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BLS

RAPIDS
NTD

Which data sources tell us about the 
transit workforce?



• Strengths:
• Nationally representative / 

comprehensive

• Demographics; projections; 
openings / separations; training 
requirements; educational 
attainment

• Varied surveys and data sources 
(e.g., CPS, OEWS, etc.)

• Limitations:
• Cannot extract all data for 

occupations within industries

Bureau of Labor Statistics (BLS)



• Strengths:
• Transit-specific

• Modal information; agency-specific 
data; full-time / part-time employee 
data

• Limitations:
• Employment data for full-reporters / 

directly operated only

• Aggregated employment categories

National Transit Database (NTD)



• Strengths
• Specific to apprentices

• Several transit-related categories

• Longitudinal

• Demographics and other 
individual traits

• Average wage by each 
characteristic

• Limitations
• Occupational categories 

inconsistently reported

• Employer name no longer public

RAPIDS (Registered 
Apprenticeship Partners 
Information Database 
System)



• Strengths:
• Many variables available

• Easily accessible microdata

• Limitations: 
• Some of the same as BLS—

transit employees 
specifically cannot be 
extracted

• Sample sizes for specific 
occupations by region are 
very small

American Community Survey (ACS)



Data Dashboard Demo

transitworkforce.org/dashboard
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TWC’s Transit Workforce Data Dashboard features Employment 
Projections data on its own dedicated tab:

Bureau of Labor Statistics Employment Projections
in context



Current employment + change = 

future employment

Transfers + exits = separations

Change + separations = openings

Openings

Transfers

Exits

Separations

Change

Future employment

What does the Bureau of Labor Statistics project?



Change

Separations

Transfers

Exits

Current employment + change = 

future employment

Transfers + exits = separations

Change + separations = openings

for example:



• Trends in the economy (demand)

• Technology

• Allocation of occupations by 
industry

What drives estimates of change?



Example of change – tech-driven changes



Occupation: Electrical and 

electronics installers and repairers, 

transportation equipment

In industry: Local government, excluding 

education and hospitals

Demand change - share increases as 

local governments need installers and 

repairers to support the Internet of 

Things (IoT), 5G networks, and Artificial 

Intelligence (AI) capabilities on public 

bus and rail services.

Occupation: Bus and truck mechanics 

and diesel engine specialists

In industry: Urban transit systems

Demand change - share decreases as 

adoption of electric vehicles (EVs) 

increases and the total number of diesel 

engines decreases, which require less 

maintenance than internal combustion 

engine (ICE) vehicles.

Example of change – tech-driven changes
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Size of occupations



• Historical data about workers’ behavior based on their occupation, 
education, and demographic characteristics. 

• Not set in stone!

What drives estimates of separations?



Source: BLS, 2019, “What’s Behind Occupational Separations?”

Example for separations – age-related

https://www.bls.gov/opub/mlr/2019/article/occupational-separations.htm


Example for separations – transfers and exits



Ages by occupation
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• BLS projections are not set in stone!

• National datasets can reveal trends that may reflect agency-level data.

• But… agency-level data is valuable.

Some things to remember…
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Research Objectives (as requested by APTA)

1. Provide baseline data on the status of the racial/ethnic and 
gender diversity of the transit agency workforce in the U.S., 
through analysis of EEO data submitted to the FTA

2. Identify potential barriers to, and promising practices for, 
diversifying the transit workforce



Today’s Presentation

• Transit agency workforce diversity (EEO data)

• Transit agency diversity practices (original survey data)

• Recommendations 



EEO Data Analysis



FTA EEO Data Requirements

To meet federal EEO law, FTA requires employee 

demographic reports from transit operators with 100+ 

employees that receive significant federal funds

Operators must submit an “EEO program plan” that 

includes data on the race and sex of their transit-related 

workforce (including contractors), broken out by job 

classification

Details: Federal Transit Administration. (2017). Equal Employment Opportunity (EEO) Requirements and 



Value of the FTA EEO Data

The data permit national 

and

longitudinal analysis



EEO Data Analyzed

• EEO Program Plans from 2018/20 and 2022 reporting 
cycles (received through FOIA requests)

• Of the 218 plans received, 152 contained usable 
workforce demographics data



EEO Data Quality Challenges

Problem Examples

Missing 

data

○ Data not disaggregated by job category

○ Data not submitted for some job categories 

Inaccurate 

data

○ Data submitted for a larger pool of workers than just transit

○ Data reported for multiple years instead of one year

○ Data reported for wong job categories

○ Many employees do not choose to self-report race/ethnicity 

Data 

format

○ Data submitted in pdf format only

○ Illegible data (pdf with low resolution and small font)

○ Data provided as percentages rather than raw numbers



Sex, by job 
type



Race and 
ethnicity, by 
job type



Utilization rates by race, ethnicity, & sex, by job type

>100% = overutilization; 80% to 99% = parity; <80% = underutilization

Data sources: EEO transit agency reporters and U.S. Census Bureau.



Analysis of Survey Data



Survey Methodology

• Recruitment: Invitation sent to the HR Director of 544 
public transit agencies that were APTA members

• Sample: 92 responses from 68 public transit agencies, 27 
of which were from the largest 50 transit agencies

• Survey questions: Diversity data use and collection, status 
of workforce diversity and diversity efforts, barriers to 
improving workforce diversity, recommendations to 
increase workforce diversity



Perceptions of Change in Workforce Diversity (% of respondents) 

N=92 respondents

%



Perceived Helpfulness of DEI Strategies (% of respondents)

N=92 respondents



Extent and Use of Workforce Diversity Data (% of agencies)

N=68 agencies %



Recommendations



Workforce development 

Staffing and resources: More is always good; also, develop in-house expertise 
(rather than using consultants)

Recruitment: Design marketing strategies to highlight the diverse careers 
available in transit. Work with local high-schools, trade schools, and colleges 
w/many minority students.

Develop in-house talent: Ongoing professional development opportunities 
for employees in every job category. Also, job shadowing to let people learn 
about different job opportunities within the agency. 



Diversity data collection & analysis 

FTA EEO program plans are an excellent tool, but implementation can be 
improved:

• Help agencies develop better tools for monitoring workforce data

• More carefully audit the the plans submitted to ensure data quality

• Require that workforce data be submitted in a spreadsheet format

• Encourage more employees to self-report about themselves

Develop a process for a regular review of industry-wide EEO data. This could 
come from within USDOT, from APTA, or perhaps another organization that 
advocates for diversity in the transit workforce.



Resources

Report available from the Mineta Transportation Institute

Contact: Asha Weinstein Agrawal, PhD
asha.weinstein.agrawal@sjsu.edu

https://transweb.sjsu.edu/research/2213-Workforce-Public-Transit-Social-Diversity
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