
 

 

 

 

 

 

 

 

 

 

 

        

 

  

 

 

  

  

           

  

       

      

     

 

         

       

           

              

    

 

 

 

 

  

          
 

   

U.S. Department of Justice 

Office of Justice Programs 

Office for Civil Rights 

Washington, D.C. 2053/ 

January 19, 2023 

Kelly Austin 

HR/Talent Development Director 

City of Tampa 

306 East Jackson Street 

Tampa, FL 33602 

Re:  Equal Employment Opportunity Plan (EEOP) Utilization Report for City of Tampa, 23-OCR-0046 

Dear Ms. Austin, 

The Office for Civil Rights, Office of Justice Programs, has reviewed and approved the Equal 

Employment Opportunity Plan (EEOP) Utilization Report that you submitted in accordance with the 

grant conditions set forth by either the Omnibus Crime Control and Safe Streets Act of 1968 (Safe 

Streets Act), Juvenile Justice and Delinquency Prevention Act of 1974, the Victims of Crime Act of 

1984 or their implementing regulations. The approval of your EEOP Utilization Report is effective for 

two years from the date of this letter, and satisfies the EEOP reporting requirement for all open 

Department of Justice (DOJ) awards during the two-year period. 

Your organization may, however, have additional civil rights compliancerequirementsif it receives funding 

from grant programs other than the ones listed above.  For example, if your organization is a recipient 

of funding from the Office on Violence Against Women (OVW), your organization’s non-discrimination 

policies and practices should also include prohibitions on discrimination on the bases of actual or perceived 

sexual orientation and gender identity. 

If you have any questions regarding this matter, please contact the Office for Civil Rights at (202) 307-

0690. 

Sincerely, 

X 
Michael L. Alston 

Director 

Signed by: MICHAEL ALSTON 



As a recipient of federal grant funds, the United States Department of Justice (DOJ) 
requires the City of Tampa to submit an Equal Employment Opportunity Plan (EEOP). 

The attached EEOP was prepared pursuant to DOJ guidelines, using data and 
methodologies required by the DOJ. It is not to be considered or used for any purpose 

other than that for which it was intended. 

The City of Tampa is an equal opportunity employer that has not and will not 
discriminate against any one because of a protected status. Copies of the City's policies 

prohibiting discrimination are contained in the EEOP. 



EEOP SHORT FORM 

City of Tampa, Florida 

August 2022 



Step 1: Introductory Information 

Grant Title: FY 2021 Community Policing Development Program COPS Hiring Program 

Grant Number: 15JCOPS-21-GG-02501-UHPX 

Grantee Name: Community Oriented Policing Services, U.S. Department of Justice 

Award Amount: $1,250,000 

Grantee Type: Local Government Agency 

Contact Person: Tammy Shaw 

Telephone #: 813-274-5640 

Contact Address: 411 N Franklin Street, 10th Floor, Tampa, Florida 33602 

DOJ Grant Manager: Verlena Braxton 

DOJ Telephone#: 1-800-421-6770 

Grant Title: FY 2019 Body-Worn Camera Program 

Grant Number: 2019-BC-BX-0060 

Grantee Name: Office of Justice Programs 

Award Amount: $585,156 

Grantee Type: Local Government Agency 

Contact Person: Tammy Shaw 

Telephone #: 813-275-5640 

Contact Address: 411 N Franklin Street, 10th Floor, Tampa, Florida 33602 

DOJ Grant Manager: Gerardo Velazquez 

DOJ Telephone#: 202-598-7412 

Grant Title: FY 2019 Comprehensive Opioid Abuse Site-Based Program (COAP) 

Grant Number: 2019-AR-BX-K012 

Grantee Name: Office of Justice Programs 

Award Amount: $900,000 

Grantee Type: Local Government Agency 

Contact Person: Tammy Shaw 

Telephone #: 813-274-5640 

Contact Address: 411 N Franklin Street, 10th Floor, Tampa, Florida 33602 



DOJ Grant Manager: Kimberly White 

DOJ Telephone #: 202-598-7402 

Grant Title: 

Grant Number: 

Grantee Name: 

Award Amount: 

Grantee Type: 

Contact Person: 

Telephone #: 

Contact Address: 

DOJ Grant Manager: 

DOJ Telephone #: 

FY 2019 Local Law Enforcement Crime Gun Intelligence Center (CGIC) 

2019-DG-BX-0013 

Office of Justice Programs 

$750,000 

Local Government Agency 

Tammy Shaw 

813-274-5640 

411 N Franklin Street, 10th Floor, Tampa, Florida 33602 

Joseph Husted 

202-353-4411 

Grant Title: 

Grant Number: 

Grantee Name: 

Award Amount: 

Grantee Type: 

Contact Person: 

Telephone #: 

Contact Address: 

DOJ Grant Manager: 

DOJ Telephone #: 

FY 2020 Urban Area Security Initiative (UASI) 

EMW-2020-SS000035-S01 

Department of Homeland Security 

$3,325,000 

Local Government Agency 

Deirdre Joseph 

813-276-3388 

411 N Franklin Street, 10th Floor, Tampa, Florida 33602 

Justin Williams 

850-815-4341 

Grant Title: 

Grant Number: 

Grantee Name: 

Award Amount: 

Grantee Type: 

Contact Person: 

FY 2019 Urban Area Security Initiative (UASI) 

EMW-2019-SS-00049 

Department of Homeland Security 

$3,087,500 

Local Government Agency 

Deirdre Joseph 



Telephone #: 813-276-3388 

Contact Address: 411 N Franklin Street, 10th Floor, Tampa, Florida 33602 

DOJ Grant Manager: Justin Williams 

DOJ Telephone #: 850-815-4341 

Grant Title: FY 2018 Urban Area Security Initiative (UASI) 

Grant Number: EMW-2018-SS-00064 

Grantee Name: Department of Homeland Security 

Award Amount: $2,850,000 

Grantee Type: Local Government Agency 

Contact Person: Deirdre Joseph 

Telephone#: 813-276-3388 

Contact Address: 411 N Franklin Street, 10th Floor, Tampa, Florida 33602 

DOJ Grant Manager: Justin Williams 

DOJ Telephone #: 850-815-4341 



EEO Utilization Report 

Organization Information 
Name: City Of Tampa 

City: Tampa 
State: FL 

Zip: 33602 
Type: County/Municipal Government (not law enforcement) 

Mon 08-15-2022 15:52:25 EDT 



Step 1: Introductory Information 

Policy Statement: 

The City of Tampa is committed to the policy of equal employment opportunity and to programs which fulfill that 
purpose. The City has adopted multiple policies, requirements, and union contract language that address equal 
opportunity and non-discrimination. Our personnel manual contains policies B1.1 and B1.2 (attached) which prohibit 
discrimination. Additionally, the City" four union contracts contain specific statements and requirements for non­
discrimination (also attached). 

As stated in policy B1.1 which is a mayoral executive order, "It is the policy of the City of Tampa to provide equal 
treatment of all persons without regard to race, color, religion, national origin, sex, sexual orientation, gender identity, 
or expression, age, disability, familial status, or marital status. The City endorses and requires compliance with 
applicable state and federal laws, including but not limited to the Civil Rights Act of 1991 and the American's with 
Disability Act (ADA), to ensure equal employment opportunity and equal access to public services." Following File has 
been uploaded: City of Tampa Personnel Manual B1.1 and B1.2 2022.docx 
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Step 4b: Narrative of Interpretation 

The Analysis and Two or More Standard Deviation charts specify which categories show underutilization. Our categories 
and% are as follows: 
Officials/ Admin: Males:White/ Asian -2%, Hispanic/Latino -3%; Females:White -9%, Hispanic/Latino -3%. While the% of 
Hispanic/Latino/Asian and White Males reflect greater than -2% in the Utilization Chart, only White Females appear on 
the Two or more Standard Deviations. 
Professionals: Males:Asian -1%, Females:White -14%, Asian -1%. Asian Males/Females appear on the Two or more 
Standard Deviations chart. These only indicated as -1% on the Utilization Analysis Chart. White/Asian Females appear on 
the Two or more Standard Deviation. 
Technicians: Females:White -24%, Hispanic/Latino/Black African American -6%, Asians -2%.These are reflected 
underutilized in both charts. 
Protective Serv Sworn Officials: Males:Hispanic/Latino -3%. White:Females 0%, Hispanic/Latino 1%, and Black African 
American -1%. The% of these categories reflect less than -2% in the Utilization Analysis Chart, but appear on the Two or 
more Standard Deviations. 
Protective Serv Sworn Patrol Officers: Males:Hispanic/Latino -5%; Females:White -11%, Hispanic/Latino and 
Black/ African American -8%. These are reflected as underutilized in both charts. 
Protective Serv Non-Sworn: Females:White -34%, Hispanic/Latino -3%, Black African American -10%. These are reflected 
as underutilized in both charts. 
Admin Support: Males:White -16%, Hispanic/Latino -4%, and Females:White -6%. These are reflected as underutilized in 
both charts. 
Skilled Craft: Males:White -16%, Hispanic/Latino -6%, and Females:White -2%. These are reflected as underutilized in 
both charts. 
Service/Maintenance: Males:White -16%, Hispanic/Latino/Asian -2%, and Females:White -16%, Hispanic/Latino -9%, 
Asian -1%. These are reflected as underutilized in both charts, except Female Asian is only at -1% and appears on the 
Two or more Standard Deviation. 

Step 5: Objectives and Steps 

1. To reduce the under-utilization of Females: White, Hispanic/Latino, and Black or African American, Males: Hispanic 
in the Protective Services: Sworn-Patrol Officers. 

a. Increase recruiting budget by over $10,000 to recruit outside of surrounding counties to attract a more diverse 
group of applicants. 
b. Work with Hispanic community partners to continue outreach and recruiting efforts at various cultural events. 
c. Continue advertising in Salados, an on-line magazine, which appeals to Hispanic communities. 
d. Utilize our Hispanic Liaison to engage the Hispanic community and dispel any negative outlooks on a career in law 
enforcement. 
e. Our Hispanic Liaison recently initiated Spanish social media accounts that increase awareness of City jobs and 
encourage Hispanic or Latino Males and Females to apply for vacancies. 
f. Utilize current female employees as recruiting tools to attract more female applicants. 
g. Use social media to increase recruiting efforts including Twitter, Facebook, lnstagram, and Linkedln. 
h. Maintain relationships with educational institutions and community programs to encourage under-represented 
categories to apply for vacancies. 

2. Target all recruitment program applications for positions in job categories that indicate under-utilization. 
a. Continue to adhere to Civil Service Rule hiring guidelines, utilizing the Talent Acquisition Coordinator/Diversity 
Recruiter, along with other Human Resources staff, facilitate targeting and penetration of underutilized populations 
within the region. 
b. The relaxing of Covid-19 restrictions permits reengagement with the local community by attending local job fairs 
with City department partners, cultural community events and continued development of vocational school 
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partnerships. 
c. Revamp the Student Internship program with a focus on developing talent for entry level positions and develop 
paid internship opportunities. 
d. Partner with local workforce development agencies to identify transitioning high school students who will not 
attend college, and under employed citizens, and create opportunities for applicants reentering society following 
incarceration. 
e. Use social media to increase recruiting efforts including Twitter, Facebook, lnstagram, and Linkedln. 
f. Recent approval of the 18.5% cost of living/wage increase over three (3) years for union employees, 9.5% increase 
for Professional and Technical, and 6% for Management positions, propels the City of Tampa as one of the highest 
municipal employers in the region. This will aid in attracting diverse and experienced applicants. 
g. Development of hybrid Work from Home Policy will create a more attractive, competitive work environment, and 
assist in targeting recruitment of under-utilized populations. 
h. Feature more women in advertising when photos are used. Increase advertising on female targeted job boards by 
10%. 
i. Partner with Marketing and Communications to create female video profiles for use on website so that female 
employees in traditional and non-traditional roles are highlighted. 

3. Target all retention program applications for positions in job categories that indicate under-utilization. 
a. The January 2022 implementation of Cultural Awareness training creates awareness and fosters a positive 
workplace environment which will positively impact retention. Approximately 70% of staff has completed training 
with a goal of all staff completing training by December 2022. 
b. Recent internal initiatives in multiple departments will create promotional opportunities for current employees. 
c. Recent approval of the 18.5% cost of living/wage increase over three (3) years for union employees, 9.5% increase 
for Professional and Technical, and 6% for Management positions, makes the City of Tam pas total compensation 
package one of the most robust of municipal employers in the region. This will aid in retaining diverse and 
experienced applicants. 

Step 6: Internal Dissemination 
The City's Department of Human Resources will continue to post a copy of the current EEOP on the internal employee 
(iNet) departmental web site for employee awareness and access. 

Step 7: External Dissemination 
A current copy of the EEOP will continue to be posted on the City of Tampa's website, with various locations including 
the Employee's Guide section for employment applicants and citizen information. 
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Utilization Analysis Chart 
Relevant Labor Market: Hillsborough County, Florida 

Job Categories 

Male Female 

White Hispanic 

or Latino 

Black or 

Afrtcan 

American 

American 

Indian or 

Alaska 

Native 

Asian Nativo 

Hawaiian 

or Other 

Pacific 

Islander 

Twoor 

More 

Races 

Other White Hispanic 

or Latino 

Black or 

African 

American 

American 

Indian Of 

Alaska 

Native 

Asian Native 

Hawaiian 

or Other 

Pacific 

Islander 

Two or 

More 

Races 

Other 

Officials/Administrators 

Wor1<force #/% 50/43% 5/4% 14/12% 0/0% 0/0% 2i2% 0/0% 0/0% 25122% 3/3% 15/13% 0/0% 1/1% 0/0% 111% 0/0% 

CLS#/% 39,170145 

% 

6,61018% 2,935/3% 105/0% 1,53012% 25/'0% 260/0% 27510% 26.675131 

% 

4.705/5% 3.675/4 % 165/0% 925/1% 15/0% 250/0% 120/0% 

Utilization #1% -2% -3% 9% .0% -2% 2% -0% -0% -9% -3% 9% .0% .0% -0% 1% -0% 

Professionals 

Workforce #!% 346132% 93l9% 126/12% 1i0% 18/2% 4i0% 811% 010% 253/24% 7417% 128112% 4/0% 1311% 1l0% 711% Ol0% 

CLS #1% 36,600/32 

% 

5,50015% 4,205/4% 30/0% 3,255/3% 0/0% 235/0% 27510% 41 ,940/37 

% 

8.525/8% 8,280/7% 85/0% 3,055/3% 0/0% 615/1% 34510% 

Ublization #/% -0% 4% 8% 0% -1% 0% 1% -0% -14 % -1% 5% 0% -1% 0% 0% -0% 

·echnlclans 

Wor1<force#/% 244146% 88/17% 84116% 1i0% 15/3% 1/0% 6/1% 0/0% 47i9% 2014% 18/3% 0/0% 2/0% 0/0% 0/0% 0/0% 

CLS#/% 5,075/28 

% 

1,32517% 86015% 15/0% 735/4% 0i0% 2310% 4010% 5.920/ll 

% 

1,7 1019% 1,64519% 20/0% 450i2% 0/0% 8010% 11 0/1% 

Uulization #1% 18% 9% 11 % 0% -1% 0% 1% -0% -24% -6% -6% .0% -2% 0% -0% -1% 

Protective Servlcas: 
Sworn.Officials 

Workforce #l% 181160% 32111% 30110% 1/0% OIO% 0i0% 0/0% 0/0% 34/11 % 1013% 14/5% 1/0% 1/0% 0/0% 010% 0/0% 

CLS #/% 6,210/53 

% 

1,605/14 

% 

1,295111 

% 

70/1% 85/1% 0/0% 85/1% 85/1% 1.305/11 

% 

225}2% 665/6% 25/0% 40/0% 0/0% 30/0% 15/0% 

Utilization #/% 7% -3% -1% .0% -1% 0% -1% -1% 0% 1% -1 % 0% .0% 0% -0% -0% 

Protective Services: 
Sworn.Patrol Officers 

Workforce #i% 355155% 88/14% 74/12% 2i0% 15/2% 1/0% 3/0% 0/0% 62110% 32/5% 9i1% 0/0% 1/0% 0/0% 010% 0/0% 

Civilian Labor Force#/% 13,8501'25 

% 

10.355/18 
a· la 

6,055/11 

% 

40/0% 57511% 4/0% 349/1% 17510% 11 .405/20 

% 

7,055113 

% 

5,470/10 
% 

23/0% 450/1% 15/0% 290/1% 29511% 

UUlization #/% 31% -5% 1% 0% 1% 0% -0% -0% -11% -8% -8% .0% -1 % -0% -1% -1% 

Protective Services:Non-
swom 
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Job Categooos 

Male Female 

White Hispanic 

orlattno 

Black or 

African 

American 

American 
Indian or 

Alaska 

Native 

Asian Native 

Hawaiian 

or Other 

Pactfic 

Islander 

Twoor 

More 

Races 

Other White Hispanic 

or Latino 

Black or 

African 

American 

American 
Indian or 

Alaska 

Native 

Asian Native 

Hawaiian 

or Other 

Pacific 

Islander 

Two or 

More 

Races 

Other 

Workforce #1% 239157% 91/22% 50/12% 1/0% 1/0% 2/0% 4/1% 0/0% 24/6% 7/2% 2/0% 1/0% 1/0% 0/0% 0/0% 0/0% 

CLS#/% 295/34% 75J9% 25/3% 0/0% 010% 0/0% 0/0% 010% 345139% 45/5% 95/11% 010% 0/0% 0/0% 0/0% 0/0% 

Ullhzatlon #/% 23% 13% 9% 0% 0% 0% 1% 0% -34% -3% -10% 0% 0% 0% 0% 0% 

l4dmlnlstratlve SUDDOrt 

Workforce#/% 30/10% 10/3% 11/4% 0/0% 2/1% 0/0% 1/0% 0/0% 100/32% 54/17% 92/30% 3/1% 5/2% 1/0% 2/1% 0/0% 

CLS #1% 49,625/25 
% 

13.73on 
% 

9,155/5% 45/0% 1,890/1% 80/0% 560/0% 55510% 75,170/38 
% 

23,000/12 

% 

16,68519 
% 

190/0% 2.715/1% 105/0% 1,360/1% 49510% 

Ullllzation #/% -16% -4% -1% -0% -0% -0% 0% -0% -6% 6% 21% 1% 0% 0% -0% -0% 

Skllled Craft 

Workforce #1% 218/40% 117/22% 177/33% 2/0% 4/1% 3/1% 511% 0/0% 7/1% 3/1% 8/1% 0/0% 0/0% 0/0% 0/0% 0/0% 

CLS #1% 29,690/56 

% 

14,745128 
% 

4,40018% 85/0% 715/1% 20/0% 470/1% 220/0% 1,640/3% 865/2% 220/0% 0/0% 140/0% 0/0% 10/0% 25/0% 

Ullhzation #/% -16% -6% 24% 0% -1% 1% 0% -0% -2% -1% 1% 0% -0% 0% -0% -0% 

Service/Maintenance 

Workforce #/% 50/11% 81/18% 249/55% 1/0% 110% 0/0% 3/1% 0/0% 16/4% 17/4% 36/8% 010% 0/0% 0/0% 1/0% 0/0% 

CLS #1% 39,360127 

% 

28,675/20 
% 

13,540/9 
% 

140/0% 2,58012% 80/0% 655/0% 250/0% 28.610/19 
% 

18,660/13 

% 

10,900/7 

% 
60/0% 2.135/1% 65/0% 575/0% 38510% 

Uuhzation #/% -16% -2% 45% 0% -2% -0% 0% -0% -16% -9% 0% -0% -1% -0% -0% -0% 
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Significant Underutilization Chart 

Job Categones 

Male Female 

White His~nic 

orlatJno 

Black or 

African 

Amencan 

American 

Indian or 

Alaska 
Native 

Asian Native 

Hawaiian 

or Other 

Paafic 

Islander 

Two or 

More 

Races 

Other White Hispanic 

or Latino 

Black or 

African 

American 

Amc,ican 

Indian or 

Alaska 
Native 

Asian Native 

Hawaiian 

or Other 

Pacific 

Islander 

Two or 

More 

Races 

Other 

Officials/Administrators ,,, 
Professionals ,,, ,,, II' 

Technicians ,,, ,,, ,,, ,,, 
Protective Services: 

Sworn-Patrol Officers 
II' ,,, ,,, ,,, 

Protective Services: Non-

sworn 

,,, ,,, II' 

Administrative Support II' ,,, ,,, 
Skllled Craft II' ,,, ,,, 
Service/Maintenance II' ,,, ,,, ,,, ,,, 
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Law Enforcement Category Rank Chart 

Job Categooos 

Malo Female 

White Hispanic 

or Latino 

Black or 

Afncan 

Arnencan 

American 

Indian or 

Alaska 

Natlvo 

Asian Native 

Hawalian 

or Other 

Pacific 

Islander 

Two0t 

More 

Races 

Other White Hispanic 

or Latino 

Black 01 

African 

American 

American 

Indian or 

Alaska 

Natrve 

Asian Native 

Hawaiian 

or Other 

Pacific 

Islander 

Two or 

More 

Races 

Other 

Dooutv Chief of Police 

Wor1cforce #1"/o 1/50% 0/0% 1/50% 0/0% 0/0% 0/0% 0/0% Q/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 

Police CotDOral 

Wortcforce if% 11-- & 49161%~ t0112.% ~ .1,1/14% 0!0%f 0/0% 0/0% t D 0/0~ 11 Q,'O" .. :t,.,'475% • I. 1Jt~ 516% \ 0/0% 0/0% 0/0%- 0/0% 0/0% 

Police Datactlvo 
~ 

Workforce #!°lo 58154% 13/12% 717% 1/0% 0/0% 010% 0/0% 0/0% 19/18% 515% 3/3% 1/1% 0/0% 0/0% 0/0% 0/0% 

Police Seraeant 

Workforce #/o/o 45/65% 619% 7/10% 0/0% 0/0% 0/0% 0/0% 0/0% 619% 1/1% 4/6% 0/0% 0/0% 0/0% 0/0% 0/0% 

Pollce Flight Offlcor 

Wor1cforce #!°lo 3160% 2/40% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0IO% 0/0% 0/0% 0/0% 0/0% 

Chief PIiot 

Wor1cforce #!°lo 1/100% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 

Police Lieutenant 

Wortlforce #/o/o 12/57% 0/0% 1/5% 0/0% 0/0% 0/0% 0/0% 0/0% 5/24% 2/10% 1/5% 010% 0/0% 0/0% 0/0% 0/0% 

Police Caotaln 

Wondorce #!°lo 8167% 1/8% 2/17% 0/0% 0/0% 0/0% 0/0% 0/0% 010% 0/0% 118% 0/0% 0/0% 0/0% 0/0% 0/0% 

Police Malor 

Wor1cforce #!°lo 3160% 0/0% 1120% 0/0% 0,'0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 1/20% 0/0% 0/0% 0/0% 

~ulstant Chief of Police 

Wor1cforce #1% 1/100% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 

thief of Police 

Wortcforce #1% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 1/100% 0/0% 0/0% 0/0% 0/0% 0/0% 0/0% 

Protective Services: 
Sworn-Patrol Officers 

Wortcforce #!°lo 355/55% 88/14% 74/12% 212% 15/2% 1/0% 310% 0/0% 62/10% 32/5% 911% 0/0% 1/0% 0/0% 0/0% 0/0% 
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I understand the regulatory obligation under 28 C.F.R. ~42.301-.308 to collect and maintain extensive employment data 
by race, national origin, and sex, even though our organization may not use all of this data in completing the EEO 
Utilization Report. 

I have reviewed the foregoing EEO Utilization Report and certify the accuracy of the reported workforce data and our 
organization's employment policies. 
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Collective Bargaining Agreement - City of Tampa Amalgamated Transit Union Local 1464 

ARTICLE 2 

NON-DISCRIMINATION 

2.1. The parties specifically agree that all provisions of this Agreement shall be applied in accordance with 

applicable law to all employees in the bargaining unit without regard to race, color, creed/religion, 

national origin, sex, sexual orientation, gender identity or expression, age, disability, familial status or 

marital status, or any other protected class as defined by federal law. The provisions in this agreement 

shall be equally applicable to all employees covered herein without regard to membership or 

nonmembership in a labor organization as provided by law; except that the certified employee 

organization shall not be required to process grievances for employees who are not members of the 

organization. 

2.2. It is agreed that no employee shall be required as a condition of employment or promotion within the 

bargaining unit to join or refrain from joining the Union. Furthermore, it is agreed that neither Union 

officers or representatives nor the City shall discriminate, interfere, or coerce any employees into joining 

or not joining the Union. 

2.3. Employee allegations of discrimination may be filed through the grievance procedure (Article 6), the 

Federal Equal Employment Opportunity Commission, the State's Florida Commission on Human Rights, the 

City's Human Resources Department, and/or any other procedure provided by law. 

2.4. A copy of B1.2, Discriminatory Conduct, Personnel Manual, shall be reprinted in the appendix of this 

Agreement. 

Collective Bargaining Agreement-City of Tampa and International Association of Firefighters, Local 754 

ARTICLE 6 NO DISCRIMINATION 

6.1. The City and the Union specifically agree that the provisions of this Agreement shall be equally 

applicable to all employees covered herein without regard to race, color, creed/religion, national origin, sex, 

sexual orientation, gender identity or expression, age, disability, familial status, marital status, military status, 

or any other protected class as defined by federal law. The provisions in this agreement shall be equally 

applicable to all employees covered herein without regard to membership or nonmembership in a labor 

organization as provided by law; except that the certified employee organization shall not be required to 

process grievances for employees who are not members of the organization. 

Collective Bargaining Agreement - City of Tampa and Tampa Police Benevolent Association (Officers 

through Sergeant unit): 



ARTICLE 7 

NO DISCRIMINATION 

7.1. The City and the PBA specifically agree that the provisions of this Agreement shall be equally 

applicable to all employees covered herein without regard to race, color, creed/religion, national origin, sex, 

sexual orientation, gender identity or expression, age, disability, familial status, marital status, military status, 

or any other protected class as defined by federal law. The provisions in this agreement shall be equally 

applicable to all employees covered herein without regard to membership or nonmembership in a labor 

organization as provided by law; except that PBA shall not be required to process grievances for employees 

who are not members of the organization. 

Collective Bargaining Agreement - City of Tampa and Tampa Police Benevolent Association (Lieutenants 

unit): 

ARTICLE 7 

NO DISCRIMINATION 

7.1. The City and the PBA specifically agree that the provisions of this Agreement shall be 

equally applicable to all employees covered herein without regard to race, color, creed/religion, national 

origin, sex, sexual orientation, gender identity or expression, age, disability, familial status, marital status, 

military status, or any other protected class as defined by federal law. The provisions in this agreement shall 

be equally applicable to all employees covered herein without regard to membership or nonmembership in a 

labor organization as provided by law; except that PBA shall not be required to process grievances for 

employees who are not members of the organization. 

City of Tampa Personnel Manual 
B. Directives and Benefits 
B1.1 Equal Opportunity 

Issue Date: 08/18/14 

B1.1A Policy 

1. It is the policy of the City of Tampa government to provide equal treatment of all 
persons without regard to race, color, religion, national origin, sex, sexual orientation, 
gender identity or expression, age, disability, familial status or marital status. The 
City endorses and requires compliance with applicable state and federal laws, 
including but not limited to the Civil Rights Act of 1991 and the Americans with 



2. 

3. 

4. Employment 

Disabilities Act (ADA), to ensure equal employment opportunity and equal access to 
public services. 

All managers and supervisors are expected and required to insure that this policy is 
fully implemented and vigorously enforced. 

All department directors are responsible for verification that managers, supervisors, 
and employees attend mandatory training regarding discriminatory conduct including 
specific cultural diversity training and Americans With Disabilities Act training. As is 
always the case when failure to meet directives occurs, disciplinary action shall 
be considered when supervisors fail to attend scheduled training or fail to ensure that 
subordinate employees attend scheduled training. 

a. It is the policy of the City of Tampa government to provide equal opportunity 
in employment for all qualified persons; to prohibit discrimination in employment 
because of race, color, religion, national origin, sex, sexual orientation, gender 
identity or expression, age, disability, familial status, marital status, or 
membership/non- membership in any labor organization; and to promote the full 
realization of equal employment opportunity through positive and continuing 
programs. 

b. This policy of equal employment opportunity applies to every aspect of the City of 
Tampa employment policies and practices. It includes providing reasonable 
accommodations to the known physical and mental limitations of qualified disabled 
applicants and employees in order for them to perform the essential functions of the 
job in question. Any and all such reasonable accommodations will be provided on an 
individual basis in the most cost effective manner available unless the provision of 
such accommodations would create an undue hardship. 

c. It is also the intent of the City of Tampa to comply in all respects with equal 
opportunity laws and provisions and to establish affirmative action plans to 
accomplish the City's goals of hiring and promoting when there is minority or female 
underutilization. 

d. Inappropriate behavior or harassment on the job because of race, color, 
religion, national origin, sex, sexual orientation, gender identity or expression, age, 
disability, familial status or marital status, is prohibited by state and federal laws 
and/or by this directive of the City of Tampa. This includes actions ranging from blatant 
physical or verbal aggression to subtle coercion through touching or in any manner 
seeking sexual favors. Sexual advances and other offensive verbal or physical 
conduct which is discriminatory will not be condoned when such interferes with the 
individual's work performance, is either explicitly or inexplicably made a term or 
condition of employment or other job related decisions. 

e. The City of Tampa ADA Grievance Procedure is available to employees with 
discrimination complaints. The City of Tampa's Office of Human Rights investigates 
employee complaints regarding race, color, religion, national origin, sex, sexual 
orientation, gender identity or expression, age, disability, familial status, or marital 
status. The Human Resources Department conducts management investigations 
regarding allegations of violations (see 81 .1, 81 .2, 823.1, 823.2) and is 



responsible for the City's response to complaints filed with local, state or federal 
agencies. 

5. Services 

a. Employees have the responsibility to provide services to the public without 
regard to the person's race, color, religion, national origin, sex, sexual orientation, gender 
identity or expression, age, disability, familial status or marital status. 

b. Assistance for providing reasonable accommodations for the delivery of 
services in accordance with the Americans With Disabilities Act is provided by the 
Human Resources Department. Complaints regarding violations of the Americans 
With Disabilities Act are processed through the City of Tampa ADA Grievance 
procedure. All complaints will be thoroughly investigated by the Human Resources 
Department. 

Issue Date: 08'18'14 

City of Tampa Personnel Manual 
B. Directives and Benefits 
B1 .2 Discriminatory Conduct 

Issue Date: 08/18/14 

B1.2 Policy 

1. The City of Tampa is committed to the equal treatment of all persons, without regard to 
race, color, religion, national origin, sex, sexual orientation, gender identity or expression, age, 
disability, familial status or marital status. As part of that commitment, the City has forbidden its 
employees the use of slurs, derogatory comments, or any other physical or verbal conduct 
directed at or based upon another person's race, color, religion, national origin, sex, sexual 
orientation, gender identity or expression, age, disability, familial status or marital status. 

2. Such incidents threaten the safety, security and well being of not only those against whom they 
are directed, but all who live and work here as well. They give the erroneous impression that the 
City of Tampa and its officials and employees do not accept the concepts of equal opportunity 
and treatment under the law. For these reasons, the City considers these incidents to be among 
the most serious violations of City policy which an employee can commit and deserving of 
serious disciplinary action up to and including dismissal. 

3. This policy will be stringently and uniformly applied. The words and conduct treated in this policy 
have no place in the City of Tampa and will not be tolerated. 

4. Employees shall not engage in offensive verbal or physical conduct directed against an 
employee, a citizen, or any other person or member of the public based upon race, color, religion, 
national origin, sex, sexual orientation, gender identity or expression, age, disability, familial 
status or marital status. Employees shall not engage in such conduct at any time during working 



hours or on any City premises. Employees are also forbidden from such conduct while off 
duty, if such conduct adversely affects the employee's ability to perform his or her City duties. 

5. All managers and supervisors are expected and required to insure that this policy is fully 
implemented and vigorously enforced. 

6. Any complaints concerning employee violations will be thoroughly investigated by the 
Human Resources Department for immediate and corrective action as warranted. 

7. Violation of this policy shall be grounds for immediate dismissal in the absence of 
extenuating circumstances, but in no case shall the disciplinary action for a violation be less than 
a suspension without pay for fifteen working days. 

8. Investigations and disciplinary action administered shall continue to be conducted in 
accordance with any applicable federal, state, or local laws regarding the methods of 
investigations, complaint reviews, and employee rights of appeal. 

Issue Date: 08/18/14 
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