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MDT Office of Civil Rights and Labor Relations will in accordance with the FTA guidelines 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 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.
Positive strides have been made in these areas and are detailed later in the EEOP.
Special focus will continue to address the specific causes for the underutilization of
female 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.












e 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.












Equal Employment Opportunity policies are distributed throughout MDT.
o Administrative Order 7-28 on Sexual Harassment
o Administrative Order 7-36 on Violence in the Workplace
o Administrative Order 7-37 on Unlawful Harassment
o Administrative Order 7-43 on Domestic Violence

Equal Employment Opportunity brochures from the Miami-Dade County Human Rights and
Fair Employment Practices Department are distributed to area managers through all MDT
facilities:
o Diversity Matters
o Unlawful Harassment
o Sexual Harassment
o How to file a complaint
o What is discrimination
Equal Employment Opportunity posters are posted on bulletin boards throughout all MDT
facilities.
o MDT Equal Employment Opportunity Policy Statement
o Sexual Harassment Policy
o Unlawful Harassment Policy
Violence in the Workplace Policy
Domestic Violence Policy
o Diversity Matters

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 TRANSITNET website under EEO
at a Glance.

On a quarterly basis complaints and employment practices are reported to the MDT
Director and posted on the TRANSITNET website under EEO at a Glance.

Bulletin boards bear the appropriate federal EEO posters.

An EEO Task Force whose role is to suggest improvements in the program has been
established and meets 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.





















































































































October 1, 2012 through September 30, 2013
- no activity





































































































































































































































































This Administrative Order is hereby submitted to the Board of County Commissioners
of Miami-Dade County, Florida.

*Miami-Dade County Procedures Manual, Procedure Number 414, Filing
Discrimination/ Unlawful Harassment Complaint.

M. R. Stierheim
County Manager









continue working could pose a danger to the health, safety, co-workers, or the welfare of
the public. The team will convene on an as-needed basis and will be comprised of
specially trained members of the following departments and organizations: Office of Fair
Employment Practices (OFEP); Department of Human Services (DHS); Human
Resources Department (HR); Enterprise Technology Services Department (ETSD),
Miami-Dade County Fire Rescue (MDFR); General Services Administration (GSA);
Miami-Dade Police Department (MDPD); County Attorney's Office (CAO); Miami-Dade
County collective bargaining units; and domestic violence service providers.

Employees
Employees are encouraged to respond to victims of domestic violence in a non-
judgmental, supportive manner, including making referrals to community resources.

Victims

Any employee who is a victim of domestic violence is encouraged to contact the
Department of Human Services and/or Employee Support Services for confidential
assistance. Employees covered by a collective bargaining agreement, are also
encouraged to seek support and referral services provided by their Union.

If an employee is concerned about his or her safety while at work, the employee should
notify his or her manager/supervisor. The employee should be prepared to provide
information about the abuser such as a physical description or recent photograph and a
copy of any protective order, so that management and/or building security can alert law
enforcement should a prohibited person appear in the workplace.

Employees who need time off from work due to domestic violence, should notify their
manager/supervisor in order to obtain Domestic Leave pursuant to the provisions of
Section 11A-60 through Section 11A-69 of the Code of Miami-Dade County (Ordinance
99-5). Employees should establish a plan for returning to work, and should maintain
communication with their manager/supervisor during absence from work.

Perpetrators

Any employee who is a domestic violence perpetrator is encouraged to contact the
Department of Human Services and/or Employee Support Services for confidential
assistance. Perpetrators who are covered by a collective bargaining agreement, are
also encouraged to seek confidential assistance from programs offered by their Union.

If a County employee is arrested for an act of domestic violence, he or she is required to
report the arrest within three (3) calendar days, pursuant to Administrative Order 7-39.
Where an employee is subject to restrictions of a restraining order that would impact the
workplace, the employee must report the circumstance to his/her manager/supervisor
within one business day of receipt of such order.

Managers/Supervisors

Where a supervisor has reason to believe or becomes aware that an employee is a
victim of domestic violence, the supervisor will provide an opportunity for the employee
to voluntarily discuss the situation in a private consultation and offer referral to resources
through the Department of Human Services and/or Employee Support Services for
confidential support and assistance. It is important that the supervisor or manager
respect the employee’s privacy and not pressure the employee to disclose personal






Title VI of the Civil Rights Act of 1964

Title VI of the Civil Rights Act of 1964 prohibits discrimination on the basis of race,
color, or national origin in programs and activities receiving Federal financial
assistance. Specifically, Title VI provides that “no person in the United States
shall, on the grounds of race, color, or national origin, be excluded from
participation in, be denied the benefits of, or be subjected to discrimination under
any program or activity receiving Federal financial assistance." (42 U.S.C. Section

2000d).
The Federal Transit Administration works to ensure nondiscriminatory
transportation in support of our mission to enhance the social and economic

quality of life for all Americans. The FTA Office of Civil Rights is responsible for
civil rights compliance and monitoring to ensure non-discriminatory provision of

transit services,

RESOURCES
Title Vi Complaint Process

Title VI Non-Discrimination Program Complaint of Discrimination Form
















































satisfactory rating in each of the areas evaluated 1s required. The intern’s final rating will be
by the Chief, OCR/LR, and the evaluation will be reviewed by the Director.

Upon graduation from the program, the participant will receive a certificate of completion
and said certificate will be made part of the participant’s permanent personnel file.

Application Process

Applications are to be submitted to Maria Fajardo, MDT’s OCR/LR, Overtown Transit
Village, 17™ Floor, 701 N.W. 1* Court, Miami FL 33136. Applications must be received by
the closing date of the advertisement. The position is normally opened in the fall of each
year. The Office of Civil Right and Labor Relations will be responsible for ensuring that all
application packages are complete and will verify that the applicant meets the minimum
eligibility requirements.

Each applicant is responsible for submitting all the required application documents.
Incomplete applications will be deemed unresponsive and the applicant will not be
consideted for participation in the MIP.

The MIP Committee, as a whole or a subcommittee thereof, may conduct interviews and
will review the merits of each application to the program before submitting the names of at
least three candidates for the Director’s consideration. The Director and the Chief,
OCR/LR shall select the successful candidate.

The following is required for an application to be considered complete:

1. Application form

1. Current resume

2. Proof of education

3. Copy of performance evaluations for the past four years - Bus Operators must

submit a copy of their “yellow cards”

4. Two letters of reference from members of the community at large (professors,
community leaders, religious leaders, business leaders, etc.)

5. A double spaced three page typed written position paper, on a subject relevant to MDT.
The question, which changes with every recruitment, will be determined at a later date.

MDT is an Equal Opportunity Employer

Revised 3/28/08

CADocuments and Settings\mvf59\Local Settings\Temporary Internet Files\OLK6\Revised MIP Program Narrative 2013.doc
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