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EXECUTIVE SUMMARY



FROM THE TASK FORCE CHAIRS
When we think of workforce readiness, we are reminded of a quote from former President 
Barack Obama:

“Our nation derives strength from the diversity of its population 
and from its commitment to equal opportunity for all. We are at our 
best when we draw on the talents of all parts of our society, and our 
greatest accomplishments are achieved when diverse perspectives 

are brought to bear to overcome our greatest challenges.” 
— BARACK OBAMA, EXECUTIVE ORDER 13583: ESTABLISHING A COORDINATED GOVERNMENT-WIDE 

INITIATIVE TO PROMOTE DIVERSITY AND INCLUSION IN THE FEDERAL WORKFORCE

Now more than ever, these words ring true, because investment in a diverse, inclusive, trained 
and educated workforce is critical for the future of the transportation industry and for our 
nation’s economy and global competitiveness. We were honored to be appointed by former 
APTA Chair Nuria I. Fernandez to lead one of her key initiatives on workforce readiness: 
developing a pipeline for high school students into the public transit industry. We led a 
committed and diverse task force representing transit agencies, business members, academia, 
industry and non-industry partners who contributed to this initiative. 

This guide is designed as an online executive resource, structured to assist organizations with 
attracting high school students from underserved communities into entry-level transit career 
opportunities and building a diverse talent pipeline to sustain our industry. The guide also 
includes a step-by-step outline that provides industry leaders and staff with an overview of the 
key strategies and actions to develop and promote these programs.

The public transit industry has a key role to play as an essential service during the challenges 
of the pandemic, as a catalyst for economic recovery, and as a change agent to place social and 
racial equity and inclusion in the forefront. This guide reinforces the importance of workforce 
readiness programs as a necessary component of our nation’s recovery. As industry leaders, 
we share a collective responsibility to create and promote opportunities to build a diverse and 
sustainable future workforce.

Adelee Le Grand 
Chair

Tamika White 
Co-Chair

March 2021

https://www.hsdl.org/?abstract&did=685069
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F ormer APTA Chair Nuria Fernandez identified workforce readiness as one of her key initiatives, and 
APTA has developed the Transit Workforce Readiness Guide as a resource for the transit industry. The 
guide was developed under the direction of APTA’s Workforce Readiness Task Force and is based on 

interviews with 35 organizations, including transit agencies, academic institutions, private sector organizations, 
and other partners. 

The primary goal of the guide is to help transit industry executives and the industry as a whole to better market 
transit as a career, with an emphasis on programs and outreach to attract disadvantaged high school and young 
college students regarding viable job opportunities in the transit industry. The guide showcases existing transit 
industry programs and shows how students can have meaningful job opportunities in the transit industry.

The guide is organized into three parts:

• Part One: Creating a Workforce Readiness Program contains an introduction to workforce readiness 
issues in the transit industry. It describes why APTA developed this guide, including why it’s important 
to focus on workforce readiness opportunities for high school and young college students, particularly 
disadvantaged students. It also describes five steps to implementing a workforce readiness initiative.

• Part Two: Case Studies contains findings from 35 interviews with executives from transit agencies and 
other organizations. These interviews identify existing programs and best practices related to workforce 
readiness.

• Part Three: Sample Materials includes materials provided by interviewees to support workforce 
readiness initiatives. These include examples related to internship and apprenticeship programs, 
recruiting, training and entry-level jobs.

This executive summary contains key information related to each part of the guide.

APTA
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Part One: Creating a Workforce Readiness Program
INTRODUCTION

Even in the most challenging times, visionary transit leaders understand the importance and benefits of 
investing in a sustainable workforce—to secure the industry’s future, as well as to empower others to have a 
brighter future. Now more than ever, the transit industry must reach out to high school students and young 
people by introducing them to transit and its many career opportunities. Building a new generation of a public 
transportation workforce requires new models, new partnerships, new toolkits and new approaches. 

Transit agencies are transitioning to applications of new technologies, new energy sources, new models of 
service and collaborations through nontraditional partnership models. This calls for a nimble workforce 
that brings a range of knowledge, skills and accumulated experiences from customer service to technology 
applications. 

This report focuses on one promising strategy for beginning to resolve this workforce crisis: focusing transit 
awareness messages and training on high school and young college students. The reason for this is fourfold: 

These students currently have limited awareness of transit as a career field. Although many jobs in the 
transit sector should be appealing to teenagers and young adults—as they are green jobs on the cutting edge of 
technology—transit jobs simply aren’t on their radar. 

At this age, students often have clearly defined interests 
but have not yet solidified their future plans. Students with 
an existing interest in mechanical or electronics programs are 
often delighted to find that transit is on the cutting edge of these 
fields and has state-of-the-art facilities. And they are universally 
surprised by the wide variety of jobs available. 

The ability to hire and train young employees is a win for 
transit agencies. Due to budget pressures, many transit agencies 
prefer to hire workers at the entry level when possible, rather 
than hiring midcareer professionals with higher salary demands. 
To do that, these agencies train and promote from within to 
fill management and midlevel positions whenever possible, 
eventually creating an externally advertised job opening at the 
entry level. 

Understanding the potential of a transit career helps keep students on track. High school students who are 
not bound for a traditional four-year-college—whether because of grades, economic circumstances, involvement 
with the justice system or other disadvantages—often resign themselves to a future without many opportunities 
and may drop out of high school. Getting the word out that many good-paying transit careers do not require a 
bachelor’s degree, and also may offer on-the-job training or tuition reimbursement, can give them the motivation 
to stay engaged in their education. 

Transit agencies have always existed to serve their communities, in the form of improved mobility, 
environmental benefits, reduced congestion and increased safety, among other things. But an often-overlooked 
advantage of having transit in a community is the upward mobility that transit careers can provide to the local 

Students with an existing 
interest in mechanical or 
electronics programs are 

often delighted to find that 
transit is on the cutting 

edge of these fields and has 
state-of-the-art facilities. 
And they are universally 

surprised by the wide 
variety of jobs available. 
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population. To ensure that these benefits reach all members of society, and to ensure that the transit workforce 
reflects the demographics of its surrounding community, many agencies have enlisted the help of a range of 
partners that provide services to underrepresented communities, people with disabilities, veterans, women, the 
underemployed, single parents and many other disadvantaged populations. 

IMPLEMENTATION STEPS 

This research identified five steps to create a successful workforce retention program to attract and retain 
younger workers.

Step 1: Identify needs and opportunities.
For many agencies, the first stage of developing a workforce readiness program is to fully understand the 
problems they are trying to solve. For example, agencies may want to estimate how many retirements they 
might be facing in the next five or 10 years and in what roles, look at retention by job category, determine the 
current demographic breakdown of employees to uncover representation gaps, and inventory entry-level job 
descriptions to understand structural barriers that impact recruitment. 

Once the agency understands its needs, it can consider various avenues for exposing young people to transit 
and transit careers through programs that will be a win-win-win—for the agency, student and community. Many 
agency leaders interviewed for this report suggested starting small when possible to help get initial buy-in from 
executive leadership, unions, community leaders, parents and students. Once a program has achieved some 
positive results, those can be publicized and celebrated and the program scaled up as appropriate. 

Some opportunities to consider: 

• Ridership awareness programs are a natural place to target high school students and transit-dependent 
communities. 

• Transit agencies would benefit from doing a better job of articulating their value to the community. 
• Transit tours can be an eye-opener. 
• Internships, pre-apprenticeships and apprenticeships serve multiple purposes. 

1. Identify needs and opportunities.

2. Form outreach partnerships.

3. Develop and implement programs.

4. Close the loop with entry-level jobs.

5. Evaluate hiring, onboarding and retention.
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Step 2: Form outreach partnerships. 
Once the agency fully understands its own needs and opportunities, it should consider the needs and 
opportunities present in the community; the best way to do that, agency leaders say, is through partnerships. 

The place to start is to talk to the partners the agency already has, to see how they can be expanded to include 
workforce development. It’s also valuable to understand—through ridership surveys or other means—the 
populations the agency currently serves, and to partner with community-based organizations that serve those 
same populations. 

Step 3: Develop and implement programs. 
Once an agency and its partners have identified a workforce readiness program that they’re interested in 
starting, they need to develop and implement the program carefully to give it the best chance of success. 
Consider the following recommendations from stakeholders interviewed for this report: 

• Identify as many stakeholders as possible, and turn them into advocates. 
• Involve existing employees, and train them to be mentors. 
• Remember the goals of the program. 
• Start by educating parents and teachers. 
• Focus on awareness. 
• Provide transferable skills. 

Step 4: Close the loop with entry-level jobs. 
If a workforce readiness program is successful, it will begin to create a pool of potential workers who not only 
have some awareness and experience with the agency or industry, but who are also known quantities for hiring 
managers. But sometimes that’s where those students find a dead end: There just isn’t an entry-level job to offer. 

A strategy many transit agencies are exploring is to create even lower-level jobs with clear pathways into entry-
level positions that currently have structural barriers, such as the requirement for a CDL. 

Step 5: Evaluate hiring, onboarding and retention. 
To meet the needs and expectations of younger workers, the hiring and onboarding processes need to be 
drastically streamlined. Today’s candidates expect a seamless experience when applying for a job, and they 
expect to be able to apply online, or even via a mobile device. They also expect the process to move rapidly and 
transparently. 

Courtesy of WMATA
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Many transit agencies have experimented with ways to make hiring simpler, including bringing tablet computers 
to job fairs so students can fill out their applications on the spot. Several agencies also conduct job interviews at 
this type of event, both to give students the experience and to save time in the hiring process. 

Best practices for onboarding young employees, developing a culture that embraces them and creating better 
retention for the whole organization include the following:

• Onboarding should connect employees with the agency’s culture. 
• Ask all new employees about their needs in a non-stigmatizing way. 
• Assign young employees a mentor or a buddy. 
• Create a culture of inclusiveness. 
• Implement bonuses and referral programs. 
• Understand the expectations of young employees. 
• Engage with employees throughout their career. 
• Emphasize internal promotion. 
• Update performance evaluations to focus on goals. 
• Make training a budget priority. 
• Create a culture of learning. 

Part Two: Case Studies
Part Two contains 35 case studies, describing the work of academic institutions, partners, private-sector 
organizations and transit agencies to develop, implement and promote workforce readiness initiatives. Each case 
study contains a brief description, followed by detailed information on programs and examples. Each case also 
contains links to additional resources, including external links to information on websites and internal links to 
resources that appear in Part Three of the guide. Selected highlights include the following:

• Chicago Transit Authority has a successful eight-week summer intern program for young high school 
students. The program aims to teach both business and professionalism, and ends with students 
presenting their capstone projects.

CALL TO ACTION  

Developing a workforce readiness program can be a huge undertaking, but it also can begin 
incrementally, with the agency building on each of its successes. The techniques employed by the 
organizations interviewed for this report—assessing needs and opportunities, reaching out to partners, 
developing awareness programs, focusing on hiring at the entry level, developing employees through 
training and educational opportunities, and improving hiring practices and retention—have produced 
tangible benefits for the agencies, their employees, and the surrounding communities alike. 

Visionary transit leaders have a clear call to action: to reach out to young people to introduce them to 
the many careers available in the transit industry. Generation Z has many assets to bring to the future 
transit workforce, with skills such as adaptability, willingness to learn and technical savvy that can help 
to advance the industry. And they are likely to find great rewards in transit careers, too.
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• Los Angeles County Metropolitan Transit Authority has implemented a Career Pathways Program to 
promote employee development through every level of the organization. LA Metro uses a strategy of 
“underfilling” positions by promoting and hiring from within, to create jobs at lower levels within the 
organization. It is also building a transportation-themed high school in the city.

• METRO Regional Transit Authority has employed a strategy of hiring employees for “soft skills” such as 
customer service and does its own training in-house to enable candidates to obtain a CDL.

• Monterey-Salinas Transit has implemented a system of bonuses for employees making successful 
referrals for new hires, as well as for new drivers who reach milestones of 1,000 and 2,000 hours on the 
road to improve retention. 

• MTA New York City Transit offers a paid transit electrical apprentice and transit mechanical apprentice 
program, and also works with a high school dedicated entirely to transit career training. 

• Pierce Transit markets its culture of promoting from within, including a CEO who started as a bus 
driver. It partners with local high schools and colleges to make bus passes available to students to 
increase their exposure to transit.

• San Francisco Bay Area Rapid Transit works with community partner Cyprus Mandela to identify 
and train job candidates for hard-to-fill skilled trade positions such as track workers. The program has 
helped to diversify its workforce.

• Toronto Transit Commission hosted a Trades Expo for interested applicants, including on-the-spot 
interviews with hiring managers.

• Jacobs responded quickly to the COVID-19 pandemic by creating a virtual experience to replace its 
in-person recruiting efforts. Its interactive Virtual Recruitment Booth lets candidates explore information 
about the company at their own pace in a video game–like atmosphere.

• Stadler US has worked to bring the successful dual-education model employed in Switzerland to Salt 
Lake City. Its Talent Ready Apprenticeship Connection allows students coming out of high school to 
obtain a debt-free college education while apprenticing at Stadler.

• Los Angeles Trade–Technical College helped create a Transportation Youth Academy to introduce 
middle and high school students to transportation, and specifically to transit. The summer program is 
conducted in flexible modules.

• Southeast Transportation Workforce Center launched a collaborative effort to create a Transportation-
STEM Academy for high school students in Memphis. The academy showcases the intersection between 
transportation and STEM careers, and prepares students to immediately enter the transportation 
workforce.

Courtesy of SETWC
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Part Three: Sample Materials
Part Three of the guide contains over 250 pages of sample materials related to the Part Two case studies. 
The materials are organized into seven categories: Apprenticeships, Awareness, Education, Entry-level jobs, 
Internships, Recruiting and Training.

Each example is linked back to the case study where it originated, so readers can easily navigate from the case 
studies to the sample materials. Sample materials include:

• A description of a summer intern program, provided by DART
• A work-based learning plan, provided by the Massachusetts Bay Transportation Authority/

Massachusetts DOT
• An employment ad, provided by New Jersey Transit
• A flyer for a transportation expo, provided by Orange County Transportation Authority
• A description of an educational benefit program, provided by Sound Transit
• A feedback form for summer student workers, provided by TransLink
• A flyer for the SPARK program to introduce students to STEM careers, provided by HNTB
• A module on transportation education student engagement, provided by Easterseals
• A slide presentation on a high school internship program, provided by iyai+

All materials are provided as examples for the transit industry, to cultivate and develop workforce readiness 
initiatives.

 

Fill out the form above and return to the teacher

PROGRAM APPLICATION
DEADLINE FOR APPLICATIONS: JANUARY 24, 2020LOS ANGELES

Name:______________________________________________________ Grade:___________________

Address:_________________________________________________________

City:_________________________________________ Zip Code: _______________________________

Student Email: _______________________________________________________________________

What would you like to learn about the City? : _____________________________________________

Why do you want to join SPARK?: ________________________________________________________

Student agreement:
I agree to regularly attend SPARK meetings at GALA and contribute to the project team activities.

Student Signature:_______________________________________________ Date:________________

I agree to support this student’s regular attendance at SPARK meetings and field trips and consent to the use of  
photographs/videotape taken during the course of the program for publicity, promotional, and/or educational purposes.

Parent/Guardian Signature:________________________________________ Date:________________

For additional information, contact Adrianne Warlick (adrianne.warlick@lausd.net) or Laura Mohr  
(ljmohr@hntb.com). This program is sponsored by GALA, HNTB and City of Los Angeles, Board of Public Works.

SPARK 
Program 

is FREE to 
Participants!

WEDNESDAYS 3:35 PM – 5:00 PM 
JANUARY 29 - MARCH 18

S C H E D U L E
Week 1 

1.29.2020
Introduction/Tunnel 

Ice Breaker

Week 2 
2.5.2020

Rail Planning  
and Design 

Week 3
2.12.2020

Bridge  
Design

Week 4 
2.19.2020

Water  
Engineering

Week 5 
2.26.2020

Cost and Schedule 
Engineering

Week 6 
3.4.2020

Mobility and
Technology

Week 7 
3.11.2020
Aviation and  

Flight Simulator

Week 8 
3.18.2020
Airport and  

Terminal Design

C I T Y  H A L L  F I E L D  T R I P  -  M A R C H  2 5 ,  2 0 2 0

LOS ANGELES

Apply between August 23 – Sept. 30, 2019 
to take Exam No. 0100

Become a MaBSTOA Bus Operator

19_141_11x17

Join MaBSTOA as a Bus Operator and become part of the 
MTA Bus fleet modernization plan. 

The starting salary is $23.84 per hour for a 40-hour week, plus night 
and weekend salary differentials. Rates are subject to change.

We offer an extensive benefits package, including:

•  Paid vacation  •  Holiday and leave programs  •  Comprehensive medical coverage  •  Pension plan

Requirements:

1.  A “Class B” Commercial Driver License (CDL) valid in New York, with passenger endorsement 
and no disqualifying restrictions that would prevent you from performing job duties; OR

2.   A motor vehicle driver license valid in New York for a minimum of three years by the time of 
appointment and a CDL Learner Permit with passenger endorsement and no restrictions as 
referenced above.

During the application period, you may apply online or view the Notice of Examination (NOE) at 
new.mta.info/career. Additional information may be obtained at the following location:

MTA New York City Transit Examinations Information Center 
180 Livingston Street (Lobby), Brooklyn, NY 11201 

Monday through Friday, 9 AM to 3 PM (except holidays) 
Applications will not be accepted at the Exam Information Center.

We encourage a diverse pool of qualified applicants, including military service members,  
to apply for employment.  MTA NYC Transit is an equal opportunity employer. M

Post immediately in station platform map frames.   Remove posting:  ???? ??, 2019.
Post immediately on bus window behind operator.  Remove posting:  ???? ??, 2019.

FEAR 
NO

PHONE
PLA/CCP Projects

	  	  	  

TTC Apprenticeship Opportunity 
in partnership with the TDSB 	  

“FRONT	  OF	  THE	  LINE”	  
Two Toronto District School Board 
graduates will have the opportunity to 
get on board with the TTC as Truck & 
Coach Technician apprentices.  
To qualify you must:  

- Complete the requirements for an Ontario 
Secondary School Diploma by June 30, 
2016  

- Have a minimum of two 
automotive/transportation credits.  

- Be at least 18 years old by December 31, 
2016  

- Have a valid class G or G2 driver's license 
(not a G1) with no demerit points - you 
must pass the test for a G driver's license 
within the first six months of employment  

- Have a minimum 70% overall average  
- Complete an aptitude test with the TTC 

An offer of employment will be made to 
the two successful candidates. 
Employment will be conditional upon:  

- Satisfactory results of a driver's abstract 
check 

- Meeting the Ministry of Transportation's 
requirements to qualify for a Class C 
license (includes medical examination). 
The TTC will arrange for and pay the cost 
of this medical examination.  

- Satisfactory results of a police reference 
check, and drug screening test  

The two successful candidates will start 
with the TTC as Truck & Coach 
Technician apprentices in the summer of 
2016. 

HOW	  TO	  APPLY	  

Submit a cover letter, TTC “Front of The 
Line” application form, resume, and at least 
three reference letters (two from teachers 
and one from an employer).  Students must 
also submit a copy of their Credit 
Counseling Summary to confirm 
completion of Transportation Technology 
credits, and minimum 70% overall average. 
TDSB staff will pre-screen all applicants to 
short list candidates for referral to the TTC.  
 
Applications must be received by January 
29, 2016.  
 
Please send to: 

TTC “Front of the Line” 
c/o Jane Germenis 

140 Borough Dr. 2nd Floor 
Route South East 

Or email (PDF document only) to 
james.corbett@tdsb.on.ca 

maria.carvalho@tdsb.on.ca 
 

For more information please call or email: 
James Corbett (416-394-2080) or  
Maria Carvalho (416-396-8595) at the  
Toronto District School Board. 
 

CAREERS IN
TRANSPORTATION
E X P O

2020

Tuesday, March 10th, 2020
9:00 a.m. - 12:00 p.m.

JARED HILL
Community Relations Specialist Associate

T O DAY ’ S S P E A K E R S
PUBLIC OUTREACH

Jared graduated from CSUF in May 2018 majoring in Public Administration 
with a minor in Political Science. During his senior year, Jared began interning for 
OCTA as part of the Government Relations team. Now serving as a Community 
Relations Specialist in External Affairs, Jared staffs OCTA’s public committees 
and assists in planning studies for future regional transportation projects. 

JEANNIE LEE
Project Manager Senior

CAPITAL PROGRAMS

Jeannie Lee is a Senior Project Manager in the Capital Highway Program group 
at OCTA, where she manages multiple projects with project costs totaling over 
$1.3 billion. She is currently serving as Women in Transportation (WTS) Orange 
County Chapter Immediate Past President. For more than a decade, Jeannie has 
been deeply committed to WTS’ Orange County Chapter as a member, 
committee member, and various elected board positions and has been 
recognized with the Member of the Year award in 2013 and by WTS 
International in 2014.

DENISE ARRIAGA
Transportation Funding Analyst

PLANNING

Denise Arriaga is a Transportation Funding Analyst and has over four years of 
experience in planning and programming at OCTA. She has led the development 
and management of the 2019 Bicycle Corridor Improvement Program which 
most recently provided over $25 million dollars for bicycle and pedestrian 
improvements throughout Orange County. This year she completed the Public 
Employee Leadership Development Program through CSUF and holds her 
Bachelor of Science degree in Urban and Regional Planning from California 
Polytechnic University, Pomona.  

BRIAN KOENIG
Base Manager

GARDEN GROVE MAINTENANCE

Brian joined OCTA in 2007 as a Maintenance Supervisor after at twenty-two year 
career with the United States Marine Corps as an Amphibious Assault Vehicle 
Diesel Mechanic.  In March 2016, Brian was promoted to the Assistant Base 
Manager of Garden Grove base and in the Summer of 2018, he was promoted to 
the Base Manager of Maintenance for Garden Grove base.

Why Micro-learning?
• Learning in bite sized pieces makes the transfer of learning 

17% more efficient. 1

• 8 out of 10 Learning & Development professionals favor 
microlearning because their learners prefer it. 2

• More than 50% of end users surveyed preferred microlearning 
3

A platform designed with 
retention and access front 
of mind

Why Mobile?
• In 2019, only ~140M people in the US had broadband access 

while 237M have smartphone access. 5

• Additionally, 20% of rural population lack access to broadband 
regardless of it being available where they live. 6

1 Journal of Applied Technology
2 Boyette, 2012

3 Software Advice, LMS Features that Drive 
Employee Engagement

5 Microsoft, 2019
6 Microsoft and $-H 2019


