APTA Preliminary Skill Development and
Training Needs Report

July 2010
July 2010

Table of Contents

LIST OF FIGURES .................................................................................................................... i
EXECUTIVE SUMMARY ........................................................................................................... ii
SECTION I – SURVEY REVIEW ................................................................................................. 1
SECTION II – OVERVIEW OF SURVEY RESULTS ......................................................................... 3
Experience and Retirements ........................................................................................................... 3
Industry Training Needs .................................................................................................................. 5
Individual Training Needs ............................................................................................................... 9
Professional Certifications ............................................................................................................ 10
Industry’s Expectations of APTA ................................................................................................... 12
Suggestions from Transit Agency Responses................................................................................ 16
SECTION III – OVERVIEW OF NON-TRANSIT AGENCY MEMBER SURVEY RESULTS .................. 17
Response Rate and Demographics ............................................................................................... 18
Training Priorities .......................................................................................................................... 18
Awareness of Current APTA Initiatives ......................................................................................... 19
Suggestions from Business and Non-transit Agency APTA Members .......................................... 20
SECTION IV – CONCLUSIONS AND RECOMMENDATIONS ...................................................... 22
SECTION V – CLOSING .......................................................................................................... 25

APPENDIX
Existing Certifications ............................................................................................ Appendix A
Agency Size Category Description ...........................................................................Appendix B
Combined Response Rates ...................................................................................... Appendix C

July 2010

List of Figures

Figure 1: Survey Response Rates .................................................................................................................. 1
Figure 2: Percent of Transit Agency Responses by Job Function and Management Level ........................... 2
Figure 3: Responses by Age of Respondent (%) ............................................................................................ 3
Figure 4: Respondent Age vs. Years of Service ............................................................................................. 4
Figure 5: Expected Years of Service (by Agency Size) ................................................................................... 4
Figure 6: Expected Years of Service (by Management Level) ....................................................................... 5
Figure 7: Industry Training Priorities (% response; non-weighted average) ................................................. 6
Figure 8: Manager and Supervisor Skills ....................................................................................................... 7
Figure 9: Supervisory and Leadership Training Priority ................................................................................ 7
Figure 10: Priority of developing, delivering and expanding mechanic or maintenance training................ 9
Figure 11: Interest in Development of Certification by Job Function ......................................................... 10
Figure 12: Recognition for Certifications (by Agency Size) ......................................................................... 11
Figure 13: Awareness of the Leadership APTA Program ............................................................................ 12
Figure 14: Awareness of the APTF Scholarship Program ............................................................................ 13
Figure 15: Awareness of APTA's Workforce Development Programs ........................................................ 14
Figure 16: Respondents Acknowledgment of APTA's Workforce Development Focus .............................. 14
Figure 17: Respondents Acknowledgement of APTA's Training, Recruitment and Retention Focus ......... 15
Figure 18: Respondents Acknowledgement of APTA's Standards Program ............................................... 15
Figure 19: Business Member and Other non-transit agency APTA members (by Organization Type) ....... 17
Figure 20: Comparisons of Respondents Age (by Percent)......................................................................... 18
Figure 21: Business and other APTA Member’s Training Priorities ............................................................ 19
Figure 22: Awareness of Leadership APTA ................................................................................................. 19
Figure 23: Awareness of APTF Scholarship Program .................................................................................. 20

i

July 2010

APTA PRELIMINARY SKILL DEVELOPMENT AND TRAINING NEEDS REPORT

Executive Summary
APTA’s Preliminary Skill Development and Training Needs Survey for the transit industry,
conducted in the summer and early fall of 2009, was used to capture data on APTA members’
perspectives of the public transportation industry’s current and projected workforce skillbuilding needs. The survey collected data on members’ work experience, training and skill
needs, as well as their expectations of APTA to address overall workforce needs.
The survey was sent to a targeted list of 680 individuals, with the instructions to distribute the
survey across management within their organizations. The distribution strategy led to
responses from various levels of management including: front line supervisors, managers, and
executive leadership from both the public and private sector. Three-quarters of the individuals
that responded to the survey identified themselves as middle or frontline managers. A total of
258 people completed the survey. Transit agency staff accounted for 219 of the responses; 39
responses were from business members, government agencies, institutes or non-profit
organizations.
The survey established that the industry has an experienced but aging workforce, with a
significant amount of expected retirements over the next 10 years. The most commonly
expressed need was for the development and implementation of programs to prepare the next
generation of workers in the industry, with supervisory and leadership training at all levels of
the organization being the dominant training need for the industry.
Survey responses indicated that professional certifications play a significant role in workforce
development. Over one-third of those who responded to the survey have earned a professional
certification. Two-thirds of those who responded are interested in currently available
professional certifications or would like new certifications developed.
The survey results also established that APTA should have strong involvement in workforce
development through facilitating information sharing among members. Members are also
looking to APTA to help address skill gap needs by determining common workforce needs and
identifying funding opportunities for training. Defining skills needed, developing training
programs, and promoting skills standards are high priorities among members. Survey results
indicated that many members are aware of APTA’s contributions toward workforce
development issues but specific information and data pertaining to these initiatives is not
consistently distributed throughout member organizations. Many of those who responded to
the survey indicated that they do not directly participate in APTA or APTA-sponsored activities.
This report also describes the impact the aging workforce is expected to have on the industry,
specific industry workforce development needs, and APTA’s role in workforce development
within the industry.
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Three significant themes were prevalent throughout the data:
1) Supervisory and leadership training are a top priority for transit agency and business
members of APTA.
2) APTA should do more to communicate and publicize their current workforce
development programs and activities.
3) Transit agency and business members have indicated the need for APTA to be involved
in workforce development activities by creating opportunities for managers at all levels
to share knowledge and experiences with their peers.
The conclusions and recommendations presented in Section IV of the report summarize the
major findings from the survey and present actionable recommendations to enhance the
industry wide workforce development discussion. Survey results concluded that:


Worker retirements are a priority industry concern.



Skill gaps exist throughout all management and supervisory levels in the industry.



Certifications are an important tool in the transit industry.



Transit agency and business members want APTA to be focused on workforce
development.



Future studies, surveys and data analysis are needed to help determine workforce
development solutions for the industry.

It is the intent that this report will give APTA, its member organizations, and the industry useful
data to better plan, identify and address workforce development needs and provide a
preliminary benchmark for short-term and long-term planning.
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SECTION I – SURVEY REVIEW
The American Public Transportation Association (APTA), with the assistance of its Human
Resources Committee and external consultants, conducted a Preliminary Skill Development and
Training Needs Survey of its members in the summer and early fall of 2009. The preliminary
survey captured data on the industry’s current and projected professional and skill-building
needs for the public transportation workforce and on individual member’s work experience,
training and skill needs. Members were also polled on their expectations of APTA to address
overall workforce needs. Survey participants included: assistant general managers, directors,
supervisors, superintendants, department leaders, and administrators from transit agencies,
the private sector, and other organizations. Responses in this report are separated between
transit agencies and non-transit agency APTA members.
Survey Instrument and Response Rates
The survey consisted of 55 questions, half multiple choice and half open-ended questions.
Several of the questions provided multiple response opportunities. The survey targeted a
sampling of 680 individuals who work for APTA’s member organizations. The survey recipient
list was compiled from APTA membership and committee lists. In total, 340 people responded
to the survey, a 50% response rate. Of those responses, 258 were identified as “high quality”
responses. High quality was defined as the respondent answering at least 70% of all survey
questions and 97% of all the required questions. Response rates are highlighted in Figure 1
below.
Figure 1: Survey Response Rates

APTA members targeted for survey:

680 individuals

High quality, useable responses:

258 or 38% of targeted audience

Of the high quality responses, 219 came from individuals that work at transit agencies and 39
came from individuals that work for companies, government agencies, institutes or non-profit
organizations that are APTA members. The business member organizations that responded
included management, consulting, engineering, planning, and manufacturing firms. Responses
also were received from state departments of transportation, education providers, non-profit
organizations, and state or regional associations. Seventy-two transit agencies and 34 business
member organizations in 27 states and two Canadian provinces are represented in the survey.
See Appendix C for a chart with a detailed response rate breakdown.
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Transit Agency Response Rate by Agency Size
APTA members from small agencies, defined as up to 7.5 million annual passenger trips,
accounted for 20% of the responses. Medium-sized agencies, defined as between 7.5 million
and 30 million annual passenger trips, accounted for 21% of the response. APTA members from
large agencies, defined as 30 million to 150 million annual passenger trips, accounted for 46%
of the response. The largest agencies, defined as over 150 million annual passenger trips,
accounted for 13% of the response. See Appendix B for a detailed description of each category.
Transit Agency Response Rate by Management Level
Transit agency executive and administrative staff which included executives, administrative
staff, finance, customer service managers, and planners accounted for 51% of the responses.
Maintenance managers accounted for 15% of the responses and human resources or training
managers accounted for 35% of the responses. Individuals in upper level management positions
accounted for 25% of the responses, middle managers accounted for 47% of the people
responding, and front line managers accounted for 28% of the responses. These response rates
are summarized in the chart below:
Figure 2: Percent of Transit Agency Responses by Job Function and Management Level

Job Function
Management Level

Executive &
Administrative1

Maintenance2

HR or
Training3

Upper Management

18%

0%

7%

Middle Management

23%

7%

17%

Front Line Management

10%

8%

10%

Total Job Function

Total
25%
(n = 55)

47%
(n = 104)

28%
(n = 60)

51%

15%

34%

100%

(n = 113)

(n = 33)

(n = 73)

(n = 219)

n = number of responses

Note: The number of responses (n) is based on 219 useable responses. Multiplying 219 by each
percentage will yield the number of responses for each category.

1

Includes the following job titles: General Manager, Assistant General Manager, Chief Executive Officer, Chief
Operating Officer, Chief Financial Officer, Executive Officer, Executive Director, Deputy Executive Director, Senior
Director, Senior Vice President, Vice President, Deputy Chief, and Manager.
2

Includes: Maintenance Directors and Assistant General Managers with maintenance as a primary responsibility,
Maintenance Supervisors, Maintenance Managers, and Maintenance Foreman.
3

Includes: Human Resources Directors and Assistant General Managers with human resources as a primary
responsibility, Human Resource and Training Supervisors, Human Resource and Training Managers.
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Transit Agency Response Rate by Age Group
For more than a decade the public transit industry has recognized that it faces a shortage of
skilled and seasoned employees. The response rates by age group summarized in the chart
below are an indicator of how critical the situation is as workers near retirement over the next
several years.
Figure 3: Responses by Age of Respondent (%)

18 – 29 Years Old (Generation Y)
30 – 44 Years Old (Generation X)
45 – 62 Years Old (Baby Boomers)
63+ (Silent Generation)

%

Number of
Responses

2%
25%
68%
5%

5
54
148
12

The survey response shows that a large percentage of the transit industry workforce will need
to be replaced in the next 10 years due to the impending retirement of the Baby Boomer
generation employees.
SECTION II – OVERVIEW OF TRANSIT AGENCY SURVEY RESULTS
The analysis of the transit agency responses has been separated from the non-transit agency
responses to provide a more targeted review of the survey results. The transit agency analysis
starts below; the analysis of non-transit agency responses begins on page 17.
Statistical Reliability and Validity
The 219 useable transit agency responses represent a large cross section agency sizes, job
types, job levels, employee ages, and respondent years of experience. Since there is selfselection bias in who decided to respond, we cannot be certain that this is a truly random
sample. If the 219 responses were a truly random sample of the entire population of transit
workers, these results would have a margin of error of +/-6.5% with a 95% confidence interval.
Significantly more analysis than was the focus or intent of this report is needed to compare the
demographics of this group to the overall population and to make adjustments to properly
weight the data to account for discrepancies.
Experience and Retirements
Based on survey responses, years of service in the industry were compared to the age of people
responding to the survey. The analysis revealed that 68% of transit agency employees that
responded to the survey are 45 – 62 years old. Employee turnover and retention may not be a
current concern due to the recession and the high level of unemployment. However, as the
economy recovers a tighter job market is likely to increase the need for programs to recognize

3

July 2010

APTA PRELIMINARY SKILL DEVELOPMENT AND TRAINING NEEDS REPORT

and address the loss of critical knowledge possessed by employees nearing retirement. The
table below illustrates the effect pending retirements could have on the industry.
Figure 4: Respondent Age vs. Years of Service

Years of Service
0 – 10

11 – 20

21 – 30

31+

2%

-

-

-

18 - 29 years old

Total
2%
(n = 5)

Age

30 - 44 years old

17%

6%

1%

-

25%
(n = 54)

45 - 62 years old

20%

10%

24%

15%

68%
(n = 148)

63+ years old

1%

1%

-

3%

5%
(n = 12)

Total

40%

17%

25%

18%

100%

(n = 87)

(n = 38)

(n = 55)

(n = 39)

(n = 219)

n = number of responses

Note: The sample size (n) for this chart is based on 219 useable responses. Multiplying 219 by
each percentage will yield the number of responses for each category.
The data showed that 20% of the people who responded to the survey have 10 years or less of
service and are between 45 and 62 years old. This observation is significant because the data
indicates that this specific group came to the transit industry after spending several years in
other industries. The data also showed that 18% of the people who responded have 31 years or
more of service to the industry, and are at least 45 years old. This combination of age and years
of service is an important indicator of impending retirements.
The pending risk of losing knowledge and expertise is significant. As cited earlier, middle
managers accounted for 47% of the responses. Small transit organizations will be facing the
most serious risk of knowledge loss, with 33% of people planning to leave their organizations
within the next 5 years. These survey results are detailed in the chart below.
Figure 5: Expected Years of Service (by Agency Size)

Responses by Agency Size
Largest (n = 28)
Large (n = 100)
Medium (n = 45)
Small (n = 46)

Years you expect to be with your
organization
Total
0-5
6-10
11+
100%
28%
31%
41%
100%
27%
29%
44%
100%
25%
42%
33%
100%
33%
40%
27%
n = number of responses
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Almost a third of the people responding indicated they plan to leave their current organization
in 5 years or less; over half plan to leave in 10 years or less. The data showed a significant level
of accumulated industry knowledge that will be lost when these workers leave their
organizations. Survey results also indicated that upper and middle management are expected
to experience significant turnover over the next 10 years. These survey results are detailed in
the chart below:
Figure 6: Expected Years of Service (by Management Level)

Responses by Job Level
Upper Management (n = 55)
Middle Management (n = 104)
Front Line Management (n = 60)

Years you expect to be with your
organization
Total
0-5
6-10
11+
100%
35%
41%
24%
100%
27%
35%
38%
100%
21%
27%
52%
n = number of responses

Eighty-four percent of people responding to the survey indicated that employees approaching
retirement age are a major concern for the industry. Because the transit industry has
historically promoted people from within, the potential effect retirements will have on the
industry will increase the importance of active recruitment, industry and education
partnerships, mentor programs, knowledge retention programs, and leadership training.
Industry Training Needs
The survey asked respondents to identify what they considered to be the public transportation
industry’s top training priorities. Survey questions pertaining to training needs were openended; respondents were asked to “write in” their specific priorities regarding industry training
needs. As the list below indicates, training for supervisors and leaders received the highest
number of write in responses, followed by safety training. Write in responses in ranked order
are listed below:
1) Supervisory and Leadership4
2) Safety
3) Coaching and Mentoring
4) Interpersonal Communication
5) New Technology
6) Maintenance
7) Fundamental Basic Skills
8) Basic Computer Skills
9) Operator (Vehicle)
10) Equipment
4

Supervisory and leadership training refers to training for front line foreman, supervisors and managers.
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In addition to the write in responses, respondents were asked to respond to multiple choice
questions. These survey responses consistently listed supervisory and leadership, coaching and
mentoring, and interpersonal communications as the top three training needs. These responses
help support industry assumptions that training needs such as mentoring, coaching and
communication skills are all vital to being a successful leader. The chart below identifies 1st, 2nd
or 3rd priority responses by job level.

Operator

Equipment

Basic Computer
Skills

Fundamental
Basic Skills

33%

Maintenance

Interpersonal
Communication

38%

New Technology

Coaching and
Mentoring

Safety

Supervisory and
Leadership

Figure 7: Industry Training Priorities (% response; non-weighted average)

23%

10%

18%

17%

15%

35%

22%

19%

15%

15%

7%

38%

13%

15%

11%

11%

0%

Responses by Job Level
Front Line Mgt.
Middle Mgt.
Upper Mgt.

50%

(2nd)

69%

(1st)

78%

(1st)

53%

(1st)

23%
22%

47%

(2nd)

56%

(2nd)

47%

(2nd)

56%

(2nd)

42%

(3rd)

Correlating organizational structure and the identified industry training priorities showed that
managers from across transit organizations placed a high priority on the development and
implementation of supervisory and leadership training. The chart on the previous page
indicated that supervisory and leadership training is consistently among the top three priorities
across management levels. Front line managers placed the highest priority on safety training.
Responses from operations and human resources managers identified supervisory and
leadership training as their number one priority, while maintenance managers placed their
highest priority on new technology training at 61%, followed by maintenance training at 52%.
Supervisory Training
The analysis of the survey data revealed that 52% of the people who responded to the survey
“strongly agree” or “agree” that managers and supervisors have the necessary skills to
supervise, coach and mentor others. At the other end of the spectrum, 39% of the people
“disagree” or “strongly disagree.” This latter number indicates significant concern that
managers and supervisors do not have the knowledge, skills, and abilities to perform important
tasks. The survey results also indicated that 70% of people in maintenance job functions agreed
that supervisors have the necessary skills to supervise, coach, and mentor, while 49% of
employees in human resource or training jobs disagreed. Most of the respondents with
maintenance responsibilities were front line managers.
6
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Management Perception
The survey results became more interesting when analyzed by job level. Seventy percent (70%)
of front line managers surveyed “strongly agree” or “agree” that managers have the necessary
skills, while only 40% of upper level managers shared the same opinion. These results are
detailed in the chart below.
Figure 8: Manager and Supervisor Skills

No Opinion

Strongly
Disagree or
Disagree

Responses by Job Level
Front Line Management (n = 60)
Middle Management (n = 104)
Upper Management (n = 55)

Strongly
Agree or
Agree

Do managers and supervisors have necessary skills to supervise, coach, and mentor?

70%
47%
40%

8%
11%
7%

22%
42%
53%

Total
100%
100%
100%

n = number of responses

Survey responses in every subgroup, shown below, indicated that a clear majority ranked
supervisory and leadership training as a high priority. The response was even more
overwhelming among upper management: 80% ranked supervisory and leadership training as a
high priority, and 16% as a medium priority. These results are summarized in the table below.
Figure 9: Supervisory and Leadership Training Priority

Priority of developing, delivering and/or expanding supervisory and leadership training
Don't
Responses by size of agency
High
Medium
Low
Know
Total
100%
Largest (n = 28)
62%
21%
10%
7%
100%
Large (n = 100)
58%
29%
8%
5%
100%
Medium (n = 45)
67%
24%
9%
0%
100%
Small (n = 46)
67%
22%
7%
4%
Responses by age
100%
63%
24%
9%
4%
Boomer and Silent Gen (n = 160)
100%
Gens X and Y (n = 59)
61%
29%
7%
3%
Responses by level of job
100%
52%
30%
12%
6%
Front Line Management (n = 60)
100%
59%
28%
9%
4%
Middle Management (n = 104)
100%
80%
16%
4%
0%
Upper Management (n = 55)
n = number of responses
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The desire to improve supervisory skills was greatest among upper management. Survey
responses indicated that this is both a personal desire and an industry need.
Availability of Supervisory and Leadership Training
Survey questions and responses established the availability and use of training resources. The
data analysis identified two contradictions:
1) Supervisory and leadership training is available. The survey results showed that
supervisory and leadership training resources, including leadership and coaching for
supervisors, are widely available to transit organizations. Seventy-four percent of those
responding indicated they have access to supervisory and leadership training, while 18%
indicated they do not.
2) Supervisory and leadership training is used. The same group of responses showed that
64% of the survey responders have offered supervisory and leadership training, while
18% have not.
The extensive availability of supervisory and leadership training contrasts sharply with the high
priority placed on developing, delivering and/or expanding supervisory and leadership training.
This data indicated that in most agencies, training for supervisors is currently available and
used, but that existing training available at local agencies may not be delivered often enough,
or may not be designed well enough to address the skill gaps that are the source of concern for
many of the respondents.
Maintenance Personnel - Needs and Perspectives
Survey respondents were asked to rate the priority of developing, delivering and/or expanding
a variety of potential training topics and initiatives. Mechanic and maintenance training ranked
as a high priority among respondents. Eighty-four percent ranked developing maintenance
training a high or medium priority; only five percent ranked it is a low priority.
It would be expected that those with maintenance job functions would rate maintenance
training a high priority, but survey responses from people in human resource, training, and
other functions indicated the same high level of need for maintenance training. Seventy-five
percent of upper management indicated that delivering and developing maintenance training is
a high priority, the highest of any group. The priority of developing, delivering and/or expanding
mechanic or maintenance training is detailed in the table on the next page.
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Figure 10: Priority of developing, delivering and expanding mechanic or maintenance training

Responses by Agency Size
Largest (n = 28)
Large (n = 100)
Medium (n = 45)
Small (n = 46)
Responses by Job Level
Front Line Management (n = 60)
Middle Management (n = 104)
Upper Management (n = 55)

High
55%
62%
53%
60%

Medium
24%
25%
27%
24%

Low
4%
2%
7%
9%

Don't
Know
17%
11%
13%
7%

48%
57%
75%

32%
25%
18%

3%
7%
2%

17%
11%
5%

Total
100%
100%
100%
100%
100%
100%
100%

n = number of responses

Additional Training Industry Needs
Additional industry training needs identified in the survey included: operator, safety, computer
software, diagnostic software, customer service, and basic skills training. Basic skills include
fundamental skill levels of reading, writing, math, and English. Basic skills also include the ability
to interpret instructions and make decisions. Communicating effectively, solving problems,
resolving conflicts, working with people from different cultures, using a computer, and adapting
to change are also basic skills.
New technology and job specific training also ranked as priority needs. Front line managers
indicated that safety is the number one training priority, while new technology ranks third.
Maintenance employees rank new technology as the highest priority.
Individual Training Needs
Technology, leadership, and strategic planning topped the list of individual training needs. Ten
percent of the responses identified job specific training as a priority, indicating that people
would like training to be able to perform their current jobs better. Leadership and strategic
planning training were second on the individual training needs list, which reinforces the
industry’s priority for leadership and supervisory training. The top individual training needs, in
priority order, included:
1)
2)
3)
4)
5)
6)

Technology (including green)
Leadership and Strategic Planning
Job Specific Training
Supervising and Coaching
Funding and Cost Control
Interpersonal Communication
9
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Professional Certifications
Professional certifications are often used by organizations to assure their professional staff has
the qualifications to perform a job or task. Typically, certifications are earned from a
professional association or organization and are valid for a specific period of time. They must be
renewed periodically as part of certification renewal requirements. An individual may be
required to show evidence of continuing education, as well as complete an assessment of their
skills. Indentified categories of certifications earned by survey respondents included:
1)
2)
3)
4)

Human Resources/Training
Operations/Administration
Maintenance
Engineering/Technical

Thirty-six percent of the people responding to the survey have earned a professional
certification. By far, human resources professionals have earned the most certifications. The
Professional in Human Resources (PHR) and the Senior Professional in Human Recourses (SPHR)
certifications provided by the Society for Human Resource Management (SHRM) are the most
commonly earned. In total, survey responses indentified 22 different certifications; nine of
them were transit industry specific. See appendix A for complete list of certifications identified
from survey responses.
Interest in Professional Certification
The survey responses indicated a high desire for the development of additional professional
certifications. A high percentage of human resources and training professionals, as well as
operations and administration professionals, were interested in the development of
certifications for their job functions. Interest was fairly evenly split among maintenance
professionals on developing certifications. These results are summarized in the chart below.
Figure 11: Interest in Development of Certification by Job Function
100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

24%

29%
52%

No

76%

71%

Yes

48%

HR/Training
(n = 73)

Maintenance
(n = 33)

10

Operations/Administration
(n = 113)
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Interest in Professional Certifications by Generation
The survey results indicated that younger workers were significantly more interested in the
development of professional certifications for their job functions than their more experienced
peers. Over 85% of people 18 to 44 years of age were interested in professional certifications,
while a little more than 63% of people 45 years of age or older shared that same interest.
Recognition for Earning Certifications
Does earning a certification increase recognition in your current public transportation position?
Survey results indicated that larger transit agencies place a greater value on their employees
earning professional certifications than the smaller transit agencies. Survey results are
summarized in the graph below.
Figure 12: Recognition for Certifications (by Agency Size)

Does earning a certification increase recognition
in your current public transportation position?
100%

90%

27%

80%
70%
60%

44%
68%

64%

50%

No

40%

73%

30%
20%
10%

Yes

43%
32%

36%

Small
(n = 46)

Medium
(n = 45)

0%
Large
(n = 100)

Largest
(n = 28)

Receiving less recognition for earning certifications does not minimize their importance to
employees at smaller transit agencies, but less recognition does reduce the incentive for
earning certifications.
The survey identified high interest in the industry for certifications. The results from a TCRP
study project regarding industry certifications will be available in late 2010 or early 2011. TCRP
project J-06 is a study on professional certifications and credentialing programs for the transit
industry. The objectives of the research includes identifying the range of existing certification
11
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and credentialing programs applicable to transit professionals, identifying gaps discovered in
existing programs related to the identified needs of transit professionals, developing a
framework for a voluntary transit professional development certification or credentialing
program, and recommending a comprehensive work plan for the development and
implementation of a certification and credentialing program for transit professionals.
Industry’s Expectations of APTA
Responses to this survey went beyond actively involved APTA members and included transit
agency managers that are aware of APTA but are not involved with the association, potentially
offering unique insight into potential future industry initiatives. Overall, the responses indicated
that upper management is significantly more aware of APTA’s activities than those at other
levels in the organization. A consistent theme throughout the responses is that upper
management is more involved in APTA organized activities than middle or front line managers
and that the knowledge sharing generated from attending APTA organized conferences and
meetings is not reaching middle and front line managers.
The survey established that all levels of managers believe that APTA should be involved in
workforce development activities, but it is also clear from the responses that some managers
were not aware of current APTA programs or initiatives.
Awareness of Current APTA Initiatives – Leadership APTA
The survey asked several specific questions pertaining to APTA-led initiatives, starting with one
of APTA’s most prominent programs, Leadership APTA. Of the people that responded to the
survey, 52.9% were not aware of the Leadership APTA program, while 47.1% were aware of the
program. Seventy-nine percent of upper management and 46% of middle managers were
aware of the program. The results are illustrated in the graph and chart below.
Figure 13: Awareness of the Leadership APTA Program

Are you aware of the Leadership APTA program?
All Responses
(n = 219)

Yes
47.1%
No
52.9%

Responses by Job Level
Front Line Management

Yes
16.7%

No
83.3%

46.4%

53.6%

79.2%

20.8%

(n = 60)

Middle Management
(n = 104)

Upper Management
(n = 55)

n = number of responses
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Nearly 40% of the people who replied “yes,” had either participated in, or encouraged staff to
apply for Leadership APTA. The awareness of the popular program was greatest with upper
management.
APTF Scholarship Program
The American Public Transportation Foundation (APTF) scholarship program provides
scholarships to students pursuing degrees related to the public transit industry. Nineteen
percent of survey respondents were aware of the APTF scholarship program. Of those survey
respondents who answered “yes,” about one-third had sponsored an individual for the
program. Similar to survey respondent’s awareness of the Leadership APTA program, upper
management had a far greater awareness of the APTF scholarship program than other levels of
management. Half of upper management surveyed were aware of the program.
Figure 14: Awareness of the APTF Scholarship Program

Are you aware of the APTF Scholarship program?
All Responses
(n = 219)

Yes
19.3%

Responses by Job Level
Front Line Management

Yes
0.0%

No
100.0%

13.0%

87.0%

49.1%

50.9%

(n = 60)

Middle Management
(n = 104)

Upper Management
No
80.7%

(n = 55)
n = number of responses

Front line and middle managers are not generally aware of the APTF scholarship program, half
of the upper management surveyed were aware of the program. The target market is being
penetrated the most but the overall awareness of the program is low across all levels.
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Workforce Development Initiatives
The survey asked respondents if they are personally aware of how APTA has addressed
workforce needs over the past several years. Only 21% of the respondents answered “yes.”
Given the emphasis on workforce
Figure 15: Awareness of APTA's Workforce Development Programs
development and the high profile
of the “Blue Ribbon Panel,” this
Are you personally aware of how APTA has addressed
response rate was surprising, but
industry workforce needs over the past several years?
consistent with the awareness of
Responses by Agency Size
Yes
No
APTA’s other workforce
Largest (n = 28)
26.1%
73.9%
development initiatives. As
Large (n = 100)
12.9%
87.1%
expected, upper management had
Medium (n = 45)
26.2%
73.8%
a greater awareness of APTA’s
Small (n = 46)
31.1%
68.9%
initiatives than middle and lower
management job levels. However,
Responses by Job Level
Yes
No
in absolute terms, the numbers
Front Line Management (n = 60)
15.1%
84.9%
were low for all groups. These
Middle Management (n = 104)
17.5%
82.5%
results are detailed in the chart on
Upper Management (n = 55)
34.0%
66.0%
the right.
n = number of responses
APTA’s Workforce Development Focus
Ninety-one percent of survey responses indicted that APTA should be focused on the workforce
development needs of the public transportation industry. As described in the chart below,
survey respondents from various size agencies and various levels of management
overwhelming agree that workforce development should be an APTA focus.
Figure 16: Respondents Acknowledgment of APTA's Workforce Development Focus

Should APTA be focused on workforce development needs?
All Responses
(n = 219)

No
8.2%

Yes
91.8%

Responses by Agency Size
Largest (n = 28)
Large (n = 100)
Medium (n = 46)
Small (n = 45)
Responses by Job Level
Front Line Management (n = 60)
Middle Management (n = 104)
Upper Management (n = 55)

Yes
95.5%
87.6%
90.5%
100.0%
Yes
81.3%
95.7%
94.4%

No
4.5%
12.4%
9.5%
0.0%
No
18.7%
4.3%
5.6%

n = number of responses
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Training Approaches, Recruitment, and
Retention Trends

Figure 17: Respondents Acknowledgement of APTA's
Training, Recruitment and Retention Focus

As indicated in the chart on the right, 32% of
the people who responded agreed that APTA
does have a focus on training, recruitment,
and retention trends, while 12% of the people
disagreed. The largest group of people who
responded, 50%, did not have an opinion
regarding APTA’s training, recruitment, and
retention initiatives. The overall conclusion is
that there is very strong support among transit
agency members for APTA to be active in
workforce development, but knowledge about
APTA specific initiatives is not widespread.

APTA has a focus on training approaches and
recruitment and retention trends

Disagree
12%

Strongly
Agree
5%

Agree
32%

No
Opinion
50%

n = 219

APTA Standards Programs
The APTA Standards Program is
Figure 18: Respondents Acknowledgement of APTA's Standards
Program
an industry initiative that APTA
members are more aware of than
APTA develops standards applicable to industry needs
other initiatives. Survey
questions pertaining to the
Strongly
Disagree
development of industry
Agree
4%
14%
standards were intentionally
No Opinion
vague. The development of
21%
industry standards for
maintenance and procurement
has been an active process for
several years, but the
development of industry training
standards is a relatively new
Agree
n = 219
initiative being addressed on a
60%
joint basis with labor.
The responses graphed in the chart on the right indicate a strong acceptance of the industry
standards programs currently active and provided insight to the potential acceptance of the
training standards currently being developed.
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Suggestions from Transit Agency Responses
Survey responses showed that the industry would like to see more sharing of information and
data, and the development and promotion of skills standards. These responses also indicate that
while APTA is a medium for facilitating industry communication and data sharing, the knowledge
of these initiatives is not reaching a broad number of people in member organizations.
The survey asked several open-ended questions to determine more specifically what members
thought APTA should be doing to address workforce skill needs. Responses from these open
ended questions are listed below in priority order:
1) Information Sharing – Improve communication and access to information ensuring that
best practices, industry standards and industry information are easily accessible. (12% of
219 responses)
2) Training – Promote the development of training programs and certifications for all
transit industry employees and new hires. (8% of 219 responses)
3) Marketing/Social Media – Market the industry to adults and youth through traditional
marketing and social media. (6% of 219 responses)
4) More access to APTA - Create more opportunities for middle and front line managers to
participate in APTA. (3% of 219 responses)
Creating classroom and online training programs for incumbent workers and new hires was a
consistent theme throughout the open-ended responses. Helping transit agencies to identify
funding sources for training was also consistent.
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SECTION III –OVERVIEW OF NON-TRANSIT AGENCY APTA MEMBER SURVEY RESULTS
Membership in APTA is not limited to public transit agencies, a large portion of APTA’s
membership include companies and organizations that provide products and services to the
transit industry. Thirty-nine people from non-transit agency APTA members responded to the
survey. The responses were divided into two groups:



Business members – manufacturers and professional services firms
Other non-transit agency APTA members – state departments of transportation,
education providers, non-profit organizations, state, and regional associations

Thirty-three people from twenty-nine business member organizations responded to the survey.
In addition, there were six responses from five other organizations. These response rates are
detailed in the table below.
Figure 19: Business Member and Other non-transit agency APTA members (by Organization Type)

Business
Members
Other

Consulting/Engineering/Planning
Manufacturing
Management Firms
State DOTs
Education Provider or NPO
State or Regional Associations

Number of
Organizations
17
9
3
2
2
1

Number of
Responses
20
9
4
3
2
1

These combined responses accounted for 15% of the 258 “high quality” responses. High quality
was defined as the respondent answering at least 70% of all survey questions and 97% of all the
required questions. Only the high quality responses were used for this analysis. See Appendix C
for a breakdown of all survey responses.
The majority of business member responses were from people that identified themselves as
executives or senior managers. The majority of other non-transit agency member responses
were from State Departments of Transportation, as described in the table below. See Appendix
C for a breakdown of all survey responses. Due to the limited number of responses, the analysis
of business member results is statistically less reliable.
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Business Member Response Rates and Demographics
As the chart below indicates, the age distribution for business member and others from the 18
– 29 year old group and the 30 - 44 year old group were very similar to the transit agency
response rates. However, as a percentage, the business member response rates for the 45 – 62
year old age group was significantly less than the transit agencies and other non-transit agency
APTA member response rates. The data also revealed significantly more responses in the 63+
year old age range compared to the transit agencies and other non-transit agency APTA
members.
Figure 20: Comparisons of Respondents Age
Number of Responses

Age Range of Respondents

Business
Members

Other

Transit
Agencies

18 – 29 Years Old (Generation Y)

1

0

5

30 – 44 Years Old (Generation X)

6

2

54

45 – 62 Years Old (Baby Boomers)

15

4

148

63+ (Silent Generation)

11

0

12

Total

33

6

219

When this information is considered in the context of workforce attrition in the industry, as
well as the respondent’s involvement in APTA, some questions were raised that may be
strategically important. Is the higher percentage of business member responses from the 63+
year old age group an indicator that transit agency executives are retiring at a younger age than
business member executives? Why? If so, are transit industry executives retiring from the
transit industry and moving to jobs in the private sector?
Business Member Training Priorities
Non-transit agency APTA members also were asked to indentify training priorities based on
their experience within the public transportation industry. Supervisory and leadership training
rated as the top priority with 67% of the responses. Training on new technology ranked second
and training for mechanics or other maintenance personnel ranked third. Most of these
responses were from manufacturers and other equipment vendors, which may explain why
training for mechanics or other maintenance personnel was identified as a high priority.
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These training priorities are detailed in the chart below.
Figure 21: Business and other APTA Member’s Training Priorities

Supervisory and Leadership (n= 39)
New Technologies (n= 39)
Mechanic or Maintenance (n= 39)

High
67%
50%
49%

Medium
20%
32%
20%

Low
5%
8%
3%

Don't Know
8%
10%
28%

Total
100%
100%
100%

n = number of responses

Business Member Awareness of Current APTA Initiatives
Eighty-five percent of the business members and 83% of the other non-transit agency APTA
members who responded indicated that APTA should be focused on the future workforce
development needs of the public transportation industry. However, only 30% of business
members and 17% of the other non-transit agency APTA members that responded said that
they were personally aware of how APTA has addressed industry workforce needs over the past
several years.
Leadership APTA and the APTF Scholarship Program
Survey results show that 85% of the business members who responded were aware of the
Leadership APTA program. Of the “yes” responses, several indicated that they were either
graduates of the program, have assisted in training participants in the program, or were
planning on enrolling in the program. Conversely, only 20% of the other non-transit agency
responses indicated they were aware of the Leadership APTA Program.
Figure 22: Awareness of Leadership APTA

Are you aware of the Leadership APTA program?
100%
80%
60%
40%

85%

20%

20%

0%
Business Members

Other Members
Yes

No

n = 39

Similarly, 58% of the business members who responded were also aware of the APTF
scholarship program, with several of the people who responded indicating that they have either
19
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sponsored somebody or donated to the program. Again, only 20% of the other non-transit
agency responses indicated they were aware of the APTF Scholarship program. These results
are detailed in the chart below.
Figure 23: Awareness of APTF Scholarship Program

Do you know of or take advantage of the APTF
Scholarship program?
100%
80%
60%
40%
20%

58%

20%

0%
Business Members

Other Members
Yes

No

n = 39

As reported previously, 47% of the responses from transit agencies indicated that they were
aware of the Leadership APTA program, while 19% indicated they were aware of the APTF
Scholarship program.
Suggestions from Business and Non-transit Agency APTA Members
Business and other non-transit agency APTA members were asked to identify areas where APTA
could improve how it addresses and supports workforce development for the industry. Ten of
the 39 business members who responded wrote in suggestions. Several clear themes emerged
and are represented in the general comments presented below:
1. “Maintain a continuously updated website of best practices on the APTA website and
identify the people who are leading these best practices.”
2. “Provide networking opportunities and regional best practice courses using members
from the regions to assist.”
3. “Create local chapters and conduct focus group sessions.”
4. “Provide seminars and conference opportunities” for private sector trainers and human
resource professionals to interact with transit agency peers.
5. “Facilitate a summit of training providers to discuss and coordinate training activities,
and assist training providers to get the word out about class offerings.”
20
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6. “Show people how to move around and up within APTA to grow their own personal skillsets and networks.”
7. “Identify and share training and development issues facing the private sector.”
8. “Define benchmarking methodologies.”
9. “Use surveys to identify how needs differ in transit organizations of vastly different sizes
as guidelines for action by individual properties.”
10. “Provide on-line training tools to members on common themes, such as with advertising
tools (like the PT2 program).”
11. “Raise industry visibility and excitement to attract new talent. Sell the industry to
youth.”
12. Develop and implement a workforce development “awards program.”
Due to the limited number of responses, the analysis of business member results is statistically
less reliable but according to this small sample of responses, APTA’s non-transit agency
members are overwhelmingly looking to the association to help facilitate interaction with other
APTA members to discuss training and workforce development issues. The responses indicated
a strong desire for workforce development to be a consistent theme in all association planning,
with human resource representatives at the table whenever decisions about priorities are being
considered and solidified. The survey also revealed a desire to learn about what other
industries are doing in workforce development and to identify benchmarks.
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SECTION IV – CONCLUSIONS AND RECOMMENDATIONS
The conclusions and recommendations presented below summarize the major findings from
the survey and present actionable recommendations to enhance the industry wide workforce
development discussion.
Conclusion #1: Worker retirements are a priority industry concern.
The survey results revealed concerns from transit agency and business members related to
worker attrition. The loss of experienced workers through retirements and other attrition is an
industry wide concern. The risk of losing knowledge is significant with the data indicating that
about one-third of the workforce is expecting to retire over the next several years affecting
large, medium, and small transit agencies alike.
Recommendations





Document and share successful existing knowledge and skill transfer programs for different
sized transit agencies.
Document and share successful knowledge and skill transfer programs from outside the
transit industry and assist transit agencies with implementing best practices.
Offer a framework that transit agencies can use for succession planning.
Provide a framework for career ladders to cultivate future leaders from within the
organization.

Conclusion #2: Skill gaps exist throughout all management and supervisory levels in the
industry.
The survey established that the respondents believe there are skill gaps among supervisors, and
that these skill gaps are important enough to rank addressing them as a very high priority.
There are numerous existing efforts to address supervisory training needs, but survey results
indicated that these programs are not accomplishing their goals. The quantitative data for all
question responses is further supported by answers to several of the open-ended questions,
where the need for supervisory, coaching, leadership, and related training was noted in over
30% of the responses.
Recommendations


Conduct additional analysis to document the needs of supervisors with different job
functions. Define more specific skills and skill gaps while correlating the skill gaps against
22
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the existing training offered at individual transit agencies to more accurately define the
need.
Conduct analysis of maintenance supervisory training needs.
Benchmark best practices from organizations with existing supervisory training and a strong
internal perception of the skills of supervisors.
Develop new training programs or revise existing programs to align more closely with best
practices.
Develop a human resource and training peer review process that would benchmark current
practices against best practices.

Conclusion #3: Certifications are an important tool in the transit industry.
Certifications are popular with human resources, training, operations and administration
professionals in the transit industry. These professionals have several certifications, and were
interested in more. However, the use of many similar certifications seemed to indicate there
was some confusion or misunderstanding as to which certifications were most appropriate, or
applicable to the transit industry.
Survey respondents between 18 and 44 years old had a significantly greater interest than other
respondents in earning certification. The data reflects that professionals in larger agencies
receive more recognition than professionals in smaller agencies for earning certifications.
Recommendations



Identify certifications most appropriate to transit industry professionals.
Conduct further analysis to determine:
o Which certifications are the most used
o Which certifications relate to the skills necessary to perform a job
o Which agencies provide some form of recognition for earning a certification
o Under what circumstances would developing transit specific certifications be of
value to the industry

Conclusion #4: Transit agency and business members want APTA to be focused on workforce
development.
The survey responses overwhelmingly supported the industry’s desire for APTA to be focused
on workforce development solutions. The data also consistently indicated that the perception
of middle and front line management was that APTA is focused towards upper level
management participation. These managers saw senior managers participating in APTA events
that they themselves seldom, if ever, were a part of.
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Many of the recommendations made by members regarding what APTA should be doing were
already things that APTA is doing, but the knowledge of these initiatives is not reaching
throughout all levels of public transit organizations. Targeting communication within transit and
business member organizations is not an easy task; much of that communication would start
with the leaders of these organizations and filter down.
Recommendations






Organize regional activities specifically targeted for front line and middle managers, and
trainers to provide networking and information sharing opportunities indicated in the
survey responses.
Use social networking sites such as Facebook and Twitter to communicate APTA activities
and initiatives to the younger members of management (the primary use of social media
sites in the transit industry so far has been on recruitment).
Encourage upper management to more consistently communicate APTA initiatives and
activities throughout their transit agencies.

Conclusion #5: Future studies, surveys and data analysis are needed to help determine
workforce development solutions for the industry.
This survey was intended to be preliminary and broad based, asking the respondents a
significant number of questions. The high number of responses was surprising; respondents
took their time and provided many insights. The response rate to this survey, especially for
individuals who themselves are not directly involved in APTA, indicated a significant amount of
interest in skill development and training needs. The high number of responses produced a
large amount of data that can be used to define critical areas of need and determine future
areas of study and research.
Recommendations



Use the data collected from the survey to define and narrow topics for future research.
Include member focus groups in data analysis and the development of recommendations.
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SECTION V – CLOSING
The response to the preliminary skill development and training needs survey exceeded
expectations. There were 258 responses from people representing 219 transit agencies and 39
APTA business members, government agencies, institutes or non-profit organizations in 27
states and two Canadian provinces. Sixty-eight percent of the people responding to the survey
identified themselves as Baby Boomers; 27% identified themselves as Generation X or
Generation Y. Survey responses cut across job functions and management levels with 47% of
the respondents identifying themselves as holding middle management positions.
The analysis presented in this report concluded that: 1) worker retirements are a priority
industry concern; 2) skill gaps exist throughout all management and supervisory levels in the
industry; 3) certifications are an important tool in the transit industry; 4) transit agency and
business members want APTA to be focused on workforce development; and 5) future studies,
surveys and data analysis are needed to help determine workforce development solutions for
the industry. The top training priority identified from survey responses is for supervisory and
leadership training.
The findings of this preliminary skill development and training needs survey, coupled with the
findings and recommendations of the APTA Blue Ribbon Panel on Workforce Development,
along with the outcomes the TCRP research project on Building a Sustainable Workforce in the
Public Transportation Industry, will provide APTA and its members well grounded data and
recommendations to move ahead in addressing the pending workforce development challenges
and opportunities for the transit industry.
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Appendix A - Existing Certifications
The certifications listed below represent those earned by transit professionals who responded
to the survey.
Human Resources and Training
Name of Certification
PHR (Professional in Human Resources)

Issuing Organization
SHRM (Society of Human Resource
Management) and HRCI (Human
Resources Certification Institute

SPHR (Senior Professional in Human
Resources)

SHRM / HRCI

GPHR (Global Professional in Human
Resources)

SHRM / HRCI

CPLP (Certified Professional in Learning and
Performance)

ASTD (American Society for Training and
Development)

CCP (Certified Compensation Professional)

World at Work Society of Certified
Professionals

CEBS (Certified Employee Benefits Specialist)

International Foundation of Employee
Benefits Plans

“Human Performance Improvement
Certificate” or “Certified Performance
Learning”

Unable to determine, Respondent was
from Orange County

Project Management



Name of Certification
Project Management Professional (PMP)

Issuing Organization
Project Management Institute

Program Management Professional (PgMP)

Project Management Institute

Indicates most widely earned certifications.
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PMI Scheduling Professional, (PMI-SP)

Project Management Institute

PMI Risk Management Professional, (PMI-RMP) Project Management Institute
Certified Project Management Associate
(CPMA)

International Project Management
Association

Certified Project Manger (CPM)

International Project Management
Association

Certified Senior Projects Manager (CSPM)

International Project Management
Association

Certified Project Director (CPD)

International Project Management
Association

Operations and Administration
Name of Certification
CPM (Certified Public Manager)

Issuing Organization
National Certified Public Manager
Consortium

Certified Public Purchasing Officer (CPPO)

Universal Public Purchasing Certification
Council

Certified Professional Public Buyer (CPPB)

Universal Public Purchasing Certification
Council

Certified Municipal Clerk

International Institute of Municipal Clerks

Master Municipal Clerk

International Institute of Municipal Clerks

Professional Engineer (PE)

National Council of Examiners for
Engineering and Surveying

CSTE (Certified Software Test Engineer)

Quality Assurance Institute

CSQA (Certified Software Quality Analyst)

Quality Assurance Institute

Certified Professional in Supply Management
(CPSM) replaces discontinued Certified
Purchasing Manager (CPM)

Institute for Supply Management
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Certified Planner

American Institute of Certified Planners

Accounts Payable Certification Program

Unable to determine, respondent was
from Metro Transit, St. Louis, MO

Certified Protection Professional

ASIS International

Transit Specific Certifications
Name of Certification
Certified Transit Executive Manager (CTEM)

Issuing Organization
APTREX

Certified Transit Division Manager (CTDVM)

APTREX

Certified Transit Department Manager (CTDM)

APTREX

Certified Transit Section Manager (CTSCM)

APTREX

Certified Transit Control Center Manager
(CTCCMsm)

APTREX

Certified Transit First Line Manager (CTFM)

APTREX

“Transit / ParaTransit Management
Certification”

Accesses Services (Los Angeles)

“Bus and Para Transit Operations”

Accesses Services (Los Angeles)

“Transit and Community Transportation
Management Certificate”; “Pupil
Transportation Management program”

Central Washington University

Graduate Transportation Certification

George Mason University

Metro Leadership Training Program

Metro Transit, St. Louis, MO

CUTA Transit Facility and Fleet Maintenance
Program

Canadian Urban Transit Association

“Bus and Paratransit Operations”

Accesses Services (Los Angeles)
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Maintenance
Name of Certification
Lineman and Signalman Certification

Issuing Organization
Sacramento RTD

CNG Mechanic / Trainer

Sacramento RTD
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Appendix B – Methodology for Agency Size Categories
The survey data was compiled and the relationship between agency size and identified skill
development and training needs was analyzed to determine the relative correlation. The
consultant’s research how APTA classifies agencies by size revealed multiple categories, each
designed for specific purposes.
Ranking the responding agencies by annual passenger trips provided the best criteria for the
purposes of survey analysis because it accounts for differences in fleet makeup, and eliminates
fares as a factor in the results. In general, agencies with similar numbers of unlinked passenger
trips have similar organizational structures and challenges.
Specifically for the purpose of this report, annual passenger trips were used to arrange the data
into four categories:
Transit Agency Responses
Largest
Large
Medium
Small

over 150 M annual passenger trips
30 M to 150 M annual passenger trips
7.5 M to 30 M annual passenger trips
up to 7.5 M annual passenger trips

Number of Number of
Agencies Responses
7
28
15
100
17
45
33
46

Using data from the 2009 Public Transportation Fact Book published by APTA, the responding
agencies were ranked from the most to the fewest unlinked passenger trips. A few clear break
points emerged. The agency with the 7th most trips among the respondents had 250% more
trips than the agency with the 8th most trips among the respondents. We believe it made sense
to create a “largest” category for those top seven agencies. According to the 2009 Public
Transportation Fact Book, 11 transit agencies in North American exceeded 150 million
passenger trips; seven of those 11 responded to the survey
At the other end of the scale, there was a significant drop between the 39th ranked agency on
the survey respondent list at 9.4 million trips, and the 40th agency at 6.4 million trips. The break
between “medium” and “small” transit agencies was placed there. There was no clear drop off
between the remaining agencies, so the line between medium and large was set at 30 million
passenger trips, which matches the breakpoint used by APTA for their annual awards
categories.
The category of “largest” is unique to the analysis used in this report, and is not intended to
create an additional category to be applied in the industry. This categorization does create
groups of transit agencies with similar demographics.
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Appendix C – Combined Response Rates
The chart below describes the responses from transit agencies and business members and
other non-transit agency APTA members combined. There were a total of 258 responses from
106 organizations:




219 responses from 72 transit agencies
33 responses from 29 business member organization
6 responses from 5 other organizations

Transit Agency, Business Member and
Non-profit Organizations

Organizations

258 Responses from
106 organizations

Combined Response Rates
Count
Largest Transit Agencies
7
Large Transit Agencies
15
Transit
Agencies
Medium Transit Agencies
17
Small Transit Agencies
33
Consulting/Engineering/Planning
17
Business
Manufacturing
9
Members
Management Firms
3
State Departments of
2
Transportation
Other
Education Provider or NPO
2
State or Regional Associations
1

Responses

Percent
7%
14%
16%
31%
16%
8%
3%
2%

Count
28
100
45
46
20
9
4
3

Percent
11%
39%
17%
18%
8%
3%
2%
1%

2%
1%

2
1

1%
0.4%
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