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II.
 Jurisdiction and authorities
The Federal Transit Administration (FTA) Office of Civil Rights is authorized by the Secretary of Transportation to conduct Civil Rights Compliance Reviews.  The Equal Employment Opportunity (EEO) Reviews are undertaken to ensure compliance of applicants, recipients, and subrecipients with 49 U.S.C. Section 5332, “Non-Discrimination” and the program guidelines of FTA Circular 4704.1, “Equal Employment Opportunity Guidelines for Grant Recipients”.  Further, FTA recipients are required to comply with 49 CFR Part 27, “Nondiscrimination on the Basis of Disability in Programs and Activities Receiving or Benefiting from Federal Financial Assistance”.

Rochester-Genesee Regional Transportation Authority (RGRTA) is a recipient of FTA funding assistance and is therefore subject to the EEO compliance conditions associated with the use of these funds pursuant to 49 U.S.C. Section 5332, FTA Circular 4704.1 and 49 CFR Part 27.  These regulations define the components that must be addressed and incorporated in RGRTA’s EEO program and were the basis for the selection of compliance elements that were reviewed in this document.  

III.
PURPOSE AND OBJECTIVES
PURPOSE

The FTA Office of Civil Rights periodically conducts EEO Compliance Reviews of grant recipients and subrecipients to determine whether they are honoring their commitment, as represented by certification to FTA, that they are complying with their responsibilities under 49 U.S.C. Section 5332, FTA Circular 4704.1, and 49 CFR Part 27.  In keeping with its regulations and guidelines, FTA determined that a Compliance Review of RGRTA’s “Equal Employment Opportunity Program” was necessary.  

The Office of Civil Rights authorized The DMP Group to conduct this EEO Compliance Review of RGRTA.  The primary purpose of the EEO Compliance Review was to determine the extent to which RGRTA has met its EEO program goals and objectives, as represented to FTA, in its EEO Program Plan.  This Compliance Review was intended to be a fact-finding process to: (1) examine RGRTA’s EEO Program Plan and its implementation, (2) provide technical assistance, and (3) make recommendations regarding corrective actions deemed necessary and appropriate.

This Compliance Review did not directly investigate any individual complaints of discrimination in employment activities by the grant recipient or its subrecipients, nor did it adjudicate these issues on behalf of any party.
OBJECTIVES

The objectives of FTA’s EEO regulations, as specified in FTA Circular 4704.1, are:

· To ensure that FTA applicants, recipients, subrecipients, contractors and/or subcontractors will not discriminate against any employee or applicant for employment because of race, color, creed, national origin, sex, age, or disability;

· To ensure that FTA applicants, recipients, subrecipients, contractors and/or subcontractors will take affirmative action to ensure that applicants are employed, and that employees are treated during employment without regard to race, color, creed, national origin, sex, age or disability.  Such action shall include, but not be limited to, hiring, promotion or upgrading, demotion, transfer, recruitment or recruitment advertising, layoff or termination, disciplinary actions, rates of pay or other forms of compensation, and selection for training, including apprenticeship.  It shall also include a written affirmative action plan designed to achieve full utilization of minorities and women in all parts of the work force; and

· To ensure that FTA applicants, recipients, subrecipients, contractors and/or subcontractors will post in conspicuous places and make available to employees and applicants for employment, notices setting forth the recipient’s EEO policy.  In addition, applicants/employees will be notified of the recipient’s procedures for filing complaints of discrimination internally, as well as externally with the Federal Equal Employment Opportunity Commission, the local human rights commission, and/or the U.S. Department of Transportation (DOT). 

The objectives of this EEO Compliance Review were:

· To determine whether RGRTA is honoring its commitment represented by the certification to FTA that it is complying with its responsibilities under 49 U.S.C. Section 5332, “Non-Discrimination.”

· To examine the required components of RGRTA’s EEO Program Plan against the compliance standards set forth in the regulations and to document the compliance status of each component.

· To gather information and data regarding all aspects of RGRTA’s employment practices, including recruitment, hiring, training, promotion, compensation, retention and discipline from a variety of sources: Human Resources Department staff, other RGRTA management and staff, and community representatives.  

iv.
Background information
In 1969, New York state-wide legislation created four regional transportation authorities: the Capital District Transportation Authority in Albany, the Central New York Regional Transportation Authority in Syracuse, the Niagara Frontier Transportation Authority in Buffalo, and the Rochester-Genesee Regional Transportation Authority, known as RGRTA.

The Rochester-Genesee Regional Transportation Authority (RGRTA) oversees public transportation in Monroe, Genesee, Livingston, Orleans, Wayne, Wyoming and Seneca counties.  RGRTA also serves as the host agency to the metropolitan planning organization known as the Genesee Transportation Council.  RGRTA is headquartered on East Main Street in the City of Rochester and is governed by a thirteen member Board of Commissioners.  The Board of Commissioners is made up of officials representing the various municipalities of the Authority, including three members from the City of Rochester, four members from Monroe County and one member each from the counties of Genesee, Livingston, Orleans, Seneca, Wayne, and Wyoming.

The top executive of RGRTA is the Chief Executive Officer (CEO) who reports directly to the Board of Commissioners.  There are five direct reports to the CEO:

· Chief Operations Officer

· Chief Administrative Officer

· Vice President of Communications

· Chief Financial Officer

· General Counsel  

RGRTA oversees the operations of eight subsidiary transit systems:

	· Regional Transit Service (RTS)

	· Lift Line (LL)

	· Batavia Bus Service (BBS)

	· Wayne Area Transportation Service (WATS)

	· Livingston Area Transportation (LATS)

	· Wyoming Transit Service (WYTS)

	· Orleans Transit Service (OTS)

	· Seneca Transit Service (STS)


Regional Transit Service (RTS) Public transportation in Rochester has been in existence for more than 150 years.  In 1968, the system became known as Rochester Transit Service and was later changed to Regional Transit Service (RTS), now RGRTA’s largest subsidiary.  RGRTA operates and provides fixed-route, paratransit and regional express bus service in the City of Rochester and throughout a multi-county service area to over 16 million customers annually.  In September of 2008, RTS lowered its fare to a price last seen in 1991: from $1.25 to $1.00.  RGRTA has cut fares over the past seven years while at the same time expanding the services that it provides and the geographic areas that it serves.  

Lift Line (LL) was created by RGRTA in 1985 to provide paratransit service within Monroe County in accordance with the Americans with Disabilities Act (ADA).  Lift Line serves approximately 180,000 customers annually with a fleet of nearly 50 paratransit vehicles.  Customers have access to the full Lift Line service area seven days a week.  

Batavia Bus Service (BBS) provides transportation service in Genesee County. BBS is the oldest operation of the rural systems.  It joined RGRTA in 1971 and was set up as a Dial-A-Ride System. In 1986, BBS expanded its service with social service agencies and into outlying areas.  Demand for the Dial-A-Ride service increased and, in 1996, a flexible fixed-route system was adopted.  BBS operates Monday through Friday from 6:00 am to 6:00 pm. Dial-A-Ride service is still available within the City of Batavia and to 13 surrounding towns.  BBS also provides services for the Office for the Aging, Association of Retarded Citizens (ARC) and Genesee Community College.

Livingston Area Transportation Service (LATS) provides transportation service in Livingston County.  Service in the Livingston County area began in 1977 for senior citizens and persons with disabilities only and used three vans.  Service was expanded to the general public in 1986 when the Livingston County Board of Supervisors voted to join RGRTA.  Today, LATS is the largest operation of the regional systems. LATS provides service on special routes designed for the clients of the Finger Lakes Development Disabilities Service Office (DDSO), Association of Retarded Citizens (ARC), and other social service agencies. LATS offers Dial-A-Ride service Monday through Friday within the villages of Avon, Dansville, and Mt. Morris.  Dial-A-Ride service and service between communities is available throughout Livingston County.  

Wayne Area Transportation Service (WATS) provides transportation service in Wayne County.  A fixed-route system was originally implemented in Wayne County in 1977 using three vans.  Wayne County elected to join RGRTA in 1980. WATS operates Monday through Friday from 5:30 am to 7:00 pm.  WATS provides service to 26 towns in Wayne County as well as a link to downtown Rochester with a shuttle that connects with the RTS Park & Ride service in Webster. WATS is the primary provider of agency transportation in Wayne County, operating approximately 20 routes for Wayne County human service agencies.  

Wyoming Transit Service (WYTS) provides transportation service in Wyoming County.  Wyoming County joined the Transportation Authority after the conclusion of a four-year study in which RGRTA was chosen to manage the Wyoming County operation.  WYTS began service in 1993 and operates three Dial-A-Ride systems Monday through Friday from 7:00 am to 5:00 pm. WYTS also provides transportation for Wyoming County residents to Erie County for a workshop program. Similar service agreements are in effect for two towns in Cattaraugus County.  In 2008, WYTS implemented its first fixed-route service, with over 50 bus stops throughout the Village of Warsaw for $1.00.  WYTS offers Dial-A-Ride service Monday through Friday within the Villages of Warsaw, Arcade, and Perry. 

Orleans Transit Service (OTS), in partnership with the State University of New York (SUNY) Brockport Student Government Organization, currently operates the OTS Brockport Public Bus Service. Students of SUNY Brockport and Orleans County residents that commute to Brockport during the week ride OTS daily service to the campus and to the Village of Brockport.  Weekend service to Greece Ridge Center and Marketplace Mall on Saturday and Sunday, respectively, offers residents more options.  OTS offers accessible, curb-to-curb transportation to individuals with disabilities who cannot travel to or from an OTS bus stop or board, ride or disembark from the regular OTS bus for any reason. This service is offered along the Batavia Loop and the Medina/Brockport Route five days a week during the same hours that OTS operates. 

Seneca Transit Service (STS) has been providing transportation service in Seneca County since it joined RGRTA in 2004.  Since its formation, Seneca Transit Service (STS) has developed partnerships with many agencies and organizations within Seneca County.  STS operates a Dial-A-Ride service as well as five fixed routes throughout Seneca County and to vital services in the City of Geneva in Ontario County.

The responsibility for the implementation of the EEO program is assigned to the Chief Executive Officer, as EEO Director.  The regular management of the EEO program on a “day to day” basis is the responsibility of the Chief Administrative Officer (CAO), as EEO Officer.  The CAO reports directly to the Chief Executive Officer.
The demographics of the RGRTA service area are shown in Table 1.  According to the 2000 Census, the seven-county area had a population of slightly over one million persons.  Eighty-four percent of the population was White, eleven percent was Black, two percent was Asian and four percent was Hispanic.  The most urban county, Monroe, had a population of 735,343, of which 79 percent was White, fourteen percent was Black, two percent was Asian, and five percent was Hispanic.  The City of Rochester had a population of 219,773, of which 48 percent was White, 39 percent was Black, two percent was Asian and thirteen percent was Hispanic.  
Table 1 – Demographics of the RGRTA Service Area

Racial/ Ethnic Breakdown of the 

RGRTA Service Area

Source: 2000 U.S. Census

	Racial/ Ethnic Group
	City of Rochester 
	Rest of Monroe County
	Monroe County
	Genesee County
	Livingston County

	
	
	
	
	
	

	 
	Number
	Percent
	Number
	Percent
	Number
	Percent
	Number
	Percent
	Number
	Percent

	White
	106,161
	48%
	475,800
	92%
	581,961
	79%
	57,167
	95%
	60,494
	94%

	Black
	84,717
	39%
	16,361
	3%
	101,078
	14%
	1,284
	2%
	1,938
	3%

	American Indian & Alaska Native
	1,033
	0%
	917
	0%
	1,950
	0%
	470
	1%
	172
	0%

	Asian
	4,943
	2%
	12,979
	3%
	17,922
	2%
	292
	0%
	492
	1%

	Hawaiian/Pacific Islander
	104
	0%
	116
	0%
	220
	0%
	14
	0%
	20
	0%

	Other Race
	14,452
	7%
	3,473
	1%
	17,925
	2%
	430
	1%
	545
	1%

	Two or More Races
	8,363
	4%
	5,924
	1%
	14,287
	2%
	713
	1%
	667
	1%

	Total Population
	219,773
	100%
	515,570
	100%
	735,343
	100%
	60,370
	100%
	64,328
	100%

	Hispanic Origin1
	28,032
	13%
	11,033
	2%
	39,065
	5%
	904
	1%
	1,459
	2%

	Total Minority Population
	133,281 
	61%
	44,879
	9%
	178,160
	24%
	3,394
	6%
	4,626
	7%


	Racial/ Ethnic Group
	Wayne County
	Wyoming County
	Orleans County
	Seneca County
	Total All Counties

	
	
	
	
	
	

	 
	Number
	Percent
	Number
	Percent
	Number
	Percent
	Number
	Percent
	Number
	Percent

	White
	87,954
	94%
	39,880
	92%
	39,367
	89%
	31,682
	95%
	898,505
	84%

	Black
	3,044
	3%
	2,395
	6%
	3,230
	7%
	758
	2%
	113,727
	11%

	American Indian & Alaska Native
	245
	0%
	116
	0%
	203
	0%
	83
	0%
	3,239
	0%

	Asian
	437
	0%
	161
	0%
	142
	0%
	227
	1%
	19,673
	2%

	Hawaiian/Pacific Islander
	14
	0%
	10
	0%
	12
	0%
	5
	0%
	295
	0%

	Other Race
	819
	1%
	572
	1%
	682
	2%
	222
	1%
	21,195
	2%

	Two or More Races
	1,252
	1%
	290
	1%
	535
	1%
	365
	1%
	18,109
	2%

	Total Population
	93,765
	100%
	43,424
	100%
	44,171
	100%
	33,342
	100%
	1,074,743
	100%

	Hispanic Origin

	2,263
	2%
	1,278
	3%
	1,719
	4%
	659
	2%
	47,347
	4%

	Total Minority Population
	6,822 
	7%
	4,532
	10%
	5,988
	14%
	1,954
	6%
	205,476
	19%


v.
scope and methodology
SCOPE

The following required EEO program components specified by the FTA are reviewed in this report:

1.
Program Submission – A formal EEO program is required of any recipient that both employs 50 or more transit-related employees (including temporary, full-time or part-time employees either directly employed and/or through contractors) and received in excess of $1 million in capital or operating assistance or in excess of $250,000 in planning assistance in the previous federal fiscal year.  Program updates are required every three years.

2.
Statement of Policy – An EEO Program must include a statement issued by the CEO regarding EEO policy affecting all employment practices, including recruitment, selection, promotions, terminations, transfers, layoffs, compensation, training, benefits, and other terms and conditions of employment.  

3.
Dissemination – Formal communication mechanisms should be established to publicize and disseminate the recipient’s EEO policy, as well as appropriate elements of the program, to its employees, applicants and the general public.

4.
Designation of Personnel Responsibility – The importance of an EEO program is indicated by the individual the agency has named to manage the program and the authority this individual possesses. An executive should be appointed as Manager/Director of EEO who reports and is directly responsible to the agency’s CEO.  

5.
Utilization Analysis – The purpose of the utilization analysis is to identify those job categories where there is an underutilization and/or concentration of minorities and women in relation to their availability in the relevant labor market.

6. 
Goals and Timetables – Goals and timetables are an excellent management tool to assist in the optimum utilization of human resources.  

7. 
Assessment of Employment Practices – Recipients, subrecipients, contractors and subcontractors must conduct a detailed assessment of present employment practices to identify those practices that operate as employment barriers and unjustifiably contribute to underutilization. 

8. Monitoring and Reporting System – An important part of any successful EEO program is the establishment of an effective and workable internal monitoring and reporting system.

9.
Title I of the ADA – All recipients of federal financial assistance are required to prohibit employment discrimination on the basis of disability, and whenever a complaint is made, to have a process to make a prompt investigation whenever a Compliance Review, report, complaint, or any other information indicates a possible failure to comply with the ADA.
METHODOLOGY

The initial step of this EEO Compliance Review consisted of consultation with the FTA Region II Civil Rights Officer and Civil Rights Headquarters staff regarding the decision to conduct a Compliance Review of RGRTA.  Relevant documents from FTA’s files were reviewed as background.   The Equal Employment Opportunity (EEO) Compliance Review was conducted concurrently with a Title VI Compliance Review.  A joint agenda letter, covering both Reviews, was prepared and sent to RGRTA by FTA’s Office of Civil Rights.  The agenda letter notified RGRTA of the planned Compliance Reviews, requested preliminary documents, and informed RGRTA of additional documents needed and areas that would be covered during the on-site portion of the Reviews.  It also informed RGRTA of the staff and other organizations and individuals that would be interviewed.  For the EEO portion of the Review, the following documents were requested:

1.
A copy of all personnel policy guides, handbooks, regulations, or other material, that governs employment practices.

2.
A copy of each complaint or lawsuit filed against RGRTA, internally or externally, during the last three years (July 2006 – June 2009) alleging discrimination towards an employee or job applicant.

3.
RGRTA’s most recent Affirmative Action Plan to include the following:

· Statement of Policy issued by the CEO

· Description of Policy dissemination mechanisms

· Designation of EEO Officer and responsibilities

· Utilization analysis (to include a workforce and availability analyses)

· Goals and timetables

· Assessment of employment practices 

· Description of EEO monitoring and reporting system

4.
A copy of notices utilized by RGRTA to inform employees of their right to obtain reasonable accommodation and any formal procedures to make such accommodation.  Also, a listing of requests for reasonable accommodations from applicants and employees for the past three years, noting if RGRTA granted the requests.

5.
A list of all recruitment sources used during the last year, including the name and telephone numbers of contact persons.

6.
A list of organizations in the community representing minorities, women and persons with disabilities, including the name and telephone numbers of contact persons.

7.
A copy of the information given to employees regarding employer-sponsored on-the-job training or educational programs.

8.
A copy of RGRTA’s current organization chart.
9. Copies of current job description for RGRTA’s EEO Officer, and other EEO staff.

10. Collective Bargaining Agreements covering the past three years for each bargaining unit, if applicable.

11. 
A listing of all job titles for which written examinations are conducted.

12. A listing of all job titles for which medical or physical examinations are conducted.

13. Process Flow Charts and Operating Procedures of the EEO Monitoring and Reporting Systems.

14. A report on the results of RGRTA’s goals for the 2009 affirmative action plan (AAP) year.  For goals not attained, a description of the specific good faith efforts made to achieve them.

15. Data on applicants/hires for the past three years for each job title or job group. Provide the total number of applicants and the total number of hires, as well as the number of minority group and female applicants and hires.

16. Data on competitive promotions for the past three years for each job title or job group. Provide the total number of promotions, as well as the number of minority group and female employee promotions.  Indicate the departments from which and to which the employees were promoted.

17. Data on terminations for the past three years for each job title or job group. Provide the total number of employee terminations, as well as the number of minority group and female employee terminations.  Indicate if the terminations were voluntary or involuntary.

18. Data on all demotions, suspensions, and disciplinary actions above the level of oral warning for the past three years for each job title or job group.   Provide the total number of demotions, suspensions, and disciplinary actions, as well as the number of minority group and female employee demotions, suspensions, and disciplinary actions.  Indicate the departments in which these employees worked when they were demoted, suspended or disciplined.

19. Data on applicants/hires, promotions, terminations, demotions, suspensions and disciplinary actions for the past three years for persons with disabilities.

20. Utilization Analysis for the past two years prepared in accordance with FTA Circular 4704.1 Chapter III 2 d.

21. Goals and Timetables for the past two years prepared in accordance with FTA Circular 4704.1 Chapter III 2 e.

22. A description of the procedures and criteria used by RGRTA to monitor its subrecipients and contractors to determine compliance with FTA EEO requirements.

23. Copies of EEO Programs from subrecipients and contractors that employ 50 or more transit related employees. 
RGRTA assembled most of the documents prior to the site visit and provided them to the Compliance Review team for advance review.  
RGRTA’s site visit occurred August 3 – 5, 2009.  As previously mentioned, this EEO Compliance Review was conducted concurrently with a Title VI Compliance Review.  A joint Title VI/EEO Entrance Conference was conducted at the beginning of the Compliance Reviews with RGRTA’s senior management staff, FTA Headquarters staff (via teleconference), and the contractor Review teams.  During the Entrance Conference, the Review teams explained the goals of the Reviews and the needed cooperation of staff members.  The detailed schedule for conducting the on-site visit was discussed.
Following the Entrance Conference, the Compliance Review teams separated and the EEO Compliance Review team conducted a detailed examination of documents submitted by RGRTA’s CAO on behalf of the agency.  The Review team also held discussions with RGRTA’s CAO and her staff over a three-day period regarding RGRTA’s EEO Program and its implementation  and RGRTA’s employment practices, including recruitment, testing, hiring, promotions, transfers, discipline and terminations.    Files and records of employment actions, such as new hires, promotions, demotions, and terminations, were requested and reviewed. 
Throughout the three-day site visit, interviews were also conducted with selected employees and managers and with interested parties who were not RGRTA employees but who may have been familiar with employment practices and complaints of discrimination.  Interviews were also carried out with representatives of social service agencies and community-based organizations.   At the end of the site visit, a joint Exit Conference was held with RGRTA senior management staff, the FTA Region II Regional Civil Rights Officer (via teleconference), the FTA Region II Director of Operations and Program Management (via teleconference) and the contractor Review teams.  A list of attendees for the Compliance Review is included at the end of this report.  At the Exit Conference, initial findings and corrective actions were discussed with RGRTA.
Community Interviews

Several community representatives were interviewed and they had a wide range of involvement in the community.  The individuals consisted of such persons as representatives of minority non-profit organizations, minority businesses, and civil rights community activists, including the Director of Advocacy for the Center of Disability Rights.  None of the individuals stated that they were aware of RGRTA’s EEO Policy or Officer.  RGRTA had not been involved in any job fairs, according to them.  For those for whom it was relevant, none noted having received notifications from RGRTA regarding available job opportunities.  RGRTA’s programs of providing reduced and subsidized bus tokens and passes were the only relationship several organizations had with RGRTA.  No organization had a formal or informal business relationship with RGRTA, although several expressed interest in establishing a business and job referral relationship with RGRTA.  Only one of those interviewed expressed a concern about RGRTA’s practice when it came to hiring, promoting, and disciplining persons without regard to race, color, age, sex, disability or national origin and only one had any knowledge of accusations of discrimination at RGRTA.  
RGRTA’s Operations department did reflect a diverse workforce according to most organizations interviewed.  However, no representatives believed or had knowledge that RGRTA was diverse at the administrative and management levels.    All the representatives stated that they would like to have received notifications on available employment opportunities so they could share them with their constituents.  Several expressed concern that advertisements for employment were placed only in business journals and weeklies and not made available in publications and other media geared toward minority groups and persons with disabilities. 

Overall, the interviews revealed that:

· There was no awareness of RGRTA’s EEO policy or procedures in the minority and disability communities. 
· There was no dissemination of job notices or opportunities provided to the community organizations. 
· While the organizations appreciated the reduced and subsidized fare programs, they all expressed a desire to establish a business and job referral relationship with RGRTA.
· All organizations thought a more diverse administrative workforce would be more sensitive and responsive to the minority communities’ needs.

· The disabled community expressed strong concerns regarding the lack of appropriate communication with its constituents.  They noted that traditional notices to the community-at-large failed to provide timely and adequate notice its constituents. 

Staff Interviews

Ten staff members were independently selected by the Review team for interviews. The staff members interviewed were an ethnically diverse group and included both men and women.  All of the staff members had been with RGRTA for several years.  Each employee stated that RGRTA operations workforce was very diverse.  Only two, however, believed that the administrative and managerial staff was diverse.  A few believed that the agency provided opportunities for promotion with no significant barriers.  Several men and women had received promotions during their time at RGRTA and believed that the agency promoted without race or gender consideration.

The general consensus was that there was little or no knowledge of RGRTA’s EEO Program.  No interviewed employee had seen the EEO Policy.  Only one employee below the executive level knew who the EEO officer was.  Most also agreed that the function had not been visible for many years.  A few senior administrators were familiar with the EEO Program but were still of the opinion that it had very little impact on the RGRTA’s hiring, promotion or recruitment. 

Most minorities indicated that advancement opportunities at RGRTA were limited.  There was a general consensus that not all jobs were posted and that people were being hired from outside the organization without notice that a position was available.  Many expressed discontent that road supervisors were brought in from outside the agency when most believed that that position was better served by internal promotions.  Most of the bus operators believed that internal promotions could contribute to advancement opportunities within the agency and improve moral. 
Most RGRTA employees had not seen job postings for supervisory or administrative positions and therefore had not applied for these positions while at the agency.  All employees believed that sexual harassment training was adequate but thought that additional diversity training would be helpful. 

None of the individuals interviewed mentioned having concerns about any specific complaints regarding EEO matters.  However, none believed that filing an internal complaint would provide an equitable review or decision.   All indicated that if they were going to file a complaint, they would go outside of the agency.

Overall specific recommendations and comments on RGRTA’s EEO performance were offered:

· RGRTA’s EEO Program could be better promoted internally.  Management should issue an annual report to the employees on the agency’s progress, including its utilization status, and alert employees of all staff positions that are coming available.

· The Administration should view and promote from within the Operations Department as equal partners in the advancement of RGRTA’s goals.

· Training for managers and supervisory positions should be offered.
· RGRTA supervisors should provide continuous emphasis in his/her unit on EEO goals and objectives.
VI. Findings and recommendations

The EEO Compliance Review focused on RGRTA's compliance with nine specific requirements of FTA Circular 4704.1 and Title I of the ADA.  This section describes the requirements and findings at the time of the Compliance Review site visit.  

Deficiencies were identified in the following eight areas: Program Submission, Statement of Policy, Dissemination, Designation of Personnel Responsibility, Utilization Analysis, Goals and Timetables, Assessment of Employment Practices, and Monitoring and Reporting System.   During the site visit, RGRTA corrected the deficiency in the area of Statement of Policy.  
1. Program Submission

Requirement:  A formal EEO program is required of any recipient that both employs 50 or more transit-related employees (including temporary, full-time or part-time employees either directly employed and/or through contractors) and received in excess of $1 million in capital or operating assistance or in excess of $250,000 in planning assistance in the previous federal fiscal year.  Program updates are required every three years.

Finding:  During this Compliance Review of RGRTA, deficiencies were found with FTA requirements for Program Submission.  RGRTA submitted its most recent EEO Program Update, entitled 2004 EEO Program, to FTA in November 2007.  The most recent Update, which reported on employment data as of January 10, 2006, was comprised of the following areas:

· Statement of Policy

· Policy Dissemination

· Designation of Personnel Responsibility

· Utilization Analysis

· Goals and Timetables – Females

· Utilization Analysis and Findings – Professionals

· Goals and Timetables – Professionals

· Assessment of Present Employment Practices

· Monitoring and Reporting System
The FTA Region II Regional Civil Rights Officer approved the RGRTA EEO Program submittal on November 6, 2007.  The approval expired on August 30, 2009.  An update was due to the FTA Region II Civil Rights Officer by July 30, 2009, thirty days prior to the expiration date.  RGRTA had not submitted an update as of August 3, 2009, the date of the site visit.
Corrective Action and Schedule:  No later than October 31, 2010, RGRTA must submit to the FTA Office of Civil Rights the update to its EEO program in accordance with FTA C 4704.1.II.5
2. Statement of Policy 

Requirement: An EEO Program must include a statement issued by the CEO regarding EEO policy affecting all employment practices, including recruitment, selection, promotions, terminations, transfers, layoffs, compensation, training, benefits, and other terms and conditions of employment.  

Finding:  During this Compliance Review of RGRTA, deficiencies were found with FTA requirements for Statement of Policy.  Prior to the site visit, RGRTA provided the Review team with information on its Policy Statement, as contained in the following documents:
· 2004 EEO Program
· 2004 EEO Notice to All Employees
It was observed that the abovementioned 2004 EEO Notice to All Employees was posted throughout the RGRTA administrative facilities, as described in RGRTA’s 2004 EEO Program.  The 2004 EEO Notice to All Employees contained only one of the required elements of a Statement of Policy as described in FTA Circular 4704.1.  The 2004 EEO Program contained five of the eight required elements. The 2004 EEO Program, however, had not been posted or distributed.  
Prior to the close of the site visit, RGRTA produced a new Policy Statement, August 4, 2009 EEO Policy Statement, that contained all the required elements.  It was signed and dated by the CEO as of August 4, 2009.  The new Policy Statement was posted in place of the previous 2004 EEO Notice to All Employees.
The following table lists the elements required to be in a Statement of Policy and where each element was found in the documents provided by RGRTA:

	RGRTA EEO Policy Documents

	FTA C. 4704.1 

Policy Statement Requirements
	2004 EEO Notice to All Employees
	2004 EEO Program
	8/4/09 

EEO Policy Statement

	Issued by CEO
	Yes
	No
	Yes

	Commitment to EEO
	No
	Yes
	Yes

	Undertake an Affirmative Action Program
	No
	Yes
	Yes

	 EEO Program Assignment to Agency Executive
	No
	Yes
	Yes

	Management Personnel Share Responsibility
	No
	Yes
	Yes

	Applicants/Employees Right to File Complaints
	No
	Yes
	Yes

	Performance by Managers/Supervisors Evaluated
	No
	No
	Yes

	Successful Achievement Provides Benefits
	No
	No
	Yes


The deficiency in this area was closed prior to the conclusion of the Compliance Review site visit.
3.
Dissemination

Requirement:  Formal communication mechanisms should be established to publicize and disseminate the agency’s EEO policy as well as appropriate elements of the program, to its employees, applicants and the general public. 

Finding:  During this Compliance Review of RGRTA, deficiencies were found with FTA requirements for Dissemination.  In its most recent EEO program update, entitled 2004 EEO Program, RGRTA described the internal dissemination of its EEO policy/program in the following ways:
· Written communication from the Chief Executive Officer

· Inclusion of the EEO policy and complaint procedures in all new employee training and new employee orientation

· Meetings held by Chief Executive Officer

· EEO policy and complaint procedures are  a component of the Employee Handbook, which is distributed to all employees
· Conspicuous posting of RGRTA’s EEO Policy Statement in all places where employees gather, receive work and/or punch in/out of a time clock

· Conspicuous posting of all federal and state prohibitions related to discriminatory practices

During the site visit, RGRTA provided documentation to show that, in accordance with its 2004 EEO Program, the EEO policy and complaint procedures were included in the employee handbook.  The 2004 EEO Notice to All Employees that was signed by the CEO was posted throughout RGRTA’s employee areas, such as on bulletin boards in break rooms.  RGRTA could not provide documentation that the EEO policy and complaint procedures were included as part of the new employee orientation or that any meetings had been held in the last three years to discuss the EEO program and its implementation.  
With respect to external dissemination, RGRTA did not provide documentation that it had disseminated its policy/program externally.  During interviews with community representatives, no one recalled receiving a copy of RGRTA’s EEO policy statement or program.  On the RGRTA employment applications, there was the statement, “As an equal opportunity employer, RGRTA and its subsidiaries do not discriminate against any applicant because of race, creed, color, sex, age disability, national origin, or marital status”.  RGRTA did not provide any other documentation of external dissemination of its EEO program or policy statement. 
Corrective Action and Schedule:  No later than July 31, 2010, RGRTA must submit to the FTA Office of Civil Rights documentation that it has disseminated its EEO program internally to its employees and externally to recruitment sources, local minority and women’s organizations, community agencies, and community leaders, in accordance with its EEO Program and FTA Circular 4704.1, III.2.b.
4.
Designation of Personnel Responsibility

Requirement: The importance of an EEO program is indicated by the individual the agency has named to manage the program and the authority this individual possesses.  An executive should be appointed as Manager/Director of EEO who reports and is directly responsible to the agency’s CEO. 

Finding: During this Compliance Review of RGRTA, deficiencies were found with FTA requirements for Designation of Personnel Responsibilities.  The Program Guidelines of FTA Circular 4704.1 Chapter III, 2.c. states:

An executive should be appointed as Manager/Director of EEO who reports and is directly responsible to the agency’s CEO. Since managing the EEO program requires a major commitment of time and resources, the Manager/Director of EEO should be given top management support and assigned a staff commensurate with the importance of this program. 

At the time of the site visit, the CAO was designated in the 2004 EEO Program as the EEO Officer.  The CAO was an Executive level position that reported to the Chief Executive Officer.  In addition to EEO, the CAO’s duties included Human Resources, Labor Relations, Training, and Customer Relations.  During the interviews, the CAO acknowledged that she spent little time on EEO responsibilities.  The CAO’s management staff consisted of a Director of Labor Relations, Manager of Employment Support, Director of Training/Facility Safety, and a Training Supervisor.  Seven other individuals worked in Employee Support, and there is one other employee in the Training department.
The Program Guidelines of FTA Circular 4704.1, III. 2.c. provide for nine program responsibilities, summarized in the table below, which the EEO Officer should, at a minimum, have.  Prior to and during the site visit, RGRTA provided information regarding the role and responsibilities of the EEO Officer.  RGRTA’s 2004 EEO Program had a description and list of responsibilities of the EEO Officer.  The description contained eight of the nine the responsibilities outlined in the Circular, as summarized in the table below.  According to the 2004 EEO Program, the EEO Officer was to be involved in:

· Reviewing internal and external job postings prepared by the hiring manager,

· Forwarding all qualified applications and resumes received, to the hiring manager, 
· Conducting background checks, and; 

· Concurring on all new hires.  
During the site visit, a number of employment files were reviewed.  The review of the files provided revealed that the CAO/EEO Officer had not concurred on all new hires.   During the site visit, other aspects of the responsibilities were discussed and are summarized in the table below.  RGRTA did not have a job description for the position of CAO.  RGRTA did provide a job description for the Vice President of Human Resources, Training and Safety, which was the previous position held by the CAO.  The job description for this position contained only one of the nine responsibilities outlined in the Circular.  RGRTA was not able to document that the CAO, acting as the EEO Officer, had routinely performed the other required responsibilities.  The following table summarizes the findings in this area: 
	FTA Designation of Personnel Responsibility for EEO

	EEO Officer Program Responsibilities 

(FTA Circular 4704.1 III.2.c)
	2004 EEO Program

(RGRTA EEO Officer Description)
	Vice President of Human Resources, Training and Safety Responsibility

(RGRTA Job Description)

	Develop EEO Policy/Program
	Yes
	Yes

	Assist Management in Data Needs, Setting Goals and Timetables, etc.
	Yes
	No

	Internal Monitoring and Reporting System
	Yes
	No

	Reporting Periodically to CEO on EEO Progress
	No
	No

	Liaison to Outside Organizations/Groups
	Yes
	No

	Current Information Dissemination
	Yes
	No

	Recruitment Assistance/Establish Outreach Sources
	Yes
	No

	Concur in All Hires/Promotions
	Yes
	No

	Process Employment Discrimination Complaints
	Yes
	No


The CAO’s responsibilities included managing the Human Resources function.  In RGRTA’s 2004 EEO Program, there is the following statement:

All applicants and employees have the right to file complaints alleging 
discrimination with the Chief Administrative Officer, or the Chief Operating 
Officer if there is a perceived conflict of interest…
The FTA regulations permit the EEO Officer to have collateral duty assignment with the Human Resources function, but there must be procedures for addressing perceived conflict of interest.   RGRTA could not document that these procedures for filing complaints with the Chief Operating Officer had been made available to employees and applicants.

Corrective Action and Schedule:  No later than July 31, 2010, RGRTA must submit to the FTA Office of Civil Rights:

· A job description for the EEO Officer that conforms completely to the requirements of Circular 4704.1, III.2. c. 
· Documentation that the procedures for addressing conflicts of interest between EEO and Human Resources functions have been made available to employees or applicants.

5.
Utilization Analysis

Requirement:  The purpose of the utilization analysis is to identify those job categories where there is an underutilization and/or concentration of minorities and women in relation to their availability in the relevant labor market.
Finding: During this Compliance Review of RGRTA, deficiencies were found with FTA requirements for Utilization Analysis.  During the site visit, RGRTA provided an undated document entitled Utilization Analysis.  This RGRTA document contained a narrative description of each RGRTA operating subsidiary and census data on the population of each area served by the operating subsidiary.   A section titled Utilization contained a breakdown by race and gender of positions in RGRTA’s largest operating subsidiary, the Regional Transit Service (RTS).   The Utilization Analysis also contained a table showing the numbers of RTS employees by EEO Categories, by gender and ethnicity for the periods of June 2006-2007, June 2007-June 2008 and June 2008-2009.  A table showing the Percent Change in Number of RTS Employees, By Ethnicity and Gender: 2006 through 2009 showed:

· The number of Asian employees had increased by 100 percent (from one employee to two). 

· Hispanics had increased by 8.57 percent (from 35 employees to 38). 

· Black employees showed an increase of 4.83 percent.
· White female employment had declined by 1.92 percent.

Finally, the Utilization Analysis contained two graphs showing combined RGRTA (headquarters staff only) and RTS Employee workforce information for 2008 and 2006 by occupational category and ethnicity.    These charts showed:

· Whites held over 80 percent of the positions designated as senior manager, first level manager and professionals.

· Conversely, minorities held over 80 percent of the positions designated as service workers.  

RGRTA had not done a utilization analysis in accordance with the requirements of Circular 4704.1 because RGRTA had not obtained workforce availability information for the employment area.  The Utilization Analysis was actually a workforce analysis and did not fully meet FTA requirements.   RGRTA’s Utilization Analysis document did not include a breakdown of all employees by occupational category for RGRTA by race and gender.  One of the documents provided by RGRTA prior to the site visit entitled EEO Reports, contained employee data, by race and gender for RGRTA and each subsidiary for 2006, 2007, and 2008.   According to this document, from 2006 to 2008, the RGRTA headquarters staff consisted of:

· Seven or eight white males,
· Four or five white females, and:

· One Hispanic male.  
The chart below shows the demographics for RGRTA and all of its subsidiaries from June 2008 to June 2009 per RGRTA’s EEO Report.
	RGRTA and All Subsidiary Work Force from 2008 to 2009

	Name of Subsidiary
	White Males
	White Females
	Minority Males
	Minority Females
	Total

	RGRTA
	7
	4
	1
	0
	12

	RTS
	231
	51
	181
	74
	537

	Lift Line
	36
	10
	34
	14
	94

	Orleans Transit Service (OTS)
	12
	3
	0
	0
	15

	Livingston Area Transportation (LATS)
	18
	7
	0
	0
	25

	Batavia Bus Service (BBS)
	7
	7
	0
	0
	14

	Wyoming Transit Service (WYTS)
	16
	5
	0
	0
	21

	Wayne Area Transportation Service 
	21
	8
	0
	0
	29

	Seneca Transit Service (STS)
	7
	2
	0
	0
	9

	Totals
	355
	97
	216
	88
	756

	Percentage
	47%
	13%
	28%
	12%
	100%


This data does not identify those job categories where there is an underutilization and/or concentration of minorities and women in relation to their availability in the relevant labor market.
 Corrective Action and Schedule:  No later than July 31, 20101, RGRTA must submit to the FTA Office of Civil Rights a utilization analysis that consists of work force analysis and an availability analysis as described in FTA C. 4704.1.III, 2.d.
6.
Goals and Timetables

Requirement: Goals and timetables are an excellent management tool to assist in the optimum utilization of human resources.  
Finding:  During this Compliance Review of RGRTA, deficiencies were found with FTA requirements for Goals and Timetables.  The Program Guidelines of FTA Circular 4704.1 Chapter III, 2e states:

· Goals and timetables are an excellent management tool to assist in the optimum utilization of human resources. Specific and detailed percentage and numerical goals with timetables must be set to correct any underutilization of specific affected classes of persons identified in the utilization analysis.

· Long-range goals are usually stated as percentages, although numerical projections are recommended where feasible.

· Short-term or intermediate numerical goals should be set and pursued in order to assure accomplishment of long-range goals.

 Prior to and during the site visit, RGRTA provided information regarding its current goals.  Information on goals for 2007 and 2008 were found in the most recent EEO Program Update, entitled 2004 EEO Program, to FTA and in the Utilization Analysis.  The goals were not expressed numerically, as required in FTA Circular 4704.1, III.2.e, only in general terms.  In its Utilization Analysis, RGRTA identified two goals:
· To increase the number of females in the work force.
· To increase the number of Hispanic professionals.

The utilization analysis from which these goals were developed did not include availability analysis.  The goals did not address apparent underutilization in the headquarters staff of RGRTA or the apparent underutilization of minorities and female professionals in RTS or the other operating subsidiaries.
  Corrective Action and Schedule:  No later than October 31, 2010, RGRTA must submit to the FTA Office of Civil Rights Goals and Timetables for 2010 in accordance with the requirements of FTA Circular 4704.1, III.2.e.

1. Assessment of Employment Practices 

Requirement:  Recipients, subrecipients, contractors and subcontractors must conduct a detailed assessment of present employment practices to identify those practices that operate as employment barriers and unjustifiably contribute to underutilization.

Finding:  During this Compliance Review of RGRTA, deficiencies were found with FTA requirements for Assessment of Employment Practices.  RGRTA did not document that it had conducted qualitative or quantitative assessments of employment practices.  

FTA Circular 4704.1 requires grantees to undertake a qualitative and quantitative analysis of employment practices to identify those practices that operate as employment barriers and unjustifiably contribute to underutilization:  

Qualitative analyses should include narrative descriptions of the following:

· Recruitment and employment selection procedures from the agency’s last EEO submission.

· Seniority practices and provisions, upgrading and promotion procedures, transfer procedures, and formal and informal training programs from the last EEO submission.

· Procedures and practices regarding wages, salary levels, and other forms of compensation and benefits.

· Disciplinary procedures and discharge and termination practices.

· Assessment of the impact of external factors (not knowing where to apply for jobs, the availability of bilingual materials and information).
Quantitative analyses should include the following statistical data by race, national origin, and sex in the past year:

· Number of job applicants and the number of individuals offered employment.

· Number of employees in each job category that applied for a promotion or transfer, and the number of employees who were promoted or transferred in the past year.

· Number of disciplinary actions and terminations (by type) in the past year.
In the most recent EEO Program Update, entitled 2004 EEO Program, RGRTA provided information on its employment practices in the section entitled Assessment of Present Employment Practices.  The information was limited to a discussion of recruitment practices for bus operators.    There was no discussion of qualitative and quantitative analysis of other employment practices, such as promotions, terminations, etc., to identify any practices that operated as employment barriers and unjustifiably contributed to underutilization.  
At the site visit, RGRTA provided data regarding new hires within the last three years.  While the Human Resources Department was able to provide recent data to the Review team on new hires, promotions, terminations and disciplinary actions by race and gender, the CAO had not reviewed or analyzed this data on a regular basis.  Additional RGRTA employment practices that should be assessed by the EEO Officer are the development of position descriptions, recruitment methods and sources, interview procedures, referral procedures, and final selection on hiring decisions.  
RGRTA’s hiring practices, as presented during the site visit, were not consistent with what was documented in the 2004 EEO Program for several of RGRTA and RTS’s recent hires.  There were occasions of the hiring manager revising a job description prior to it being posted without the consent of the CAO.  During the site visit, the Review team requested files and documents supporting several of the recent new hires.  The purpose of this review is to determine if RGTRA’s employment practices were consistently followed regardless of race or ethnicity and to identify any barriers to employment or promotional opportunities. The following table shows which documents RGRTA was able to provide during the site visit.
	RGRTA Employment Files Reviewed



	Position 
	# of Positions filled
	Hires
	Documents Requested

	
	
	
	Job Posting
	Job Description
	Applications Received

	
	Provided?:  Yes or NO

	Internal Communication Coordinator
	1
	African American Female
	Yes
	Yes
	Yes

	Accounting Clerk
	3
	3 White Males
	No
	No
	No

	Road Supervisors
	4
	4 White Males
	No
	No1
	No

	DBA Senior Programmer
	1
	Asian Female
	Yes
	Yes
	Yes

	Administrative Assistant
	1
	White Female
	Yes
	Yes
	Yes

	Chief Administrative Officer
	1
	White Female
	No
	No
	N/A


1 – An outdated version of the road supervisor job description was provided.
Of the files requested to be reviewed, no documentation could be provided for three accounting clerk positions in RGRTA and four road supervisors for RTS that were hired within the last three years.  The Human Resources Department was not notified that the accounting clerk positions were being filled until after the candidates had been selected and, in one case, was on site working.  The skill requirements for the road supervisor positions included a recent modification to require experience preparing incident/accident reports.  The Director of Operations had determined that incident reporting was a major requirement for all potential candidates for the position of road supervisor.  For the road supervisors recently hired, the position was not posted internally or externally.  The Director of Operations interviewed candidates who were recommended by his staff, most of whom had police experience.  
While the Review team did not find any documentation that these hiring practices were intended to create barriers in employment for women or minorities, the results of the hiring practices described above, for the accounting and road supervisor positions, suggested that the practices could have had a disparate effect on minorities and women.  As required by FTA Circular 4704.1, the EEO Officer should periodically conduct assessments to determine if these and other employment practices have had an adverse impact on recruiting and retaining women or minorities.   
Corrective Action and Schedule: No later than July 31, 2010, RGRTA must submit to the FTA Office of Civil Rights qualitative and quantitative assessments of employment practices in accordance with the requirements of FTA Circular 4704.1. III, 2. f. 
2. Monitoring and Reporting System

Requirement:  An important part of any successful EEO program is the establishment of an effective and workable internal monitoring and reporting system.

Finding: During this Compliance Review of RGRTA, deficiencies were found with FTA requirements for a Monitoring and Reporting System.  FTA Circular 4704.1, Chapter III, 2.g, states:

This system should serve the following basic purposes:

· Assessing EEO accomplishments

· Enabling the agency to evaluate the EEO program during the year and to take necessary corrective actions, as necessary

· Identifying those units which have failed to achieve a goal or implement affirmative action

· Providing precise and factual database for future projections.

In its 2004 EEO Program, submitted to FTA, RGRTA had a section entitled Monitoring and Reporting System. The section stated that the Authority would:
· Prepare monthly reports for EEO statistics
· Review statistics at any time hiring to ensure proper utilization rates

· Document the review of statistics at any time an applicant search is commenced

· Results of each recruitment effort will be measured and recorded

At the site visit, RGRTA was not able to demonstrate that it had an internal monitoring and reporting system according to FTA Circular 4704.1, III.2.g.  RGRTA did not provide documentation that it had conducted monitoring according to its 2004 EEO Program.  
Corrective Action and Schedule: No later than July 31, 2009, RGRTA must submit to the FTA Office of Civil Rights documentation of the results of RGRTA’s monitoring and reporting process for 2009, consistent with FTA Circular 4704.1, III.2.g.
3. Title I of the Americans with Disabilities Act

Requirement:  Title I of the Americans with Disabilities Act (ADA) requires all recipients of federal financial assistance to prohibit discrimination on the basis of disability, and whenever a complaint is made, to have a process to make a “prompt investigation whenever a Compliance Review, report, complaint, or any other information indicates a possible failure to comply” with the ADA.

Finding:    During this Compliance Review of RGRTA, no deficiencies were found with FTA requirements for Title I of the ADA.  RGRTA included persons with disabilities as a protected group in its 2004 EEO Program and its 2004 EEO Notice to All Employees.  In information given to potential applicants on the RGRTA website regarding employment opportunities, there was the statement that:

 As an equal opportunity employer, R-GRTA and its subsidiaries do not discriminate against any applicant because of race, creed, color, sex, age, disability, national origin, or marital status.  
RGRTA informed its employees of their right to reasonable accommodation in its Reasonable Accommodation Policy.  RGRTA’s Employee handbook had an Equal Employment Opportunity Employer section that stated that the Authority complied with the Americans with Disabilities Act and provided reasonable accommodations.  The Employee Handbook stated that information and assistance could be obtained from the RGRTA Human Resources Department.  RGRTA provided documentation that it had considered a number of reasonable accommodation requests in the past years, some of which were ADA reasonable accommodation requests, and that it had a process for making determinations of reasonableness.  

VII.
 SUMMARY OF FINDINGS
	Requirements of 

FTA Circular 4704.1
	Site Review Finding
	Description of Deficiencies
	Corrective Actions
	Response Dates/ Closed Date

	1.  Program Submission
	D
	Program expired
	RGRTA must submit to the FTA Office of Civil Rights the update to its EEO program in accordance with FTA C 4704, II.5.
	10/31/10

	2.  Statement of Policy
	D
	Policy lacks required elements


	RGRTA must develop a new EEO Policy Statement” that contains all the required elements.
	08/4/09

	3. Dissemination
	D
	Inadequate internal dissemination of policy

Inadequate external dissemination of policy 
	RGRTA must submit to the FTA Office of Civil Rights documentation that it has disseminated its EEO program internally to its employees and externally to recruitment sources, local minority and women’s organizations, community agencies, and community leaders, in accordance with its EEO Program and FTA Circular 4704.1, III.2.b.
	7/31/10

	4. Designation of Personnel           Responsibility
	D
	Inadequate resources dedicated to EEO
	RGRTA must submit to the FTA Office of Civil Rights:

· A job description for the EEO Officer that conforms completely to the requirements of FTA C 4704.1, III.2.c. 
· Documentation that the procedures for addressing conflicts of interest between EEO and Human Resources functions have been made available to employees or applicants.
	7/31/10

	5. Utilization Analysis
	D
	Availability Analysis not done
	RGRTA must submit to the FTA Office of Civil Rights a utilization analysis that consists of work force analysis and an availability analysis as described in FTA C. 4704.1, III, 2.d.
	7/31/10

	6. Goals and Timetables
	D
	Goals not based on underutilization
	RGRTA must submit to the FTA Office of Civil Rights Goals and Timetables for 2010 in accordance with the requirements of FTA Circular 4704.1,III.2.e.
	10/31/10

	7. Assessment of Employment Practices
	D
	No documentation of qualitative or quantitative assessment of employment practices
	RGRTA must submit to the FTA Office of Civil Rights qualitative and quantitative assessments in accordance with the requirements of FTA Circular 4704.1, III.2.f.
	7/31/10

	8.  Monitoring and Reporting System


	D
	Inadequate documentation of monitoring and reporting system
	RGRTA must submit to the FTA Office of Civil Rights documentation of the results of RGRTA’s monitoring and reporting process for 2009, consistent with FTA Circular 4704.1, III.2.g.
	7/31/10

	9.  Title I of the ADA
	ND
	
	
	


ND = No Deficiency; D = Deficiency; NA = Not Applicable; NR = Not Reviewed; AC=Advisory Comments

VIII.   attendees

	NAME
	TITLE/

ORGANIZATION
	PHONE
	E-MAIL

	Grantee:  Rochester Genesee Regional Transportation Authority (RGRTA)

	Deborah Griffith
	Chief Administration Officer
	585.654.0214
	dgriffith@rgrta.com

	Amy Coté
	Risk Manager/Associate Attorney
	585.654.0612
	acote@rgrta.com

	Harold Carter
	General Counsel
	585.654.0621
	hcarter@rgrta.com

	Charles Switzer
	Vice President Transportation Services
	585.654.0276
	cswitzer@rgrta.com

	Jacquie Halldow
	Vice President Communications
	585.654.0256
	jhalldow@rgrta.com

	Dan Howland
	Director Labor Relations
	585.654.0251
	dhowland@rgrta.com

	RGRTA: Regional Transit Service (RTS)

	Bruce Philpott
	Director of Operations
	585.654.0288
	bphilpott@rgrta.com

	Traci Clark
	Manager of Employment Support
	585.654.0259
	tclark@rgrta.com

	Christianne Schojan
	Human Resource Generalist
	585.654.0218
	cschojan@rgrta.com

	Millie Rosa
	Customer Service Specialist
	585.654.0203
	mrosa@rgrta.com

	Carol Richardson
	Medical Assistant
	585.654.0200
	crichardson@rgrta.com

	Dave Kester
	Training Supervisor
	585.654.5173
	dkester@rgrta.com

	Alison Holbert
	Customer Service Supervisor
	585.654.0207
	aholbert@rgrta.com

	New York State DOT

	Richard Quodomire
	System Specialist
	518.457.8346
	rquodomire@dot.state.ny.us

	Genesee Transportation Council

	Richard Perrin
	Executive Director
	585.232.6240
	rperrin@gtcmpo.com

	Federal Transit  Administration

	Anita Heard

via Teleconference
	Equal Opportunity Specialist, Office of Civil Rights, Headquarters
	202.493.0318
	anita.heard@dot.gov

	John Prince

via Teleconference
	Regional Civil Rights Officer, Region II
	212.668.2179
	john.prince@dot.gov

	Larry Penner

via Teleconference
	Director, Office of Operations and Program Management, Region II
	212.668.2170
	larry.penner@dot.gov 

	Reviewers:  The DMP Group, LLC (DMP)

	John Potts
	Lead Reviewer, DMP (Title VI)
	504.283.7661
	johnpotts@thedmpgroup.com 

	Maxine Marshall
	Lead Reviewer, DMP (EEO)
	504.282.7949
	maxine.marshall@thedmpgroup.com

	Bridgett Gagné
	Reviewer, DMP
	301.585.2630
	bridgett.gagne@thedmpgroup.com 

	Khalique Davis
	Reviewer, DMP
	412.952.9007
	khalique.davis@thedmpgroup.com 

	Clinton Smith
	Reviewer, DMP
	504.382.3760
	clinton.smith@thedmpgroup.com


� Per the 2000 Census, people of Hispanic origin can be, and in most cases are, counted in two or more race categories.
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