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MIAMI-DADE TRANSIT (MDT) 
 
INTRODUCTION 
 
Miami-Dade Transit (MDT) is the 14th largest public transit system in the nation and the largest in 
Florida.  It is the second largest of 62 departments within Miami-Dade County.  MDT was created 
by county ordinance in 1960 and has since existed in various forms.  The main product or service 
MDT provides is the delivery of public transit services via four transportation modes:  Metrobus, 
Metrorail, Metromover, and Paratransit.   
 

• Metrobus provides bus service throughout Miami-Dade County and some parts of Monroe 
and Broward Counties.  MDT’s total bus fleet is comprised of 863 buses. 

 
• Metrorail is a 22.6-mile elevated double-track heavy rail system with 136 vehicles, 22 stations 

and 182 trips daily.   
 

• Metromover is a fully automated people mover system consisting of 4.4 miles of elevated 
dual-lane track and guideway with 21 stations. It offers convenient access to a variety of 
government, businesses, entertainment and cultural centers in the Central Downtown, Omni 
and Brickell areas.  

 
• Paratransit is comprised of the Special Transportation Services (STS) program, providing 

approximately 125,000 trips on a monthly basis.   
 
Annual ridership on all modes reached 103.4 million as of September 30, 2009, 9.0% lower than 
previous fiscal year’s 113.7 million primarily reflecting economic factors such as lower retail gas 
prices. 

 
Miami-Dade Transit’s organizational structure is comprised of a Director, a Deputy Director and 
eight additional direct reports responsible for leading distinct functional areas.  There are a total of 
3,201 budgeted positions in the Department for fiscal year 09-10. 
 
The attached table of organization establishes leadership through a department Director.  
Responsibilities continue to be aligned along MDT’s mission and its traditional service modes.  In an 
effort to streamline the workforce, access to the Director comes through one Deputy Director and 
eight direct reports.  The Deputy Director is responsible for operations and maintenance of Bus and 
Rail.  The eight direct reports consist of:  External Affairs, Quality Assurance, Safety and Security, 
Strategic Planning & Performance Management, Office of Civil Rights and Labor Relations, Support 
Services, Engineering Planning and Development, and Financial Services. 
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As Director of MDT since 2007, Harpal S. Kapoor has worked with officials from the three 
unions that represent MDT employees to build harmonious labor relations.  The Director 
enforces Miami-Dade Transit’s Purpose and Mission, which include: 
 
Purpose:  “Provides public transportation services.” 
 
Vision:   “To be the #1 Transportation Choice in Miami-Dade County.”  
 
Mission:   “To meet the needs of the public for highest quality transit service: Safe, Reliable, 

Efficient and Courteous.” 
 
Values:   Customer Focus 
  Honesty and Integrity 
  Diversity 
  Respect, Trust and Fairness 
  Empowerment 
  Employee Well-Being 
  Winning Attitude 
  
In regard to Human Capital, the department makes an effort to attract new talent while retaining 
experienced employees.  In this process, MDT has encountered various challenges.  For example,  
 

1. The demand for certain skills outpaces supply. 
2. A large portion of the operational staff will be retiring in the next few years (specific details 

will be provided later in this plan). 
3. The present economic conditions have required staff reductions. 
4. The aging rail fleet and modernized bus technology requires constant training of existing 

staff.  
5. Union 13C agreement severely restricts the recruitment of qualified candidates for certain 

critical technical positions, and in turn requires extended training periods for selected staff.   
 
 
 







 

MDT EEO Plan Submittal 
p. 1 

POLICY IMPLEMENTATION 

 
MDT’s EEO policy statement, approved by the FTA, includes the seven statements required by 
FTA Circular 4704.1.  Specifically, it addresses the Agency’s commitment to an environment where 
there is equal employment opportunity for all persons without regard to race, color, creed, religion, 
sex, national origin, age, disability, pregnancy, veteran status or sexual orientation.  The policy 
statement mentions proactive employment efforts to achieve diversity in the workforce and 
identifies an individual, by name, who has responsibility for implementing the EEO program.  
Management personnel are reminded that their performance in the achievement of good faith 
efforts in practicing equal employment will be included in their performance evaluations.  Applicants 
and employees are told of their right to file discrimination complaints. How a successful EEO 
program is beneficial to the agency is also addressed. 
 
• MDT’s EEO policy statement includes the name and current phone number for the responsible 

official. 
 
• MDT commits to having each official, manager, and supervisor assume commensurate 

accountability for the implementation of the EEO program, as spelled out in the EEOP and will 
be held responsible for compliance therewith. 

 
• MDT’s Office of Civil Rights and Labor Relations will identify barriers to the accomplishment 

of its EEOP, initiate effective employment activities to achieve a diverse workforce reflective of 
the community and monitor the effectiveness.   

 
• MDT Senior Staff will continue to hold regular meetings with its respective managers, 

supervisors and employees to assure policies, procedures and program goals are properly 
established and are being followed.  

 
• MDT Office of Civil Rights and Labor Relations will in accordance with the FTA guideline of 

Circular 4704.1: 
 
1. Investigate what internal barriers exist that impact management’s ability to hire and promote 

qualified minorities and women. 
 

2. Continue to provide quarterly and annual EEO progress reports to the Department Director 
for evaluation. 

 
3. Evaluate managers’ performance relative to the success of its EEO program. 

 
4. Enhance its recruitment efforts in conjunction with Human Resources Staff.  Analyze the 

applicant flow data.  The evaluation should determine whether minorities and women are 
applying for positions and are being hired, as well as who is not applying for positions and, 
therefore, are not being considered for appointment. 

 
5. Ensure that employees are confident that complaints of employee discrimination will be 

fairly and promptly handled.   The Director of MDT has issued a statement which stresses 
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the provision of MDT’s EEO policy which states that, “employees have the right to file 
complaints alleging discrimination with the appropriate official” and give assurances those 
complaints will be handled in a fair and equitable manner. 

 
6. An assessment of the EEOP identified the need to focus on the White and Hispanic females 

in all job categories and the Black males and females in the Engineering field. Special focus 
will be made to address the specific causes for the underutilization of these groups and to 
develop and implement specific proactive measures to address our goals.   In addition, a 
Focus Group on Women has been created to address the issues behind the high level of 
discipline and termination of the Black female.  Details are provided in the EEO Job 
Category analysis and Assessment of Employment Practices. 

 
7. Compile and evaluate its EEO activities as recommended by FTA circular 4704.1; maintain a 

record of EEO outreach activity; and evaluate MDT’s outreach efforts in terms of results. 
 
• MDT Human Resources Division Responsibilities Regarding EEO 
 

1. To ensure that all positions accurately reflect the functions and duties of the job, position 
descriptions are reviewed tri-annually and Essential Job Functions Forms are reviewed bi-
annually. 

 
2. In order to provide promotional opportunities for MDT employees, when funding avails, 

the Office of Civil Rights and Labor Relations sponsors a Management Internship Program. 
 

3. Career ladders and logical lines of progression within and between job classifications have 
been identified to facilitate the training and promotion of women, minorities, older workers, 
veterans and the disabled.  Records are kept indicating the movement of minorities and 
women within the department. 
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MDT EQUAL EMPLOYMENT OPPORTUNITY COMPLAINT FILING PROCEDURE 
 
Scope 
 
Any employee or applicant for employment may use these procedures to file an Equal Employment 
Opportunity (EEO) complaint alleging violations in the workplace or in the course of seeking 
employment at MDT.  A person filing a complaint with the MDT Office of Civil Rights and Labor 
Relations under this procedure should do so as soon as possible after the incident that led to the 
complaint. 
 
Confidentiality 
 
While investigations are confidential, to the extent possible, individuals other than the immediate parties 
may be contacted during the fact-finding process.  Everyone contacted is required to cooperate fully and 
to refrain from discussing the case outside the formal process.  
 
Complaint Filing and Resolution 
 

Reporting Responsibility 
 

All employees, supervisors or managers shall immediately report to the Chief, Office of Civil Rights 
and Labor Relations, or his/her designee, any evidence of EEO violations received directly or 
witnessed by the reporting party.  Failure to do so may result in disciplinary action up to and including 
dismissal. 
 
Complaints can be filed with your supervisor, his or her supervisor or by calling one of the following 
Office of Civil Rights and Labor Relations staff: 

 
Cathy Lewis   (786) 469-5486 
Allison Aristide  (786) 469-5473 
Maria Fajardo   (786) 469-5470 

 
Since personnel in the Office of Civil Rights and Labor Relations are only available during 
regular business hours, a dedicated telephone line has been installed for those who need to 
call the office during off hours or weekends.  That telephone number is (305) 375-1952. 
 
EEO complaints may also be filed with the Miami-Dade County Office of Human Rights and Fair 
Employment Practices by calling (305) 375-2784. 
 
Additionally, if an employee or applicant for employment believes he or she has been subjected to 
EEO violations, a complaint can be filed with either or all of the agencies listed below.  Using the 
internal complaint process is encouraged; however, it is not required and does not prevent an 
employee from filing a complaint with one of the following agencies.  
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Equal Employment Opportunity Commission (EEOC) 
One Biscayne Towers  
Two South Biscayne Blvd., Suite 2700  
Miami, FL   33131 
(305) 536-4491 
 
Florida Commission on Human Relations 
2009 Apalachee Parkway. Suite 200 
Tallahassee, FL   32301 
1-800-342-8170 
 
U.S. Department of Transportation 
Federal Transit Administration 
Director, Office of Civil Rights 
East Building, 4th Floor 
Attn:  Office of Civil Rights 
1200 New Jersey Avenue, S.E. 
Washington, D.C. 20590 
1-866-377-8842 
 
Mr. Frank Billue 
Civil Rights Officer, Region IV 
Federal Transit Administration 
230 Peachtree, N.W., Suite 800 
Atlanta, GA 30303 
(404) 865-5605 
 
MDT Investigation Process 

 
When a complaint is received, the allegations will be investigated promptly in a fair and expeditious 
manner.  The investigation will be conducted in such a way as to maintain confidentiality to the extent 
possible under the circumstances.  The investigation may include review of documents, interviews, 
assessment of evidence and other actions relevant to the circumstances of each case.   
 
In determining whether alleged conduct constitutes an EEO violation, consideration shall be given to 
facts and circumstances, including the context in which the alleged incident occurred.   
 
If it is determined that a violation has occurred, action to eliminate the offending conduct will be 
taken promptly.  Where appropriate, disciplinary action will be taken up to and including dismissal. 
 

• Filing a Formal Complaint 
 

o Complaint filing instructions and form can be found in the MDT internal website 
(TRANSITNET), as well as in the Miami-Dade County website which is available for access 
outside the department. 

o Complaints may also be filed in person, by telephone or in a statement form. 
o Anonymous letters will also be investigated to the extent possible. 
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o When contacted, complainants should be able to provide corroborating information to support 
the allegation.  For example, names of witnesses, letters, memos, dates and times the incident took 
place. 

o Complainants will be given information on external enforcement agencies (i.e., the EEOC, the 
Florida Commission on Human Relations, or the Miami-Dade County Office of Human Rights 
and Fair Employment Practices. 

 
• For allegations that are not covered by EEO discrimination process will be handled as 

follows: 
 
o Clarify the issues 
o Identify options 
o Attempt to work out a resolution agreeable to all concerned. 
 

• Timeliness 
 

A complainant is to report the incident as soon as possible. 
 
The FTA, EEOC and Florida Commission on Human Relations may have their own deadlines to file 
complaints.  Employees and applicants for employment may contact either or all offices for additional 
information regarding their requirements. 
 

• Disciplinary Action 
 

If it is determined that an MDT employee engaged in inappropriate conduct, disciplinary action will be 
taken as appropriate, up to and including dismissal. 
 
Employees will not be disciplined or otherwise retaliated against for reporting in good faith what he or 
she believes to be a possible violation of MDT’s EEO policies, even if he or she is not sure a violation 
has occurred.  However, any employee who is in receipt of a complaint or has knowledge of a 
potential violation and fails to take action by reporting the matter may be subject to disciplinary action 
up to and including dismissal. 
 

• Posting 
 

All policies relevant to Equal Employment Opportunity are to be reproduced and posted on bulletin 
boards, in the Human Resources Division and in areas where employees normally congregate.  
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DEFINITIONS – FTA EQUAL EMPLOYMENT OPPORTUNITY PROGRAM 
 
The definitions of terms associated with the Federal Transit Administration (FTA) Equal 
Employment Opportunity Program are: 
 
a. Equal Employment Opportunity Program (EEOP) Plan means a written, detailed, results 

oriented set of procedures designed to achieve prompt and full utilization of minorities and 
women at all levels and in all parts of the recipient’s work force. 

 
b. Agency refers to an applicant, recipient, sub recipient or contractor. 
 
c. Applicant means an eligible public entity or organization that submits an application for financial 

assistance under any FTA program. 
 
d. Compliance refers to a condition in which the FTA has found that the applicant, recipient or 

sub recipient has met the requirements in circular UMTA C 4704.1, and there is no indication or 
evidence of discrimination on the basis of race, color, creed, national origin, sex, age or 
disability. 

 
e. Concentration means a higher representation of a particular group (e.g., Blacks, Hispanics, 

women, etc.) in a job category or department as compared to their representation in the relevant 
labor market. 

 
f. Contractor means any entity or organization which has entered into a contract with an FTA 

applicant, recipient or sub recipient. 
 
g. Discrimination refers to any act, or failure to act, which has the purpose or effect of limiting, 

excluding or denying a person employment opportunity because of race, color, creed, national 
origin, sex, age or disability. 

 
h. Good faith efforts refer to those actions taken to achieve the objectives of the EEO program. 

These actions may include, but are not limited to, the establishment and conduct of processes to 
implement specific provisions of circular FTA C 4704. 

 
i. Individual with a Disability refers to an individual with a disability under the ADA who has a 

physical or mental impairment that substantially limits one or more major life activities, has a 
record of such impairment, or is regarded as having such impairment.  Major life activities are 
activities that an average person can perform with little or no difficulty such as walking, 
breathing, seeing, hearing, speaking, learning, and working. 

 
j. Minority or minority group persons includes the following: Black (not of Hispanic origin) - all 

persons having origins in any of the Black racial groups of Africa; Hispanic - all persons of 
Mexican, Puerto Rican, Cuban, Central or South American, or other Spanish culture or origin 
regardless of race; Asian or Pacific Islander - all persons having origins in any of the original 
people of the Far East, Southeast Asia, the Indian Subcontinent, or the Pacific Islands (e.g., 
China, Japan, Korea, the Philippine Islands, Samoa); American Indian or Alaskan Native - all 
persons having origins in any of the original peoples of North America, and who maintain 
cultural identification through tribal affiliation or community recognition. 
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k. National origin means the particular nation where a person was born or where the person’s 

parents or ancestors were born. 
 
l. Noncompliance means a failure to meet the requirements of circular FTA C 4704.1 and 

guidance issued pursuant to the circular or failure to implement an approved EEO program. 
 
m. Primary recipient means any recipient that is authorized or required to request Federal assistance 

on behalf of sub recipients and distributes such financial assistance to sub recipients for the 
purpose of carrying out a program. 

 
n. Probable noncompliance refers to a condition in which the FTA has found that the applicant, 

recipient or sub recipient does not fully satisfy these requirements, and has requested the 
applicant, recipient or sub recipient to take remedial or corrective actions to achieve compliance, 
or has initiated an enforcement action against the applicant, recipient or sub recipient. 

 
o. Qualified Individual with a Disability refers to a qualified employee or applicant with a disability 

who is someone who satisfies skill, experience, education, and other job-related requirements of 
the position held or desired, and who, with or without reasonable accommodation, can perform 
the essential functions of that position. 

 
p. Reasonable Accommodation may include, but is not limited to, making existing facilities used by 

employees readily accessible to and usable by persons with disabilities; job restructuring; 
modification of work schedules; providing additional unpaid leave; reassignment to a vacant 
position; acquiring or modifying equipment or devices, adjusting or modifying examinations, 
training materials, or policies; and providing qualified readers or interpreters.  An employer is 
not required to lower production standards to make an accommodation.   

 
q. Recipient means any State, political subdivision, instrumentality, or any public or private agency, 

institution, department or other organization unit to whom financial assistance is directly 
extended by FTA. 

 
r. Secretary means the Secretary of the U.S. Department of Transportation. 
 
s. Subcontractor means any entity or organization which has entered into a subcontract relating to 

the transit service delivery with a contractor to provide a service in connection with a program 
or activity initiated by an applicant, recipient or sub recipient. 

 
t. Transit related employee is an employee of an FTA applicant, recipient or sub recipient who is 

involved in any aspect of an agency’s mass transit operation funded by FTA. 
 
u. Underutilization refers to a condition where there are fewer minorities and/or women in a 

particular job category or department comparative to their presence in the relevant labor force. 
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DISSEMINATION ISSUES 
 
All job positions that become available are advertised as follows: Miami-Dade County is an Equal 
Opportunity Employer”.  Employment announcements are posted on the internet and can be 
accessed at www.miamidade.gov/jobs/.  Job openings are published in community newspapers as 
determined by Miami-Dade County and in the Miami Times, Miami Herald, and Diario de las 
Americas. 
 
In an effort to effectively disseminate information, OCR/LR staff meets on a regular basis with 
respective mangers regarding the EEOP. These meetings serve as follow-ups to the Director’s 
Steering Council Meetings and the EEO Advisory committee to provide management staff with 
comprehensive information regarding the department’s workforce.  
 
In TRANSITNET, under “EEO at a Glance”, the OCR/LR posts the department workforce 
utilization statistics which are updated on a quarterly basis.  A requirement of final approval for the 
Proposed Interview Process is confirmation that the hiring manager has reviewed the information 
and, if possible, utilized it for selection of a qualified applicant.   
 
MDT’s OCR/LR, Human Resources and Marketing divisions will conduct in work in groups to 
address all underutilization identified throughout the department. The first workgroup will be 
addressing the Bus Operator recruitment; which is expected to take place in November of 2011.  
Efforts will be made to encourage the Hispanic community to participate in this recruitment.   
Presently, MDT has 27.0% Hispanic as a whole in the Service Maintenance EEO job category and 
the Miami-Dade County Census workforce statistics identifies 66.0% of availability.    
 
Portions of the EEO Plan to include all policies and procedures are incorporated into the New Hire 
Employee Manual.  (Note:  this manual is voluminous and available upon request) 
 
Miami-Dade County is also involved in a Think Green initiative and encourages staff to find ways to 
consider other means to disseminate information rather than printing a hard copy.  With this in 
mind, MDT has replaced its customary practice of providing an abridged copy of this EEOP to each 
employee.  The copy is available upon request.  Employees are directed to contact their supervisors 
or call the Office of Civil Rights and Labor Relations if they wish to see or obtain a copy of the 
entire plan.  The complete EEOP is posted on the TRANSITNET, MDT’s employee website which 
is available to all employees.  In addition, all new employees receive a copy at their new hire 
orientation. 
 
In addition: 
 

• A copy of the Department’s EEO policy statement is posted on bulletin boards, in employee 
lounges and throughout all work locations in areas where employees congregate, and in the 
Human Resources Division. 

 
• An audio/visual PowerPoint presentation of EEO policies and procedures is available on 

TRANSINET, Office of Civil Rights and Labor Relations. 
 

http://www.miamidade.gov/jobs/
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• The Equal Employment Opportunity Program (EEOP) is posted on MDT’s website as an 
Employee Resource on the Office of Civil Rights and Labor Relations’ divisional website. 

 
MDT recognizes the importance of communicating its EEO policies and procedures to employees 
and prospective employees.  To ensure the dissemination of these policies, MDT has taken the 
following actions. 
 
The Chief, Office of Civil Rights and Labor Relations, is responsible for disseminating information 
regarding the EEOP to persons and/or organizations within and outside the department. 
 
Internal Dissemination 

 
• A copy of the Department’s EEO policy statement is posted on bulletin boards, in employee 

lounges and throughout all work locations in areas where employees congregate, and in the 
Human Resources Division. 

 
• A copy of the Department’s EEO policy statement is incorporated into the new 

employee orientation manual, posted on the internal website in the “Meet the Director” 
section, under the MDT mission statement. 

 
• On a quarterly basis the workforce statistics are posted in our website in a new area 

called EEO at a Glance. 
 
• Bulletin boards bear the appropriate federal EEO posters. 
 
• An EEO advisory committee whose role is to suggest improvements in the program has 

been established and will meet quarterly.   Notes are kept and distributed to officials, and 
managers, upon request.  

 
• Status reports on the EEOP are submitted quarterly to the Director and yearly to the 

Miami-Dade County Manager through the Office of Human Rights and Fair 
Employment Practices Office. 

 
• EEO policies and procedures are discussed during new employee orientation sessions. 
 
• The EEOP is distributed to members of the Steering Council and other chiefs for 

distribution within their areas of responsibility. 
 
• Non-discrimination clauses are included in all collective bargaining agreements. 
 
• Included in all training opportunity announcements, career path notices, internal job 

postings and other such notices a statement that MDT is an equal opportunity employer. 
 
• The Chief of Human Resources will ensure that advance notices for career planning 

published by their division include the statement that MDT is an “equal opportunity 
employer”.   
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External Dissemination 
 
• Inform potential recruiting sources, including trade schools, colleges and employment 

agencies; organizations for women, minorities and disabled individuals; civil rights and 
training organizations; verbally and in writing, of the Department’s policy. 

 
• Advertise employment opportunities in local newspapers such as the Miami Herald, the 

Miami Times, El Nuevo Herald, the Sun Sentinel and the Diario de las Americas, and in 
community newspapers, as needed. 

 
• Include in all employment advertisements a statement that Miami Dade County is an 

equal opportunity employer. 
 
• Appropriate equal employment opportunity references and clauses are incorporated in 

contracts, purchase orders and leases. 
 
 
• Whenever employment opportunities are advertised in local newspapers such as The Miami 

Herald, The Miami Times, El Nuevo Herald, the Sun Sentinel and the Diario de las Americas, and in 
community newspapers, as needed, all employment advertisements include a statement that 
Miami Dade County is an equal opportunity employer.  

 
• A statement indicating that Miami Dade County is an equal opportunity employer is displayed 

on the “County Jobs” website at www.miamidade.gov.  
 
• A statement regarding equal opportunity employer is displayed on the South Florida Workforce 

One-Step Career Center’s website, which is utilized as MDT’s primary source of community 
outreach for such employment opportunities as Bus Operator recruitments. 

 
• Whenever MDT prepares any specialized career opportunity literature, a statement indicating 

that Miami Dade County is an equal opportunity employer is included. 
 
• Appropriate equal employment opportunity references and clauses are incorporated in County 

contracts. 
 

http://www.miamidade.gov/
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DESIGNATION OF PERSONNEL 
 

EEO Officer 
 

The Chief of the MDT Office of Civil Rights and Labor Relations serves in the capacity of the 
Department’s EEO Officer reporting directly to the Department Director.  Their responsibilities 
include, but are not limited to: 

 
• Developing and recommending policy statements, EEO program and both internal 

and external communication programs. 
 

• Ensuring the consistency and completeness of MDT’s EEOP with federal, state and 
local agencies’ rules and regulations. 

 
• Reporting periodically to the MDT Director on the progress of each division in 

relation to the Department’s goals. 
 

• Assisting officials and managers in collecting and analyzing employment data, 
identifying problem areas, and developing the programs to achieve diversity. 

 
• Providing feedback to officials and managers on their EEO progress. 

 
• Designing, implementing and monitoring internal audit and reporting systems to 

measure program effectiveness and to determine where progress has been made and 
where further action is required. 

 
• Serving as a liaison between the Department, government regulatory agencies, 

minority and women’s organizations and other community groups serving women 
and minorities. 

 
• Ensuring that current legal information affecting Affirmative Action is disseminated 

to appropriate personnel. 
 

• Concurring in all hires and promotions. 
 

• Processing employment discrimination complaints. 
 

• Assists in recruiting minority, handicap and women applicants and establishes 
outreach sources for use by hiring officials. 

 
EEO Manager & Support Staff 
 
• Conducts the review in the review and/or  investigation of complaints alleging 

discrimination 
• Assist EEO Officer with attainment of their responsibilities. 
• Assist EEO Officer with investigations, internal audits and monitoring systems. 
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• Assist EEO Officer in identifying problems areas and establishing agency and unit goals and 
objectives. 

• Be actively involved with local minority organizations, women’s and disabled groups, 
community action organizations and community service programs designed to promote 
EEO. 

• Participating actively in periodic audits of all aspects of employment to identify and to 
remove barriers obstructing the achievement of specified goals and objectives. 

• Holds regular discussions with other managers, supervisors and employees to assure the 
agency’s policies and procedures are being followed. 

• Reviewing the qualifications of all employees to assure that minorities, people with 
disabilities, and women are given full opportunities for transfers, promotions, training, salary 
increases and other forms of compensation. 

• Conducts and supports career counseling for all employees. 
• Participates in periodic audits to ensure that each agency unit is in compliance (i.e. ensuring 

that all EEO posters are properly displayed on all employee bulleting boards). 
 
 

EEO Table of Organization 
 

MDT Director 
 
 

Chief, Office of Civil Rights & Labor Relations 
 
 

Manager, Office of Civil Rights & Labor Relations 
 
 

Personnel Specialist 3 
 
 

Personnel Specialist 2 
 
 

Personnel Technician 
 

 
Senior Staff 

 
• Ensuring that hiring, training, promotion, and development opportunities at all levels 

of his or her area of responsibility are made without regard to race, creed, color, 
religion, national origin, sex, age or disability. 

 
• Assisting in identifying problem areas. 
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• Reviewing qualifications of employees in areas of responsibility to ensure minorities 
and women are given full opportunity for transfers and promotions. 

 
• Taking action to prevent discriminatory behavior in their areas of responsibility, 

including, but not limited to, sexual harassment. 
 

• Ensuring that posters and notices are properly displayed in areas of responsibility. 
 

• Ensuring that minority and female employees in areas of responsibility are 
encouraged to participate in MDT or County-sponsored educational and training 
activities. 

 
• Ensuring that management and supervisory personnel in their areas of responsibility 

comply with the spirit and policies of the EEO. 
 

• Reporting any claim of discrimination to the Chief, Office of Civil Rights and Labor 
Relations. 

 
• Cooperating with compliance reviews, government funding agencies, government 

investigation agencies, and/or the Office of Civil Rights and Labor Relations relative 
to the discharge of their duties. 
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GOALS AND TIME TABLES 
 
A review of the MDT workforce statistics identifies three areas of concern for the Females in 
specific EEO job categories; the Professional, Technician and Skilled Craft EEO job categories.  
The “addition rate” is the percentage of the total increase needed to eliminate underutilization of the 
group by the end of a specific period.  Areas of concentration, or areas that already meet the 
requirements, have been given a 0.0% projected goal.  MDT had established the following goals: 
 

EEO Job 
Category 

Rate of 
Addition 

2 yr Goals 3 yr Goals 4 yr Goals 

  MIN FEM Min FEM MIN FEM MIN FEM 

Officials & 
Administrators 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

Professionals 0.0% 4.2% 0.0% 1.4% 0.0% 1.4% 0.0% 1.4% 

Technicians 0.0% 11.7% 0.0% 3.9% 0.0% 3.9% 0.0% 3.9% 
Protective 
Services 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 
Para-
Professionals 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

Office/Clericals 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

Skilled Craft 0.0% 3.2% 0.0% 1.1% 0.0% 1.1% 0.0% 1.1% 
Service 
Maintenance 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 
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OFFICIALS AND ADMINISTRATORS JOB CATEGORY (A) 
 
DEFINITION 
 
Occupations in which employees set broad policies, exercise overall responsibilities for execution of 
these policies, or direct individual departments or special phases of the agency’s operations, or 
provide specialized consultation on a regional, district or area basis.  Includes: department heads, 
bureau chiefs, division chiefs, directors, deputy directors, controllers, examiners, wardens, 
superintendents, sheriffs, police and fire chiefs and inspectors, examiners, assessors, tax appraisers, 
coroners, and kindred workers.   
 
Directors, Deputy Directors, Assistant Directors, Chiefs, Special Project Administrator 2’s, 
Accountant 4, System Support Manager, General Superintendents of Bus and Rail and some 
manager positions are included in this EEOC job category.   
 

Officials & Administrators EEO Job Category End of FY' 09-10

MDT Workforce 18.9% 5.7% 15.1% 17.6% 22.6% 9.4% 11.3% 0.0%

Census Workforce 21.8% 11.2% 3.3% 3.4% 41.7% 16.0% 1.6% 1.0%

W/M W/F B/M B/F H/M H/F O/M O/F

 
 
 
According to the 2000 Census Workforce, 75.6% of the Miami Dade County Workforce in the 
Officials & Administrators Category is Minority.  Consequently, minorities comprise 69.8% of the 
Officials and Administrators at Miami Dade Transit.  Of that group, females make up a little less 
than half (32.1%).    When comparing Census data to MDT Workforce statistics, White females, 
Hispanic males and females are underutilized. 
 
In the next five years, (2016) MDT is projected to lose fourteen employees due to retirement.  Of 
that group half (7) will be minority. 
 
MDT’s long range goal to address the projected retirement of minority employees in this category 
include participation in the Miami-Dade County Succession Planning Program 
www.miamidade.gove/jobs/.  MDT staff has worked in conjunction with County personnel to 
identify key positions and continues to encourage employees to participate in the program. 

http://www.miamidade.gove/jobs/
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PROFESSIONALS JOB CATEGORY (B) 
 
DEFINITION  
 
Occupations that require specialized and theoretical knowledge usually acquired through college 
training or work experience and other training that provides comparable knowledge.  Includes 
personnel and labor relations workers, social workers, doctors, psychologists, registered nurses, 
economists, dietitians, lawyers, systems analysts, accountants, engineers, employment and vocational 
rehabilitation counselors, teachers or instructors, police and fire captains and lieutenants, 
management analysts, airplane pilots and navigators and kindred workers. 
 
Some of the classifications at MDT that belong to this EEO job category are:  Administrative 
Officer 1, 2 and 3; Personnel Specialists 1, 2, and 3; Special Project Administrator 1’s, Accountants 
1, 2, 3 and 4; Quality Assurance Engineers; Managers; Engineers; Transit Operations Supervisors; 
Rail and Bus Traffic Controllers, Bus Superintendents; Chief Supervisors; Principal Planner, Rail 
Yard Masters, and a myriad of other classifications.  This EEO job category contains the greatest 
variety of classifications and the majority belongs to the Government Supervisory Association of 
Florida (GSAF) collective bargaining union.  
 

Professional EEO Job Category End of FY' 09-10

MDT Workforce 13.5% 2.9% 24.2% 18.2% 28.2% 9.1% 3.1% 0.9%

Census Workforce 22.2% 18.6% 4.4% 9.4% 19.1% 21.4% 2.3% 2.6%

W/M W/F B/M B/F H/M H/F O/M O/F

 
 
 
According to the 2000 Census Workforce, 72.9% of the Miami Dade County Workforce in the 
Professionals Category is Minority.  Consequently, minorities comprise 82.6% of the Professionals 
Category and are slightly overrepresented at Miami Dade Transit.  52% of the available workforce in 
Miami-Dade County is female; however females comprise 31.1% at Miami Dade Transit.  As a 
result, Professional females are underutilized by 20.9%. 
 
Records indicate that Black males are promoted at a higher rate than Black females at MDT,  and  it 
is expected that within the next few years, the rate of promotions will equalize due to expected 
promotional opportunities within this job category.   
 
For example, a large percentage of MDT’s Professional positions are ‘Supervisory’, a rank that is 
filled by Service Maintenance employees which employ a large number of Black females i.e., Bus 
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Traffic Controllers, Rail Traffic Controllers, Transit Operations Supervisors, Transit Supervisors, 
Transit Mechanic Shop Supervisors.  These positions are generally promotional opportunities 
seldom filled with transfers from other Miami-Dade County departments or new hires. 
 
When comparing Census data to MDT Workforce statistics, White females, Hispanic males and 
females are underutilized. 
 
In the next five years, (2016) MDT is projected to lose seventy-three (73) employees in this job 
category due to retirement.  Over half of the group (41) will be minority, which includes seventeen 
(17) females. 
 
In an effort to address future needs, MDT will actively participate in the County’s Succession 
Planning Program, however; internally, MDT will reinstitute their own succession program which 
specifically targets employees in the Professional job category.  MDT has also collaborated with the 
Miami-Dade County Human Resource Department to provide ongoing training opportunities that 
will equip successful participants with the skills necessary to compete for promotional opportunities. 
 
Outreach efforts coordinated by MDC Human Resource Department for specialized positions, 
(MDT Engineering) include targeted advertisements in trade specific websites to appropriately 
increase the applicant pool. 
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TECHNICIANS JOB CATEGORY (C) 
 
DEFINITION – TECHNICIANS  
 
Occupations which require a combination of basic scientific or technical knowledge and manual skill 
which can be obtained through specialized post-secondary school education or through equivalent 
on-the-job training.  Includes: Cadastral Technicians, Graphic Technicians, Information Technology 
Specialists, Metromover Technicians, Transit Electronic Technicians, Transit Schedule Makers, 
Senior Transit Telecommunications Technicians, Computer Technicians and Transit Facilities 
Maintenance personnel. 
. 

Technician EEO Job Category End of FY' 09-10

MDT Workforce 13.1% 1.7% 34.1% 4.5% 42.0% 0.6% 3.4% 0.0%

Census Workforce 13.5% 12.3% 6.7% 15.2% 24.1% 22.7% 2.3% 3.2%

W/M W/F B/M B/F H/M H/F O/M O/F

 
 
 
 
According to the 2000 Census Workforce, 81 % of the Miami Dade County Workforce in the 
Technicians Category is Minority, which is almost statistically equal (82.9%) to that of the MDT 
workforce.  It is important to note that 64.4% of the Miami Dade County Workforce is female, 
while only 6.8% of the MDT workforce is female.   
 
This deviation can be attributed to the types of positions categorized as Technicians (Rail 
Maintenance and Communications).  Records indicate that females historically do not apply for 
these types of positions, thus making the applicant pool almost exclusively male.  MDT is aware of 
this ongoing issue, and has made a commitment to work diligently with outside sources to increase 
the applicant pool, as well as conduct targeted advertising with national trade websites for specific 
recruitments. 
 
In the next five years, (2016) MDT is projected to lose thirty-six (36) employees in this job category 
due to retirement.  Over half (30) will be minorities.  All but one of the minority employees retiring 
will be males. 
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PARA-PROFESSIONALS JOB CATEGORY (E) 
 
DEFINITION  
 
Occupations in which workers perform some of the duties of a professional or technician in a 
supportive role, which usually require less formal training and/or experience normally required for 
professional or technical status.  Such positions may fall within an identified pattern or staff 
development and promotion under a “New Careers” concept.  Includes: Eligibility Interviewers. 
 
 

Para-Professional EEO Job Category End of FY' 09-10

MDT Workforce 0.0% 6.7% 26.7% 20.0% 13.3% 33.3% 0.0% 0.0%

Census Workforce 10.9% 8.3% 10.0% 13.8% 22.3% 30.4% 2.2% 2.1%

W/M W/F B/M B/F H/M H/F O/M O/F

 
 
 
According to the 2000 Census Workforce, 84 % of the Miami Dade County Workforce in the Para-
Professional Category is Minority.  It is interesting to note that 100% of the MDT workforce in this 
category is minority.    Of this group 60% of the MDT workforce is female. 
 
As a result, there are no utilization issues in this category. 
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OFFICE/CLERICAL JOB CATEGORY (F) 
 
DEFINITION  
 
Occupations in which workers are responsible for internal and external communication, recording 
and retrieving of data and/or information and other paperwork required in an office.  Includes: 
Senior Executive Secretary, Administrative Secretary, Account Clerks, Personnel Technicians, Clerk 
2, Bus Stock Clerks, Rail Stock Clerks, and Rail Maintenance Control Clerks. 
 
 

Office/Clerical EEO Job Category End of FY' 09-10

MDT Workforce 3.5% 1.6% 12.0% 46.6% 11.2% 23.7% 0.8% 0.8%

Census Workforce 10.6% 14.7% 4.2% 9.7% 22.3% 35.5% 1.4% 1.6%

W/M W/F B/M B/F H/M H/F O/M O/F

 
 
 
According to the 2000 Census Workforce, 61.5% of the Miami Dade County Workforce in the 
Office/Clerical Job Category is Minority, while 95.1% of the MDT Workforce is minority.  
Comparatively, 61.5% of the Miami Dade County’s workforce is female, while 72.7% of the MDT 
workforce is female.   
 
As a result, there are no utilization issues with this job category. 
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SKILLED CRAFT WORKERS 
 
DEFINITION – SKILLED CRAFT WORKERS (G) 
 
Occupations in which workers perform jobs which require special manual skill and a thorough and 
comprehensive knowledge of the processes involved in the work which is acquired through on-the-
job training and experience or through apprenticeship or other formal training programs.  Includes: 
Track Equipment Operators, Bus Body Technicians, Transit Painters, Rail Structure Inspector 
Specialists, MDT Electrical Supervisors, Transit Mechanic Shop Supervisors, Transit Facilities 
Supervisors, Transit Facilities Superintendent, Rail Structure Inspector Supervisors, and Rail 
Structure/Track Supervisors. 
 

Skilled Craft EEO Job Category End of FY' 09-10

MDT Workforce 20.1% 0.0% 38.1% 1.5% 38.1% 0.0% 2.2% 0.0%

Census Workforce 21.4% 1.0% 11.2% 0.8% 59.7% 3.2% 2.4% 0.1%

W/M W/F B/M B/F H/M H/F O/M O/F

 
 
 
According to the 2000 Census Workforce, 74.9% of the Miami Dade County Workforce in the 
Skilled Craft Workers Category is Minority.  Minorities comprise 77.7% of the Skilled Craft Workers 
at Miami Dade Transit.  Interestingly, 5% of the Miami-Dade County workforce is female, while 
1.5% of MDT’s workforce is female, indicating a slight underutilization in this area by 3.5%. 
 
In the next five years, (2016) MDT is projected to lose twenty-nine (29) employees due to 
retirement.  Of that group half (18) will be minority, of which one is female. 
 
To date, recruitment efforts have not yielded a female applicant pool for this job category.  MDT 
will continue their efforts with the Miami-Dade County Human Resources Department to tap all 
available labor agencies which target female employees. 
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SERVICE MAINTENANCE 
 
DEFINITION – SERVICE MAINTENANCE (H) 
 
Occupations in which workers perform duties which result in or contribute to the comfort, 
convenience, hygiene or safety of the general public or which contribute to the upkeep and care of 
buildings, facilities or grounds of public property.  Workers in this group may operate machinery.  
Includes: Bus Operator, Train Operator, Bus Maintenance Technicians, Bus Hostlers, Bus General 
Helpers, Track Repairers, Rail Vehicle Mechanics, Laborers, Transit Revenue Collectors and Driver 
Messengers. 
 
Note that the Bus Operator classification, which in Miami-Dade Transit is the feeder classification 
tor other positions in the department, belongs to this job category. 
 

Service Maintenance EEO Job Category End of FY 09-10

MDT Workforce 4.2% 0.3% 37.0% 30.7% 24.7% 2.3% 0.8% 0.1%

Avaiable Census Workforce 10.3% 1.2% 18.2% 2.0% 57.6% 8.4% 2.1% 0.2%

W/M W/F B/M B/F H/M H/F O/M O/F

 
 
 
According to the 2000 Census Workforce, 87.4% of the Miami Dade County Workforce in the 
Service Maintenance Category is Minority.  Minorities exceed this percentage and make up 95% of 
the Service Maintenance at Miami Dade Transit.  Miami Dade Transit fully utilizes the County’s 
available workforce (33.4%) in this job category. 
 
Although MDT fully utilizes the available minority workforce, as a whole, there are specific 
race/gender groups that are underutilized.   
 
The groups are as follows: 
-0.9 % White females 
-32.9 Hispanic females 
-6.1 Hispanic females 
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In the next five years, (2016) MDT is projected to lose sixty-four (64) employees due to retirement.  
Of that group, the majority (51) will be minority, of which four (4) are female. 
 
In an effort to prepare for the expected attrition, over the next five years MDT plans to incorporate 
findings from a 2007 Bus Operator Focus Group study.  The study identified barriers and challenges 
attributed to the success of the Bus Operator classification.  Presently, MDT employs over 2000 Bus 
Operators, which indicates that the Service Maintenance EEO job category is the largest in the 
department.  It is expected that a new recruitment for the classification will take place near the end 
of 2011.  MDT will focus on increased advertisement through various media outlets as an increased 
vehicle for attracting a more diverse pool of qualified applicants. 
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ASSESSMENT OF EMPLOYMENT PRACTICES 

New Hires 

As it is illustrated, MDT’s recruitment efforts garnered a higher percentage of Black females 
compared to other minority and female groups. However, a review of new hires indicated that 75% 
of new hires were employed in the Service Maintenance EEO job category; specifically, the Bus 
Operator position.  Bus Operators are hired from an eligibility list, in ranking order, based on tests 
scores.  It should be noted that during Bus Operator recruitments, MDT partners with South 
Florida Workforce to promote and ensure equal employment opportunity throughout all minority 
and economic sectors of Miami Dade County.  During this period new hires represented: 

o 94.3% minority 
o 58.5% female (47.2%, Black) 

New Hires 10-1-07 to 9-30-10

New Hire Percentage 3.8% 3.8% 18.9 47.2 16.9 7.5% 1.8% 0.0%

Existing Percentage 6.7% 0.9% 32.9 27.5 25.5 4.9% 1.5% 0.2%

W/M W/F B/M B/F H/M H/F O/M O/F
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New Hires by EEO Job Category 10-1-07 to 9-30-10

Service 
Maintenance

39
75%

Professionals
9

17%
Office/Clericals

1
2%

Skilled Craft
1

2%

Officials & 
Administrators

2
4%

 
 

Overall, the County experienced a considerable reduction of its labor force during this 
period.  MDT’s hiring authority was limited to operationally critical positions, required to 
maintain agency goals and objectives in accordance with the County’s strategic plan.  
Additionally, the two (2) bargaining units which comprise the largest number of MDT 
employees, Transport Workers’ Union and Government Supervisors Association of Florida, 
negotiated no layoff contractual provisions for the duration of their respective Collective 
Bargaining Agreements, ending September 30, 2011.  This also impacted the labor force and 
restricted MDT’s hiring authority.  During the referenced period MDT filled 52 positions 
with the majority number stemming from the Service Maintenance EEO job category.   

 
To encourage the increase of Hispanic Female applicants for the Bus Operator position, 
MDT launched a comprehensive outreach campaign which included:  

 
• Marketing brochures which featured Hispanic Female MDT Bus Operators 

on the cover  
• The brochures were disseminated throughout all South Florida Work Force 

locations within the County 
• The Bus Operator position was advertised in the customary Miami-Dade and 

Transit websites 
• The brochures were also distributed at the Metro-Rail Information Kiosk 

 
Despite these efforts, the current Bus Operator new hire class reflects no Hispanic Female 
Bus Operator trainee.  MDT will continue its outreach efforts.   
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PROMOTIONS 

A review of the data provided below reflects Black Females promoted at a disproportionately lower 
percentage rate as compared to other minority and female groups. However, during this period 4 
Black Females received promotions as follows: 

• 2 from Service Maintenance EEO Job Category to Professionals 
• 2 from Professionals EEO Job Category to higher level positions within the 

Professionals EEO Job Category 

It should also be noted, from the review of the below analysis of Black Females by EEO Job 
Category, that Black Females predominately comprise the Service Maintenance EEO Job Category.  
This includes the Bus Operator position.  Career ladder opportunities from the Bus Operator 
position include Transit Supervisor and Transit Instructors, which have had limited opportunities 
given the no-lay off provisions of the GSAF Collective Bargaining Agreement.  As a result, 
promotional opportunities have been limited.    
 
Within 30 days, MDT will initiate a forensic review of promotions to identify and address the 
underlying cause of Black Females being promoted at a disproportionately lower percentage rate as 
compared to other minority and female groups.    
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PROMOTIONS COMPARED TO MDT WORKFORCE 10-1-07 TO 9-30-10

PROMOTIONS 11.0% 0.0% 32.1% 18.4% 26.6% 6.4% 3.7% 1.8%

AVAILABLE MDT WORKFORCE 6.7% 0.9% 32.6% 27.5% 25.5% 4.9% 1.5% 0.2%

W/M W/F B/M B/F H/M H/F O/M O/F

To afford employees an opportunity for promotion to other positions in the department, MDT has 
developed a Career Ladder program which allows individuals to apply for and be selected for 
positions based on their TWU and County service seniority.  The minimum qualifications for the 
positions are posted throughout the department to allow employees to receive the education or skills 
necessary for attaining the minimum qualifications to apply for the positions.  The identified 
positions for Career Ladder afford applicable employees with a training opportunity so that they can 
successfully carry out the duties of the new position.   Once the candidate successfully completes the 
training, they will be put in probationary status for the remainder of the probationary period.  
 
TRANSFERS 
 
Transfer actions as the result of lay-offs are administered by the County’s Human Resources 
Department, in accordance with the County’s Layoff Procedures for Classified Services.  The lay-off 
procedures provide a consistent, fair and nondiscriminatory process for implementing layoffs, 
Countywide, based on seniority order and performance evaluations.  
 
TRANSFERS-IN - During this period, Miami-Dade County experienced three lay-off processes.  
Positions were eliminated and individuals who had classified rights to lower classifications began to 
bump the employees in their own department or in other departments.  Miami-Dade Transit 
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experienced a high number of bumps into the department as a result of Miami-Dade County 
employee exercising their classified rights to lower classification when their position is being cut.  
The practice resulting in the following Transfers-In to specific EEO job categories.   
 

Officials & Administrators  
o 2 Black females 
o 1 Other male 
 

Professionals  
o 1White male 
o 2 White females 
o 2 Black males 
o 11 Black females 
o 7 Hispanic males 
o 11 Hispanic females 

 
Technicians 

o 1 Hispanic male 
 

Para-Professionals 
o 1 Hispanic male 
o 1 Black female 
o 2 Hispanic females 

 
Office Clerical 

o 2 Black males 
o 6 Black females 
o 2 Hispanic males 
o 4 Four Hispanic females 

 
Technicians 

o 1Black female 
 

Service Maintenance 
o 2 Black males 
o 1 Hispanic male 
o 1 Hispanic female 
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TRANSFERS-OUT  
 

The employees who were bumped out of their positions transferred to other department positions 
or to other departments to a position where they had classified rights.  This resulted in the following 
Transfers-Out from specific EEO job categories. 

 
 
Officials & Administrators 

o 2 White males 
o 2 Black males 
o 1 Hispanic male 
o 1 Hispanic female 

 
Professionals 

o 1 White male 
o 4 Four Black males 
o 8 Black females 
o 2 Hispanic males 
o 1 Hispanic female 

 
Technicians 

o 1 Black male 
o 3 Hispanic males 

 
Protective Services 

o 2 Black females 
o 1 Hispanic male 
o 2 Hispanic females 

 
Para-Professionals 

o 1 Black male 
o 2 Hispanic females 

 
Office/Clericals 

o 11 Black females 
o 5 Hispanic males 
o 14 Hispanic females 
o 1 Other male 

 
Skilled Craft 

o 3 Black males 
o 1 Hispanic male 
o 1 Hispanic female 

 
Service Maintenance 

o 1 White male 
o 15 Black males 
o 14 Black females 
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o 8 Hispanic males 
o 2 Hispanic females 
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TERMINATIONS 
 
 
Terminations 

Terminations Based on Discipline 10-1-07 to 9-30-10

Terminations 0.7% 0.0% 29.6% 47.0% 18.3% 3.5% 0.0% 0.0%

AVAILABLE MDT WORKFORCE 6.7% 0.9% 32.9% 27.5% 25.5% 4.9% 1.5% 0.2%

W/M W/F B/M B/F H/M H/F O/M O/F

 

As reflected, the Black Female was terminated at a substantially higher percentage rate as compared 
to other minority and female groups.  It has been determined that the majority of terminations 
originated from Division 71, Bus Operations; specifically, Bus Operators.    

A further review of the termination cases indicated that the predominant cause of termination was 
long term absenteeism.  MDT’s Long Term Absenteeism Policy was implemented to address long 
term absences, including employees who become medically unable to perform their essential job 
functions.  The policy includes a series of preliminary provisions preceding termination, including 
light duty assignments, benefits counseling, FMLA, leave of absences and ADA accommodations.  
There were a total of 22 Black Females terminated during this period as a result of long term 
absenteeism.    

During the referenced period, the Long Term Absenteeism stemmed from both on-the-job and 
non-on the job injuries.  

Additionally, a review of the most recent (1/3/11 – 1/14/11) Long Term Absenteeism Matrix 
indicates that of the 35 Bus Operators currently reflected as long term absentees (absences greater 
than 60 days) 63% are Black Females: 
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o 22 Black Females      63% 
o  7  Black Males         20% 
o  2  Hispanic Females   6% 
o  4  Hispanic Males      11% 

The current Bus Operator workforce (1718) reflects: 

o 678 Black Females     39% 
o 594 Black Males          35% 
o 43 Hispanic Females 2% 
o 360 Hispanic Male       21%  

To identify and effectively address the underlying causes of long term absenteeism among Black 
Females, within 30 days, MDT will implement a multi-prong approach which will include: 

• Partnering with Transport Workers’ Union to conduct a series of focus groups  
• Partnering with Transport Workers’ Union to conduct employee surveys 
• Partnering with Office of Safety and Security; Loss Prevention and Risk Management to 

conduct employee safety training to reduce on-the-job injuries  
• Advancing MDT’s Fitness and Wellness Program to promote employee health 
• Initiate a forensic review of Bus Operator absenteeism to ensure consistent and non-

discriminatory application of MDT’s Long Term Absenteeism Policy   
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RECLASSIFICATIONS 
 
Reclassification Compensation Actions (RCA’s) are used to evaluate an employee’s classification as it 
relates to their actual work duties.  RCA’s include: promotions, lead worker status, establishment of 
new positions and, in some instances, demotions and abolishment of positions.  RCA’s can be 
employee and/or management initiated.  Additionally, the County’s Human Resources Department 
may also initiate a classification review.  
 
During this period, Black Males and Females were reclassified at a substantially lower percentage 
level as compared to Hispanic Male and Females, and Other Male and Females.  For the purpose of 
this analysis, it should be noted that the majority of all RCA’s resulted in promotions, lead worker, 
and/or title changes, with no increase in compensation.  However, during this period there were 3 
downgrades in Division 43 which consisted of (1) Other Male and (2) Hispanic Males.  
 
 

RECLASSES 10-1-07 TO 9-30-10

RECLASSES 7.6% 5.4% 20.4% 14.0% 34.4% 9.7% 5.4% 2.2%

AVAILABLE MDT WORKFORCE 6.7% 0.9% 32.9% 27.5% 25.5% 4.9% 1.5% 0.2%

W/M W/F B/M B/F H/M H/F O/M O/F

 

Reclassification Actions per Division 

 10-1-07 to 9-30-10 
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RECLASSES

RCA 1 1 1 14 3 3 1 3 4 1 1

DIV 29 DIV 34 DIV 41 DIV 43 DIV 50 DIV 53 DIV 58 DIV 60 DIV 71 DIV 72 DIV 81

 
 
 
 

o A closer review of the RCA’s indicates that Division 43, Information Technology, 
received the highest number of reclassification actions  

o The reclassifications were employee initiated and primarily resulted in promotions 
o The reclassification actions were predominately Hispanic Males which is reflective of the 

divisional workforce  
 

Within 30 days, MDT will initiate a forensic review of reclassification actions to identify and address 
the underlying cause of a disproportionate lower number of reclassification actions for Black Males 
and Females compared to other minority and female groups.   
 
 

Hispanic Males and Hispanic Females Reclassification Actions 
10-1-07 to 9-30-10

Upgrade
21

49%

Downgrade
3

7%

leadworker
16

37%

OCL
3

7%
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o 42 employees were approved for lead worker status 
- 37 males 
- 6 females  

 
o 43 employees were upgraded to a higher classification 

- 28 males 
- 15 females 

 
o 5 employees received out of classification/higher level (OCL) status 

- 4 males 
- 1 female 

 
o 3 male employees were downgraded from their classification 
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LAY-OFF ACTIONS 

Layoffs are administered in strict accordance with the County’s Layoff Procedures, based on 
classified service rights.  MDT does not calculate lay-off retention scores.  All scores are calculated 
and certified by the County’s Human Resources Department without regard to race and gender.  It 
should be noted that the two (2) bargaining units which comprise the largest number of MDT 
employees, Transport Workers’ Union and Government Supervisors Association of Florida, 
negotiated no layoff contractual provisions for the duration of their respective Collective Bargaining 
Agreements (CBA), ending September 30, 2011. 

While the data below reflects a highly disproportionate number of Hispanic Females impacted by 
lay-offs, these actions were predominately in the Office/Clerical EEO job category, which is 
primarily a part of the American Federation of County, State and Municipal Employees (AFCSME) 
bargaining unit.  AFCSME did not negotiate lay-off provisions in their CBA.   

Lay-Off Actions 10-1-07 to 9-30-10

W/F
1

11% B/M
1

11%

B/F
1

11%

H/M
2

22%

H/F
4

45%
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VOLUNTARY TERMINATIONS 

A review of data regarding voluntary terminations reflects percentage levels relative to MDT’s 
workforce as detailed below.  The leading cause of voluntary terminations was employee retirements.  
 

Voluntary Terminations by Race and Gender 10-1-07 to 9-30-10

Percentage 7.2% 1.8% 34.6% 30.2% 22.8% 4.6% 0.6% 0.0%

Workforce Percentage 6.7% 0.9% 32.9% 27.5% 25.5% 4.9% 1.5% 0.2%

W/M W/F B/M B/F H/M H/F O/M O/F
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DISCIPLINE 
 
MDT believes that discipline should be administered in a manner that preserves the employee’s self 
esteem and adheres to the concept of due process.  Application of discipline should be cumulative 
and progressive taking into consideration the employees’ work history during the last three (3) years, 
unless special circumstances, e.g. drugs, second positives.  Additionally, in cases of 
recommendations for termination, the employees’ entire work history shall be reviewed by the 
Director.  The charts below portray the different levels of discipline according to race.  Three (3) day 
suspensions and Records of Counseling are not included.  
 
 
 

30 DAY SUSPENSIONS

B/M
1

17%

B/F
4

66%

H/M
1

17%

 
 

10 DAY SUSPENSIONS

B/ F
72

35%

B/ M
69

35%

H/ M
47

24%

H/ F
3

2%

W/ M
4

2%

O/ M
2

1%

W/ F
1

1%
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5 DAY SUSPENSIONS

H/ F
4

1%

H/ M
60

21%

B/ F
114

40%

B/ M
100
35%

W/ F
1

0%

W/ M
9

3%

 
WRITTEN REPRIMANDS

H/F
26
2%

W/M
32
2%

W/F

0%

B/M
366
28%B/F

692
55%

H/M
168
13%

O/M
2

0%
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 Black Females by EEO Job Category 9-30-10

 

Service 
Maintenance

711

Officials & 
Administrators

9

Professionals
82

Skilled Craft
2

Office/Clerical
120

Technicians
9

Para-Professionals
3

 

 

 

 

 

 

 

Additional violations which led to termination actions of the Black Females are detailed below.   

Violation Types for Black Females Terminated between 10-1-07 to 9-30-10

Cellular Phone Use
5

10%

Long-Term 
Absences

22
42%

P-T Expectations 
9

17%

Toxicology
3

6%

Excessive 
Absences

5
10%

Conduct 
Unbecoming

8
15%
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TRAINING AND DEVELOPMENT 
 
As a result of the challenges MDT faces in trying to keep a diversified, knowledgeable and safety oriented 
workforce, training is at the forefront of employee development.  To address the department’s specific 
needs, MDT encourages employees ton take full advantage of opportunities for continuing education and 
ensures that everyone is aware of changes in the department, as well as new trends in Transportation as 
they become available.  For example, MDT provides its employees with: 
 

• Supervisory Certification Program, offered by Miami-Dade County University.  This program is 
required of all newly promoted MDT supervisory level employees.   

 
• Miami-Dade Transit has signed a partnership agreement with the Miami-Dade County Human 

Resources Department (HRD) to promote employee development.  All MDT employees have 
unlimited access to HRD’s course library, which includes 66 courses covering the 16 leadership 
competencies outlined in the leadership development framework.  Miami-Dade County Human 
Resources Department’s goal is to be a strategic partner with Miami-Dade Transit in achieving 
specific goals and objectives outlined in Transit’s Business Plan, which are:  1) Attract, develop 
and retain an effective, diverse and dedicated team of employees, and 2) Deliver on promises and 
be accountable for performance. 

 
• Diversity Matters e-Learning training, an incentive of Miami-Dade County Office of Fair 

Employment Practices, was provided to MDT’s 3,600 plus employees.  Administrative staff was 
given online training and special instructional classes were prepared and given to operations staff.  
Additional training on EEO was given to 600 plus supervisory staff during this period.   

 
• Develop and maintain a succession planning program to target key positions requiring specific 

skills and knowledge.  This program is handled on a larger scale by the Miami-Dade County 
Human Resources Department, but MDT has developed a succession planning program available 
to MDT employees only.  Currently, we have two employees enrolled in this program. 

 
• The Director initiated a program for senior management and administrative staff to participate in 

the Director’s Quarterly Meetings.  At the MDT Director’s Quarterly Meetings, senior 
management and administrative staff participate in a day of presentations and valuable information 
from the different areas of the department and visiting staff from areas of Miami-Dade County.  
All materials presented at these meetings are fully explained and later posted on (the MDT internal 
website).  Quarterly Meetings were started in February 8, 2008, and the most recent meeting was 
held July 23, 2010.  Attendance at each Quarterly Meeting was as follows: 

 
February 8, 2008 – 172 employees attended 

77.3% minorities 
29.1% females 

 
June 20, 2008 –  193 employees attended 
   80.3% minorities 
   38.3% females 

    
November 7, 2008 –   172 employees attended 
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   93.0% minorities 
   37.8% females 

 
August 14, 2009 –  196 employees attended 
   83.7% minorities 

37.2% females 
 

February 5, 2010 –  214 employees attended 
   83.2% minorities 
   43.5% females 

 
July 23, 2010 –  190 employees attended 
   82.5% minorities 
   39.5% females 

 
 
MANDATORY            

TOTAL 
EMP 

MALES FEMALES MINORITY 
Percentage of 

Trainees 

FEMALES  
Percentage 
of Trainees 

 TOTAL W B H O TOTAL W B H O   

17346 10896 2154 864 4531 156 5289 46 4828 402 13 61.5% 30.5% 

3637 3485 269 1798 1367 51 152 10 96 46 0 91.2% 4.2% 
7320 5472 656 2300 2377 139 1848 110 1455 274 11 89.0% 25.2% 

28303 19853 3079 4962 8275 346 7289 166 6379 722 24 72.4% 25.8% 

 
The mandatory training involves specialized training for positions belonging to the Technician and Skilled 
Craft job categories.  There remains an underutilization of females in these two areas, therefore explaining 
the disproportion of training opportunities.  Regardless, MDT will be focus on increasing the female 
workforce and in developing new specialized training in their selected fields. 
 
NON-MANDATORY 
(ELECTIVE) 

           

 TOTAL 
EMP 

MALES FEMALES    MINORIT
Y 

Percenta
ge of 

Trainees 

FEMALES  
Percentage 
of Trainees 

  TOTAL W B H O TOTAL W B H O   

40732 1240 789 105 376 288 20 451 7 366 78 0 89.9% 36.4% 

40764 613 462 81 177 187 17 151 10 96 46 0 84.2% 24.6% 
40796 2410 1749 255 645 786 63 661 27 489 132 14 86.3% 27.4% 

TOTAL 4263 3000 441 1198 1261 100 1263 44 951 256 14 87.0% 29.6% 

 
As depicted in the table above, the department will encourage the females to participate in the available 
non-mandatory training that is offered through Miami-Dade Transit Training and Development, as well as 
the Miami-Dade County Human Resources area.  During the next fiscal year, the department will focus on 
targeting the female workforce to prepare them for promotional opportunities.  MDT has signed a 
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Memorandum of Understanding (MOU) with the County Human Resources training division to 
encourage MDT employees to continue with their education.  Miami-Dade County also offers all county 
employees 50% tuition reimbursement for continuing education.  With this in mind, MDT has the 
Management Internship Program to encourage MDT employees to achieve a higher education.   
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TUITION REIMBURSEMENT 
 
Miami-Dade Transit encourages employees to achieve higher levels of education which will prepare 
them for management positions throughout the department.  Incentives are the Management 
Internship Program, the County’s Succession Program, Divisional Mentoring Program, and the 
Tuition Reimbursement Program. 
 
During this period MDT employees requested tuition reimbursement to achieve the following 
degrees: 

Associate in Criminal Justice 2
Associate of Arts 4
Associates of Science 3
Bachelor in Business Admin 2
Bachelor in Criminal Justice 1
Bachelor in Public Admin 1
Bachelors of Science 10
BPA 5
Computer Science 4
Master in Human Resources 2
Master in Professional Studies 1
Master in Religious Studies 1
Masters in Management 1
Masters in Professional Studies 1
Master's in Science 3
Masters Mental Health Counseling 1
Masters of Religion 1
MPA 10

 
The chart below shows the race and gender of the employees requesting tuition reimbursement: 
 

Tuition Reimbursement by Race and Gender

Black males
15

29%

White females
3

6%

Other male 
1

2%
Hispanic females

3
6%

Hispanic males
10

19%

Black females
20

38%
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As you can see White and Black females requested refunds at a much higher rate than the available 
workforce.  White men and Other females did not participate in the program 
 
 

Tuition Reimbursement Compared by Race and Gender

Series1 5.8% 28.8% 38.5% 19.3% 5.8% 1.9%

Series2 0.9% 32.9% 27.5% 25.5% 4.9% 1.5%

White females Black males Black females Hispanic 
males

Hispanic 
females

Other male 
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AMERICANS WITH DISABILITIES ACT (ADA) REASONABLE ACCOMMODATIONS 
 
Miami Dade Transit (MDT) provides the requisite posting of federal regulations, throughout all 
MDT facilities, including notice of employee rights pursuant to Sections 503 and 504 of the 
Rehabilitation Act of 1973.  Additionally, MDT’s, Employee Resources section provides a link to the 
County’s Reasonable Accommodation website.  This link is augmented by the Office of Civil Rights 
and Labor Relations’ (OCR/LR) ADA unit’s website which provides extensive information and 
resource center regarding Reasonable Accommodations. The agency’s Long Term Absentee Policy 
incorporates a procedural referral to MDT’s ADA unit for employee reasonable accommodation 
evaluation.  Finally, as a part of OCR’s continued employee outreach, staff is developing a series of 
EEO related posters for distribution throughout MDT facilities, including ADA and Reasonable 
Accommodations.   Listed below are the statistics during this period. 
 
 

 

ADA Reasonable Accommodations by Race and Job Category

Service 
Maintenance Black 

Females
15

53%

Service 
Maintenance Other 

Male
1

3%

Paraprofessional 
Hispanic Male

1
3%

Service 
Maintenance Black 

Males
7

24%

Service 
Maintenance 

Hispanic Females
2

7%

Service 
Maintenance 

Hispanic Males
3

10%

 
 

During this period twenty-nine (29) employees applied and were approved for ADA Reasonable 
Accommodations.  As you can see the majority of the RAR requests were from Black females in the 
Service Maintenance EEO job category.  Out of the twenty-nine (29) employees, MDT could only 
place 3 Black females in alternate positions as a reasonable accommodation. 
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INVESTIGATIVE PROCESS COMPARISON  
 

Internal Complaints 
 

During the period of October 1, 2007 through September 31, 2010, MDT employees filed 107 
internal complaints with the MDT Office of Civil Rights and Labor Relations  
 
The majority of the complaints filed internally with the Office of Civil Rights and Labor Relations 
reflected mostly allegations of discrimination and/or unlawful harassment based Sex/Gender, Race, 
Retaliation and Violence in the Workplace.  To address issues of discrimination and/or unlawful 
harassment, the Office of Civil Rights and Labor Relations has made videos on unlawful harassment 
available to various worksites.  Additionally, all MDT employees are required to take a yearly 
mandatory training on unlawful harassment which will contain information on federal and state 
statutes, and MDT policies and procedures.   
 

Highest Number of Allegations Made by MDT Employees

RACE
28

30%

RETALIATION
15

16%

SEX/GENDER
32

36%

VIOLENCE IN 
WORKPLACE

17
18%

 
 
 

In regards to race, the number of internal complainants filed with the OCR/LR is somewhat parallel 
to the MDT workforce, which is: 
 
 Workforce 
 

o 7.6% White 
o 60.4% Black 
o 30.4% Hispanic 
o 1.7% Other 

 



 

MDT EEO Plan Submittal 
p. 50 

Complaints by Race 

White
5

10%

Black
30

62%

Hispanic
11

22%

Other
3

6%

 
 
External Complaints 

 
During October 1, 2007 through September 30, 2010, thirty (30) charges were filed with the Equal 
Employment Opportunity Commission (EEOC) against MDT.  The majority of the complaints 
contained two or more protected characteristics.  National Origin, Race and Disability have the 
highest rate of incidents.  The race and gender of the employees filing the complaints are as follows: 

 
o 7 Black males 
o 14 Black females 
o 5 Hispanic males 
o 2 Hispanic females 

 
Additionally, there was one complaint filed by the Transport Workers Union, Local 291, regarding 
Race, Color and National Origin.   

 
 

 
 

 

EEOC Charges 10-1-07 to 9-30-10

 
 
 
 
 
 
 

Series1 8 9 1 6 5 5 1

Sex/Gen
der

Race Age National 
Origin

Retaliati
on

Disability Color 
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EEOC COMPLAINTS

DISABILITY
10

24%

SEX/GENDER
9

21%RETALIATION
3

7%

NATIONAL ORIGIN
10

23%

RACE
10

23%

AGE
1

2%

 
 
 
 

There were no complaints filed with the Florida Commission on Human Relations.  The Miami-
Dade County Office of Fair Employment Practices (OFEP) provided complaints filed with their 
office by MDT employees during October 1, 2009 through September 30, 2010.  Seventeen separate 
complaints were filed with OFEP.  Although the names of the complainants were not submitted to 
our office to protect confidentiality, the OFEP shared the information with MDT referencing the 
EEO job categories and protected characteristics. 
 

COMPLAINTS FILED WITH OFEP BO EEO JOB CATEGORY

PROFESSIONAL
6

35%

SERVICE MAINTENANCE
8

47%

OFFICE/CLERICAL
2

12%

TECHNICIANS
1

6%
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COMPLAINTS FILED IN OFEP BY PROTECTED CHARACTERISTICS

RACE
5

16%

GENDER
3

10%

COLOR
1

3%

RETALIATION
8

27%

DISABILITY
3

10%

WORKPLACE VIOLENCE
2

6%

RELIGION
1

3%

AGE
3

10%

SEXUAL HARASSMENT
2

6%

SEXUAL ORIENTATION
1

3%

OUTSIDE SCOPE OF EEO
2

6%
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MONITORING AND REPORTING SYSTEMS 
 

 
 

SUBJECT:  Equal Employment Opportunity (EEO)                      OCR/EEO 1 
                          Monitoring and Reporting                                       Effective 12/01/10 
 
 
PURPOSE: To establish uniform monitoring and reporting procedures that enable the agency to 
evaluate the EEO program during the fiscal year, and provide a proactive approach to facilitate the 
implementation of identifiable remedial actions.  
 
 
REFERENCE:    Department of Transportation (DOT) Urban Mass Transportation    
                                Administration (UMTA) C 4704.1, Equal Employment  
                                Opportunity Program Guidelines for Grant Recipients  
                             MDT’s EEO Program Plan 
 
PROCEDURES:   In accordance with UMTA C 4704.1, 49, an important part of any successful 
EEO program is the establishment of an effective and workable internal monitoring and reporting 
system.  This system should facilitate an overall evaluation of key performance indicators of the 
agency’s EEO plan, with supporting data base, as well as provide a foundation for identifiable 
remedial action.  
 
 
Accordingly, 
 

1. Commensurate with the beginning of fiscal year (FY) ’10-’11, the Office of Civil Rights and 
Labor Relations (OCR) shall provide statistical quarterly updates of key EEO performance 
indicators.  

 
2. These indicators shall include a comparative trend analysis of such key performance 

indicators as (1) workforce analysis by race, gender and EEO job categories; (2) 
underutilization by EEO job categories; (3) internal complaints by protected characteristics; 
(4) external complaints comparative to internal complaints; and any other significant trends 
analysis.   

 
3. The quarterly updates will be posted on MDT’s TransitNet and provided to the MDT 

Director as part of the Division Chief’s regular reporting.     
 

4. OCR shall ensure that all hiring managers review the underutilization report(s) prior to 
receiving final approval from OCR to proceed with interviews for vacant positions.  To 
ensure compliance, OCR shall require that all hiring managers submit as a part of the 
interview package, a signed and dated copy of the most recent underutilization report taken 
from the TransitNet website.    

 
5. In order to keep senior staff apprised, quarterly underutilization update report(s) shall be 

distributed via email to senior staff as well as posted on the TransitNet website.  OCR shall 
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also ensure that senior staff are accountable for utilizing report information as a part of their 
recruitment efforts.  

 
6. OCR will also provide monthly updates of EEO performance indicators on MDT’s 

scorecard for review and discussion with the MDT Director and Senior Staff.  
 

7. Upon the posting of each quarterly and/or monthly update, OCR staff shall conduct a 
thoughtful review and analysis to determine the applicability of remedial action.    

 
8. Remedial action shall include, but not limited to: (1) global training; (2) targeted/specialized 

training; (3) specialized internal and/or external recruitment outreach campaigns; (4) 
formalized management internship programs; (5) informal management mentoring 
programs; (6) formalized succession planning; and (7) administrative action for program 
violations.   

 
9. An end of year review shall also be conducted to form the basis of the establishment of 

EEO goals and objectives for the succeeding year.  
 

10. MDT recognizes the importance of ensuring EEO program success through effective 
monitoring and reporting, consistent with the objectives of DOT’s  
C 4704.1, Equal Employment Opportunity Program Guidelines. 

  
 
 
 
 
On September 30, 2010, the department had a total of 3,509 employees.  The following chart depicts the 
race and gender of the MDT workforce: 

 
Existing MDT workforce compared to Census workforce as of 9-30-10 

 
MDT MALES  FEMALES SUMMARY

 White Black Hispan
ic 

Other White Black Hispanic Other White Black Hispanic Other

MDT # 228 1,119 867 50 30 936 166 8 258 2055 1033 58
% 6.7% 32.9% 25.5% 1.5% 0.9% 27.5% 4.9% 0.2% 7.6% 60.4% 30.4% 1.7%

Census # 147,495 67,890 283,105 18,252 107,868 77,937 236,565 14,923 255,363 145,827 520 33,175
% 15.5% 7.1% 29.7% 1.9% 11.3% 8.2% 24.8% 1.6% 26.8% 15.3% 54.5% 3.5%

Utilization -8.8% 25.8% -4.2% -0.4% -10.4% 19.3% -19.9% -1.4% -19.2% 45.1% -24.1% -1.8%
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MDT Workforce Utilization as of 9-30-10

Utilization -8.8% -10.4% 25.8% 19.3% -4.2% -19.9% -0.4% -1.4%

Available Workforce 15.5% 11.3% 7.1% 8.2% 29.7% 24.8% 1.9% 1.6%

MDT Workforce 6.7% 0.9% 32.9% 27.5% 25.5% 4.9% 1.5% 2.4%

W/M W/F B/M B/F H/M H/F O/M O/F
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Equal Employment Opportunity (EEO) Monitoring of Sub-recipients and Contractors for 
EEO Compliance 
 
In accordance with the Federal Transit Administration (FTA) legislation, “non-discriminatory use of 
Federal funds by recipients of FTA assistance, including their sub-recipients and contractors is 
prohibited”.  The Miami-Dade Transit Office of Civil Rights and Labor Relations is charged with 
administrative oversight to ensure compliance, as well as FTA reporting requirements pertaining to 
Title VI of the Civil Rights Act of 1964, Equal Employment Opportunity  (EEO) program, 
Disadvantaged Business Enterprise (DBE) program and the American with Disabilities Act of 1990 
(ADA).  Regarding EEO, MDT has established a uniform procedure to ensure that sub-recipients’  
and contractors’ who receive federally funded contract (or contract funded through the American 
Recovery and Reinvestment Plan (ARRA) Economic Stimulus Grant) are in compliance with FTA’s 
EEO requirements. 
 
Procedure: 
 

1. In accordance with the DBE TAPP, DBE staff shall forward to the Project Coordinator the 
applicable Affirmative Action Requirements, detailing DBE and EEO Clauses. 

2. The DBE TAPP further requires that prior to award; the proposed subcontract is reviewed 
to ensure a compliant agreement as a condition precedent to the issuance of a Notice to 
Proceed. 

3. No later than 45 days succeeding execution of the contract, DBE staff shall forward a cover 
memorandum and survey form designed to elicit relevant EEO related information. 

4. The receipt of survey information shall be directed to EEO staff who will retain 
responsibility for compiling and maintaining the survey information. 

5. EEO staff shall first determine whether the sub-recipient or contractor employs 50 or more 
Transit related employees. 

6. Should it be determined that the sub-recipient or contractor employs 50 or more Transit 
related employees, EEO staff shall procure a copy of the firms’ EEO program for 
compliance review. 

7. Should it be determined that the sub-recipient or contractor employs less than 50 employees, 
the sub-recipient and/or contractor shall not be required to maintain an independent EEO 
program. 

8. In such case, the sub-recipient and/or contractor’s EEO compliance shall fall under the 
purview of MDT’s EEO Program Plan. 

9. DBE staff shall conduct a field visit, no later than 45 days following receipt of the survey 
information.  The field visit shall also include DBE compliance. 

10. The field visit shall include verification of the internal dissemination of requisite EEO 
policies including:  (1) Agency’s EEO Policy Statement; and (2) Posting of Federal EEO 
regulations including Unlawful Harassment. 

11. EEO staff shall facilitate assisting the sub-recipient and/or contractor with EEO related 
training, as required. 

12. Additionally, EEO staff shall require the sub-recipient’s and/or contractor’s submittal of 
quarterly progress reports including: (1) workforce statistics; (2) training activities; (3) EEO 
complaints; and such other information required as a supplement to MDT’s EEO Program 
updates. 

13. MDT shall provide advisory support, guidance and consultation required to ensure the sub-
recipient's and contractor’s compliance to FTA’s EEO requirements. 
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14. MDT acknowledges the importance of ensuring sub-recipient’s and contractor’s compliance 
to all applicable FTA EEO requirements. 

 
At this time, there are no sub-recipients (DBE Contractors or ARRA municipalities) that have 50 or 
more transit related employees.  MDT is developing a website with all pertinent policies and 
procedures which the department adheres to regarding EEO.  This website will be specifically for 
contractors or municipalities doing receiving federal funds. 
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