








 
 

REVISED AGENDA 
 

RTA Board of Trustees Meeting 

Tuesday, April 26, 2022 
 

9:00 a.m. 
 

 
1. Call to order 

 
2. Roll Call 

 
3. Certification regarding notice of meeting 

 
4. Approval of the Board Meeting minutes: 

a. March 29, 2022 Annual Meeting 
b. March 29, 2022 Board Meeting 

 
5. Public comments (2 minutes) on agenda items: 

a. In person  
b. Phone: 440-276-4600 
c. Web form (comments will be forwarded to Board and staff) 

 
6. Board Governance Committee report 

 
7. Operational Planning & Infrastructure Committee report  

 Chair: Ms. Roberta Duarte 
 

8. Organizational, Services & Performance Monitoring Committee report  
 Chair: Mayor Anthony D. Biasiotta 

 
9. Audit, Safety Compliance and Real Estate Committee report  

 Chair: Mayor Paul A. Koomar 
 

10. External and Stakeholder Relations and Advocacy Committee report  
 Chair: Mr. Terence P. Joyce 

 
11. Community Advisory Committee (CAC) 

 Board Liaison: Roberta Duarte 
 

12. Ad Hoc Committee reports: 
 Ad Hoc Paratransit Committee – President Charles P. Lucas, Chair  
 Ad Hoc Technology Committee – Luz Pellot, Chair  

 
13. Introduction of new employees and announcement of promotions  

 
14. Introduction of resolutions: 

 
A. 2022-29 – Expressing the great sorrow of the Board of Trustees and the 

entire Greater Cleveland Regional Transit Authority at the passing of 
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former Board of Trustees member, Madeline A. Cain, and extending 
condolences to her family 

 
B. 2022-30 – Expressing congratulations to the employees of the Greater 

Cleveland Regional Transit Authority who retired during the first quarter of 
2022 

 
C. 2022-31 – Authorizing Contract No. 2021-053A with the Village of 

Mayfield and the City of Highland Heights to provide Micro Transit 
Program Services, for a period up to eighteen months, in an amount not 
to exceed $119,197.50 (RTA Development Fund, Programming & 
Planning Department budget) 

 
D. 2022-32 - Authorizing Contract No. 2021-053B with Ave Automedia, Inc., 

DBA Share Mobility, to provide Micro Transit Program Services, for a 
period up to eighteen months, in an amount not to exceed $300,000.00 
(RTA Development Fund, Programming & Planning Department budget) 

 
E. 2022-33 – Authorizing Contract No. 2021-089 with Geismar North 

America, Inc., for the purchase of a locomotive work car in an amount not 
to exceed $3,291,204.80 (RTA Development Fund, Fleet Management 
Department budget) 
 

F. 2022-34 – Authorizing Contract No. 2022-001 with the John F. Gallagher 
Plumbing Company for Project 19.27 – Hayden Garage HVAC 
Replacement, as specified and as required, in an amount not to exceed 
$402,480.00 (RTA Development Fund, Engineering & Project 
Development Department budget) 

 
G. 2022-35 – Authorizing Contract No. 2022-018 with Masabi LLC to provide 

the EZfare Mobile Ticketing Solution for an amount not to exceed 
$2,700,000.00 (RTA Development Fund, Intelligent Transportation 
Systems Department budget) 

 
H. 2022-36 – Authorizing Contract No. 2022-031 with Kronos Incorporated to 

provide Kronos Annual Subscription and Support Renewal for a period of 
one year in an amount not to exceed $135,800.91 (General Fund, 
Innovation and Technology Department budget) 

 
I. 2022-37 – Repealing Chapter 636 of the Codified Rules and Regulations 

of the Greater Cleveland Regional Transit Authority 
 

J. 2022-38 – Amending Section 620.01 of the Codified Rules and 
Regulations of the Greater Cleveland Regional Transit Authority 

 
K. 2022-39 – Amending Sections 642.01, 642.02, 642.03 and 642.04 of the 

Codified Rules and Regulations of the Greater Cleveland Regional 
Transit Authority 

 
L. 2022-40 – Authorizing the execution of a Project Grant Agreement with 

the United States Department of Transportation (USDOT) for the FY2020 
BUILD Grant award for the Rail Car Replacement Program – Phase I 
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(RTA Development Fund – Engineering & Project Development 
department budget) 

 
M. 2022-41 - Amending employment agreement of India L. Birdsong 

as General Manager and Chief Executive Officer of the Greater 
Cleveland Regional Transit Authority and authorizing the 
execution of the third amendment to that agreement 

 
N. 2022-42 - Authorizing a salary adjustment for Anthony A. Garofoli, 

Executive Director of Internal Audit  
 

15. Secretary-Treasurer’s Report: 
 

a. General Fund Revenue – status as of March 31, 2022 versus 2021 
actuals 

b. General Fund Revenue – status as of March 31, 2022 versus the 2022 
budget 

c. Sales & Use Tax Receipts Report budgeted during 2022, actual receipts 
through April 2022 

d. Inventory of Treasury Investments as of March 31, 2022 
e. Debt Service Schedule and Status of Bond Retirement Fund (cash basis) 

as of March 31, 2022 
f. Summary of Investment Performance, Year to Date through March 31, 

2022 
g. Report on Investment Earnings (cash basis) as of March, 2022 
h. Composition of Investment Portfolio as of March, 2022 
i. Banking and Financial Relationships as of March 31, 2022 

 
16. General Manager’s Report  

 
17. President’s Report  
 
18. Old Business  
 
19. New Business  
 
20. Public comments (2 minutes): 

a. In person  
b. Phone: 440-276-4600 
c. Web form (comments will be forwarded to Board and staff) 

 
21. The next regular Board meeting is scheduled for Tuesday, May 24, 2022 in the 

Board Room of the Authority, Root-McBride Building, 1240 West Sixth Street, 
Cleveland, Ohio 44113. This meeting will be live-streamed on RTA’s Board page 
(www.RideRTA.com/board) by clicking the meeting date.  The public is welcome 
to attend in person. 

 
22. Adjournment 

































































ATTACHMENT A TO STAFF SUMMARY 
 
 

CHAPTER 636 
Sexual Harassment 

 
636.01 Statement of policy. 
636.02 Complaint procedure. 
 

 

CROSS REFERENCES 
 

 

Labor standards - see 49 U.S.C.A. 1609 
Sex offenses - see Ohio R.C. Ch. 2907 
Ethnic intimidation - see Ohio R.C. 2927.12 
Threatening or harassing telephone calls - see 

Ohio R.C. 2917.21; 4931.31 
 

636.01 STATEMENT OF POLICY. 
(a)   Federal and State law provides that it shall be an unlawful 

discriminatory practice for any employer, because of the sex of any person, to 
discharge without just cause, to refuse to hire or otherwise to discriminate against 
that person with respect to any matter directly or indirectly related to 
employment. Harassment of any employee on the basis of sex violates the law. 
 

(b)   It is the policy of the Greater Cleveland Regional Transit Authority 
that sexual harassment in the workplace is unacceptable and will not be tolerated. 
 

(c)   To help clarify what sexual harassment is, the Federal Equal 
Employment Opportunity Commission has issued guidelines on the subject. Those 
guidelines state that unwelcome sexual advances, requests for sexual favors, and 
other verbal or physical conduct of a sexual nature will constitute sexual 
harassment when: 

(1) Submission to sexual conduct is an explicit or implicit term 
or condition of an individual's employment; 

(2) Submission to or rejection of sexual conduct by an individual 
is the basis for any employment decision affecting that individual; or 

(3)   Sexual advances, requests for sexual favors or other verbal 
or physical conduct of a sexual nature has the purpose or effect of unreasonably 
interfering with an individual's work performance or creates an intimidating, 
hostile or offensive working environment. Sexual harassment can be committed by 
a person of either sex against a person of the opposite or same sex, can occur in any 
workplace relationship and can occur during or outside of work hours. Sexual 
harassment can include, but is not limited to, sexually oriented jokes or comments 
and verbal "kidding" or "teasing", gender biased comments, subtle pressure for 
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sexual activity, physical contact such as patting, pinching or brushing against 
another's body, and sexually explicit or suggestive posters, calendars or other 
publications in the workplace. 
 

(d)   The Authority will not tolerate any form of sexual harassment or 
gender discrimination in the workplace, including acts of non-employees. 
Disciplinary action shall be taken promptly against any and all employees, 
including all employees with supervisory responsibilities, engaging in sexual 
harassment and/or gender discrimination. 
 

(e)  All employees of the Authority (management and non-management) are 
expected to avoid any behavior or conduct toward any other employee that could 
be interpreted as sexual harassment and/or gender discrimination. 
 

(f)           All management and supervisory personnel shall notify the 
Authority's Office of Small Business and Employment Opportunity immediately 
upon becoming aware of sexual harassment or gender discrimination. 
 

(g) Employees  are  encouraged to consult the Affirmative Action 
Counselor assigned to their department and shall directly contact the Office of 
Small Business and Employment Opportunity should they have any questions 
related to sexual harassment and/or gender discrimination or wish to 
confidentially discuss a situation related to sexual harassment and/or gender 
discrimination. The Office of Small Business and Employment Opportunity will 
formally investigate all allegations. (Res. 1999-11.  Passed 1-19-99.) 

 
 
 

636.02 COMPLAINT PROCEDURE. 
The following complaint procedure is applicable to situations where an 

employee believes that he or she has been subjected to sexual harassment and/or 
gender discrimination at the workplace: 

(a)   Filing a Complaint. Any employee who feels he or she has been the victim 
of sexual harassment and/or gender discrimination shall contact the Authority's 
Office of Small Business and Employment Opportunity at (216) 566-5044 
immediately upon the occurrence of the incident. This report can be oral or written, 
but a written and signed statement of the complaint must be submitted to the 
Office of Small Business and Employment Opportunity at 1240 West 6th Street, 
Cleveland, Ohio 44113, by the complaining employee as soon as practicable, but not 
to exceed five working days from the occurrence of the incident. 

(b)  Filing a Response.  Upon notice of the initial report, the Office of Small 
Business and Employment Opportunity will contact the person who allegedly 
engaged in the sexual harassment and/or gender discrimination and inform him 
or her of the basis of the complaint and afford the individual the opportunity to 
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respond. That person will then be required to fill out a written statement as soon 
as practicable, but not to exceed five working days. 

If the person against whom the complaint of sexual 
harassment is filed fails to respond to the complaint, the complaint will be taken 
as true, and the appropriate disciplinary measure will be taken. 

(c)   Investigation. An investigation is immediately initiated by the Office of 
Small Business and Employment Opportunity upon receipt of any report of sexual 
harassment and/or gender discrimination. This investigation includes, but is not 
limited to, the interviewing of witnesses or any other person who may have 
information regarding the alleged harassment. 

(d)   Confidentiality.  Every effort will be made to ensure the confidentiality of 
the investigation. However, due to the nature of the investigation, complete 
confidentiality cannot be guaranteed. The employees involved are, however, 
expected to maintain confidentiality. Moreover, the confidential files will be 
maintained in a secure locked location in the Office of Small Business and 
Employment Opportunity. 

(e)   Protection Against Retaliation. This Policy prohibits retaliation in any 
way against anyone who has complained in good faith about discrimination or 
harassment, whether the complaint relates to conduct directed at that individual 
or another. Any person found to have retaliated against another individual for 
reporting discrimination or harassment will be subject to the same disciplinary 
process provided under this policy. 

(f)  Determination of Disciplinary Action; Results of Investigation.   All 
matters concerning discipline in connection with sexual harassment will be 
reviewed by a committee comprised of Legal, Labor Relations and Office of Small 
Business and Employment Opportunity representatives, who will be responsible 
for determining appropriate disciplinary action. Such determination shall be made 
in consultation with the supervisor or applicable department director. In the event 
consensus cannot be reached by the committee, the matter will then be referred to 
the General Manager/Secretary-Treasurer. 

The person filing the complaint and the person alleged to 
have committed the offense shall be informed of the results of the investigation. 

(Res. 1999-11.  Passed 1-19-99.) 







ATTACHMENT A TO STAFF SUMMARY 

620.01 ADOPTION OF AFFIRMATIVE ACTION PLAN. 
 

(a) In accordance with Federal Transit Administration (“FTA”) Circular 4704.1, The 
Authority is not to discriminate against any employee or applicant because of 
race, color, religion, sex, disability, age, or national origin. FTA requires grant 
recipients such as the Authority to submit a written affirmative action plan every 
four years.  The Authority’s Affirmative Action Plan is presented to the Board of 
Trustees for adoption prior to submission to FTA. 

 
(b) The Affirmative Action Plan is the Authority’s written commitment to equality of 

opportunity in its employment practices as well as in its practices with vendors, 
contractors, and suppliers.  This plan is an effort to overcome the effects of past 
discrimination on minorities and women. 

 
(c) The Affirmative Action Plan sets forth goals, timetables and details action-

oriented programs which will be undertaken to not only ensure equal employment 
opportunity, but will facilitate the recruitment, hiring, and promotion of members 
of protected classes who are not sufficiently represented in the Authority’s 
workforce.  The ultimate goal of these efforts will be parity, the representation of 
minorities and women at all levels in the work force commensurate with their 
availability in the appropriate external labor market.  In addition, interim 
numerical goals will be set and periodic evaluations of these goals will be 
performed.  The Authority’s progress towards Affirmative Action Plan goals is 
reported quarterly to the Board of Trustees.  

 
(a)  The Affirmative Action Plan for the Greater Cleveland Regional Transit 

Authority, a copy of which is attached to original Resolution 1981-273, passed 
September 15, 1981, and revised and updated by Resolution 1991-150, passed July 23, 
1991, Resolution 1993-88, passed May 18, 1993, Resolution 1993-190, passed 
November 16, 1993, Resolution 1996-123, passed October 1, 1996, Resolution 2002-120, 
passed June 18, 2002, Resolution 2004-112, passed August 17, 2004, and Resolution 
2005-51, passed April 19, 2005 is incorporated fully herein and made a part of this 
section and is hereby adopted as a policy of the Authority. 
(Res. 1981-273. Passed 9-15-81; Res. 1991-150. Passed 7-23-91; Res. 1993-88. Passed 
5-18-93; Res. 1993-190. Passed 11-16-93; Res. 1996-123. Passed 10-1-96; Res. 
1999-114.  Passed 8-24-99; Res. 2002-120.  Passed 6-18-02; Res. 2004-122.  Passed 
8-17-04; Res. 2005-51.  Passed 4-19-05.   ) 

 
(b) The Triennial Update of the Affirmative Action Program for 2015-2017 for the 

Greater Cleveland Regional Transit Authority, a copy of which is attached to original 
Resolution 2015-76, passed July 28, 2015, is hereby adopted. 
(Res. 1999-114. Passed 8-24-99; Res. 2013-123. Passed 12-17-13; Res. 2015-76. 
Passed 7-28-15.) 

 
(Res. 1981-273. Passed 9-15-81; Res. 1991-150. Passed 7-23-91; Res. 1993-88. Passed 
5-18-93; Res. 1993-190.  Passed 11-16-93; Res. 1996-123. Passed 10-1-96; Res. 1999-114.  
Passed 8-24-99; Res. 2002-120.  Passed 6-18-02; Res. 2004-122.  Passed 8-17-04; Res. 2005-51.  
Passed 4-19-05. Res. 2013-123.  Passed 12-17-13; Res. 2015-76. Passed 7-28-15. Res. 2022-
XXX.  Passed 4-XX-22.) 
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EQUAL EMPLOYMENT OPPORTUNITY 
 

642.01  EQUAL OPPORTUNITY/AFFIRMATIVE ACTION. 
(a)   The Authority's program for equal employment opportunity is the written 

commitment to ensure equality of opportunity in its own employment practices as 
well as for its vendors, contractors and suppliers. 

 

(b)   Specifically, it is the policy of the Authority that all terms and conditions 
of employment, including, but not necessarily limited to, recruitment, 
appointments, promotion, compensation, benefits, transfers, training, and 
educational opportunities, will be administered without regard to race, color, 
religion, sex, gender, gender identity, sexual orientation, national origin or ancestry, 
age, military status, genetic information, or disability, provided said disability does 
not inhibit essential job performance of the essential functions of the job. Further, 
it is the Authority's intent to comply with appropriate Federal federal and State 
state laws, rules, and regulations pertaining to the treatment of minorities, women, 
disabled persons, and Vietnam-era veteransmembers of all protected classes in all 
facets of the Authority's activities. 
 

(c)   Direct responsibility for development and implementation of the 
Authority's Equal Opportunity Program lies with the Deputy General Manager, 
Legal Affairs, who reports to the CEO, General Manager/Secretary-TreasurerCivil 
Rights Officer and General Manager, CEO; and the Deputy General Manager of 
Administration and External Affairs.    However, aAll administrative 
personnelmanagement and supervisors supervisory personnel are expected to 
cooperate in this effort., and their performance relative to ensuring equal 
employment opportunity will be evaluated just as their performance is in other 
areas of responsibility. Ensuring equal employment opportunity across the 
Authority will be evaluated equally alongside all other performance metrics for 
management and supervisory personnel. 
(Res. 2001-119.  Passed 8-21-01; Res. 2005-166.  Passed 11-15-05.  Res. 2022-XXX.  
Passed 04-XX-2022. Ref. PP 200.01) 
 

642.02  NON-HARASSMENT & RETALIATION. 
(a)   The GCRTAThe Authority is committed to providing a professional work 

environment free from all forms of discrimination and conduct that can be considered 
harassing, coercive or disruptive. The GCRTAAuthority will not tolerate any form of 
harassment in the workplace, including acts by or ontoward or by non-employees.  

 
(b)  Federal and state laws prohibit employers from discriminating against 

employees because of  race, color, religion, sex, gender, gender identity, sexual 
orientation, national origin or ancestry, age, military status, genetic information or 
disability. No employee is to be retaliated against for filing a complaint based on a 
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belief that they or another person have been discriminated against and/or harassed 
in some manner. 
 

(cb)   All GCRTA employees are expected to avoid any behavior or conduct 
toward any other employee person that could be interpreted as unlawful 
harassment. The use by employees of disparaging or insulting references due to age, 
race, gender, color, creed, sex or physical impairment race, color, religion, sex, 
gender, gender identity, sexual orientation, national origin or ancestry, age, military 
status, genetic information or disability is prohibited. Such comments will be 
considered disparaging and injurious to the well -being of affected employees/non-
employees and disparaging to all employees in our workforce and non-employees. 
Disciplinary action, up to and including discharge, may be taken against any and 
all employees engaging in unlawful harassment. 
 

(dc)   It is the policy of GCRTAthe Authority that employees who, in good faith, 
report alleged violations of this policy or any of GCRTAthe Authority's Equal 
Employment Opportunity (“EEO”) policies or any other equal opportunity policies 
will not be the subjected to of reprisals or other punishment as a consequence of 
reporting the alleged violation. 
 

(ed)   All management and/or supervisory personnel shall notify the 
Authority's Office of Equal Opportunity immediately upon becoming aware of any 
suspected unlawful harassment or discrimination. 
 

(fe)   Employees should contact the Office of Equal Opportunity if they have 
any questions or wish to confidentially discuss any situations related to harassment 
and/or discrimination or wish to confidentially discuss a situation related to 
harassment and/or discrimination.  The Office of Equal Opportunity will formally 
investigate all allegations. 
(Res. 2001-119.  Passed 8-21-01; Res. 2005-166.  Passed 11-15-05. Res. 2022-XXX.  
Passed 04-XX-2022. Ref. PP 200.02) 
 

642.03  WORKPLACE AND SEXUAL HARASSMENT. 
(a)  Federal and State laws prohibit employers from discriminating against 

employees because of race, color, religion, sex, national origin, disability, age, or 
ancestry. No employee is to be retaliated against for filing a complaint based on a 
belief that they have been discriminated against or harassed in some manner. 
 

(ab)   It is the policy of the Greater Cleveland Regional Transit Authority that 
sexual harassment in the workplace is unacceptable and will not be tolerated. 
 

(bc)   To help clarify what sexual harassment is, tThe Federal Equal 
Employment Opportunity Commission has issued guidelines on the subjectdefining 
sexual harassment. Those guidelines state that unwelcome sexual advances, 



  

 

3 
 
 

 

requests for sexual favors, and other verbal or physical conduct of a sexual nature 
will constitute sexual harassment when: 

(1) Submission to or rejection of sexual conduct is an explicit or implicit 
term or condition of an individual's employment explicitly or implicitly 
affects an individual's employment; 

(2)   Submission to or rejection of sexual conduct by an individual is the 
basis for any employment decision affecting that individual 
unreasonably interferes with an individual's work performance; or 

(3)   Sexual advances, requests for sexual favors or other verbal or physical 
conduct of a sexual nature has the purpose or effect of unreasonably 
interfering with an individual's work performance or creates an 
intimidating, hostile or offensive working environment. Sexual 
harassment can be committed by a person of either sex against a 
person of the opposite or same sex, can occur in any workplace 
relationship and can occur during or outside of work hours. Sexual 
harassment can include, but is not limited to, sexually oriented jokes 
or comments and verbal "kidding" or "teasing", gender biased 
comments, subtle pressure for sexual activity, physical contact such 
as patting, pinching or brushing against another's body, and sexually 
explicit or suggestive posters, calendars, electronic communications, 
or other publications in the workplaceSubmission to or rejection of 
sexual conduct creates an intimidating, hostile or offensive work 
environment. 

 
(cd)  ) The harasser can be the victim’s supervisor, a supervisor in another area, 

a co-worker, or someone who is not an employee, such as a vendor or customer. 
Sexual harassment can be committed by a person of either sex against a person of 
the opposite or same sex. Sexual harassment can occur during or outside of work 
hours.  Sexual harassment can include, but is not limited to, sexually oriented jokes; 
comments; verbal “kidding” or “teasing;” subtle pressure for sexual activity; physical 
contact such as patting, pinching, or brushing against another’s body; and sexually 
explicit or suggestive posters, calendars, electronic communications, social media, 
and/or other publications in the workplace. 

 
(d) The Authority will not tolerate any form of sexual harassment or gender 

discrimination in the workplace, including acts byof non-employees. Disciplinary 
action up to and including discharge shall be taken promptly against any and all 
employees, including all employees with supervisory responsibilities,  engaging in 
sexual harassment and/or gender discrimination. 

 

(e)  All employees of the Authority (management and non-management) are 
expected to avoid any behavior or conduct toward any other employee person that 
could be interpreted as sexual harassment and/or gender discrimination. 
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(f)   All management and/or supervisory personnel shall are required to notify 
the Authority's Office of Equal Opportunity immediately upon becoming aware of 
sexual harassment or gender discrimination. 
 

(g)   Employees should contact the Office of Equal Opportunity if they have any 
questions or wish to confidentially discuss a situation related to sexual harassment 
and/or gender discrimination or wish to confidentially discuss a situation related to 
sexual harassment and/or gender discrimination. The Office of Equal Opportunity 
will formally investigate all allegations. 
(Res. 2001-119.  Passed 8-21-01; Res. 2005-166.  Passed 11-15-05. Res. 2022-XXX.  
Passed 04-XX-2022. Ref. PP 200.03) 
 
 

642.04  AMERICANS WITH DISABILITIES ACT. 
(a)   The Americans with Disabilities Act Amendments Acts of 2008 

(“ADAAA”), Americans with Disabilities Act (“ADA”) of 1990, and the Rehabilitation 
Act of 1973, and state law prohibit discrimination against a qualified individual 
with a disability in regards to the terms, conditions, and privileges of employment. 
Thise prohibition covers all aspects of the employment process, including, but not 
limited to, application, testing, hiring, evaluation, training, promotion, discipline, 
termination, and benefits. 
 

(b)  The Authority will provide reasonable accommodations to any qualified 
applicant or employee with a disability unless the accommodation would impose an 
undue hardship on the Authority. A reasonable accommodation is any modification 
or adjustment to a job, an employment practice, or the work environment that 
makes it possible for an individual with a disability to enjoy equal employment 
opportunity. Under the ADA and ADAAA, the Authority is not required to provide 
the exact accommodation an employee requests so long as the accommodation 
provided makes it possible for the employee to perform the essential functions of 
their job. 
 

(c)   Generally, iIt is the responsibility of the individual with a disability to 
inform the Authority that an accommodation is needed. In compliance with the 
Americans with Disabilities Act, an employee can request an accommodation 
through either the Office of Employment Opportunity or Medical services. Requests 
for an accommodation will be considered in light of the legal standards set forth in 
the ADA and ADAAA, as well as all other applicable federal and state laws and 
regulationsstatutes. 
(Res. 2001-119. Passed 8-21-01; Res. 2005-166. Passed 11-15-05; Res. 2009-24. 
Passed 
4-21-09. Res. 2022-XXX.  Passed 04-XX-2022. Ref. PP 200.04) 
 















































































  

 
RESOLUTION NO. 2022-41 
 

AMENDING EMPLOYMENT AGREEMENT OF INDIA L. BIRDSONG AS GENERAL 
MANAGER AND CHIEF EXECUTIVE OFFICER OF THE GREATER CLEVELAND 
REGIONAL TRANSIT AUTHORITY AND AUTHORIZING THE EXECUTION OF THE 
THIRD AMENDMENT TO THAT AGREEMENT 
 
WHEREAS, the Board of Trustees (“Board”) of the Greater Cleveland Regional 

Transit Authority (“Authority”) conducted a nationwide search for candidates to fill the 
position of General Manager and Chief Executive Officer of the Authority; and 

 WHEREAS, the aforesaid search resulted in the selection of India L. Birdsong 
(“Birdsong”) in 2019 as the General Manager and Chief Executive Officer of the Authority; and 

WHEREAS, subsequent negotiations between the Board and Birdsong resulted in the 
execution of a five (5) year employment agreement effective as of September 16, 2019 (the 
“Agreement”); and 

WHEREAS, by Board Resolution No. 2020-41, adopted on May 12, 2020, the Authority 
and Birdsong amended the Agreement to provide Birdsong up to 38 days of paid maternity leave 
during the first contract year ending on September 15, 2020 (the “First Amendment”); and 

WHEREAS, by Board Resolution No. 2021-41, adopted on April 20, 2021, the Authority and 
Birdsong amended the Agreement to provide Birdsong with an increase in her Regular Salary of 
$7,800 per contract year; and 

WHEREAS, the Authority and Birdsong desire to again amend the Agreement, to provide 
Birdsong with an increase in her Regular Salary of $10,712 per contract year. 

NOW, THEREFORE, BE IT RESOLVED by the Board of Trustees of the Greater Cleveland 
Regional Transit Authority, Cuyahoga County, Ohio. 

Section 1.  That the Board of the Authority and Birdsong hereby amend Section 2 of the 
Agreement, said amendment to be effective as of January 1, 2022, in accordance with the terms of 
the Third Amendment attached hereto. 

Section 2.  That the President of the Board is hereby authorized and directed to execute the 
attached Third Amendment to the Agreement on behalf of the Authority. 

Section 3.  That all other terms and conditions of the Agreement remain unchanged.  

Section 4.  That this resolution shall become effective immediately upon its adoption. 
 
Attachment: Third Amendment to Employment Agreement of India L. Birdsong, the General 

Manager and Chief Executive Officer for the Greater Cleveland Regional Transit 
Authority. 

 
 
Adopted:  April 26, 2022    _________________________________ 

                      President 
 
 
Attest:  ____________________________________ 
                  Secretary-Treasurer 
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THIRD AMENDMENT 

TO 
EMPLOYMENT AGREEMENT 

OF THE 
GENERAL MANAGER 

FOR THE 
GREATER CLEVELAND REGIONAL TRANSIT AUTHORITY 

 
 
 The parties to the Employment Agreement (“Agreement”) by and between the 

Greater Cleveland Regional Transit Authority (“Authority”) and India L. Birdsong 

(“General Manager”), effective as of September 16, 2019, mutually agree to amend the 

Agreement. Resolution No. 2022-41, adopted by the Authority’s Board of Trustees on 

April 26, 2022, authorizes this Third Amendment to the Agreement. 

 Accordingly, the first sentence of Section 2, Regular Salary, is hereby deleted in its 

entirety and replaced by the following: 

In consideration of the services to be performed hereunder by the 
General Manager, the Authority shall pay the General Manager $278,512 as 
Regular Salary in each of the remaining contract years of the Agreement. For 
the current contract year, the increase of $10,712 in the General Manager’s 
Regular Salary shall be effective as of January 1, 2022. 
 

 The Deputy General Manager for Human Resources is hereby directed and 

authorized to implement the foregoing increase in Regular Salary. This Third Amendment 

shall be effective as of January 1, 2022. 

 All other provisions of the Agreement shall remain in full force and effect. 
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 IN WITNESS WHEREOF, the Greater Cleveland Regional Transit Authority, by 

its Board President, having been duly authorized, and India L. Birdsong, General Manager 

have set their hands hereto on the date stated below. 

 
 GREATER CLEVELAND REGIONAL 

TRANSIT AUTHORITY 
 
 
By: _________________________________ 
       Rev. Charles Lucas, Board President 
 
Date: April 26, 2022 
 
 
_____________________________________
India L. Birdsong, General Manager, CEO 
 
Date: April 26, 2022 

 
 



 
 
 
 
 

RESOLUTION NO. 2022-42 
 

AUTHORIZING A SALARY ADJUSTMENT FOR ANTHONY A. GAROFOLI, 
EXECUTIVE DIRECTOR OF INTERNAL AUDIT  
 
 

 WHEREAS, pursuant to Article IX, Section 6 of the Bylaws of the Greater Cleveland 
Regional Transit Authority (“Authority”), the Authority’s Board of Trustees (“Board”) is 
responsible for making all personnel decisions regarding the Executive Director of Internal 
Audit; and  
 

WHEREAS, in 2022, the Board conducted an evaluation of the job performance of 
Anthony A. Garofoli, Executive Director of Internal Audit and based on that evaluation, has 
determined that a salary adjustment is warranted.  

 
  NOW, THEREFORE, BE IT RESOLVED by the Board of Trustees of the Greater 
Cleveland Regional Transit Authority, Cuyahoga County, Ohio: 
 

Section 1.  That the annual base salary for Anthony A. Garofoli, Executive Director of 
Internal Audit shall be increased from $144,752.43, to an annual base salary of $150,542.53. 

 
Section 2.  That the increased annual base salary for Anthony A. Garofoli will be 

retroactive to January 1, 2022 and will be effective April 17, 2022.  
  
Section 3.  That this resolution shall become effective immediately upon its adoption. 

 
 
 
Adopted: April 26, 2022            ____________________________________ 
                               President 
 
 
 
Attest: _________________________________                                                        
                           Secretary-Treasurer 
 




























