Agent; 
d) Test the AI Agent and train staff; and, 
e) Deploy AI Agent. 

 
METRICS 
Successful deployment of AI Agents to three sections within LAFPP for Fiscal Year 2026-27.  
 
RESOURCES 
Sufficient funding for this project has been included in the 2026-27 Final Budget. 
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