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Orange County Transportation Authority (OCTA) has a mission to 
develop and deliver transportation solutions to enhance the quality of 
life and keep Orange County moving for the 3.2 million residents of 
Orange County. OCTA places a high priority on diversity, equity and 
inclusion (DEI) when providing services to the community and in its 
working environment for employees and vendors.  

OCTA seeks to enhance and more fully implement its organization-wide 
DEI strategy. To do so, as part of the 2021 Board and CEO Initiatives, 
OCTA engaged Keen Independent Research (Keen Independent) to 
conduct the DEI Strategies research study.  

Approach 
Keen Independent conducted in-depth interviews, focus groups, virtual 
workshops and other research with employees and other stakeholders. 
Case-study research of other transit agencies and literature reviews 
enhanced the findings of the study. The study began in fall 2021 and 
was completed in fall 2022. Keen Independent collaborated with OCTA 
leadership and staff throughout the process.  

The Equity Goals, Equity Framework and report assess personnel, 
procurement, communications, and other policies and practices. 

Results for Key Study Questions 
OCTA management sought to answer three key questions:  

 Is OCTA meeting all state and federal regulations and 
guidelines related to diversity, equity and inclusion?  
 
Keen Independent found that OCTA policies and practices as a 
whole meet state and federal requirements.   

 What are public transportation industry best practices 
regarding DEI and are there any significant gaps in how OCTA 
compares to its peer agencies?  
 
OCTA and other large transportation agencies face many of 
the same issues and they have been approached in various 
ways. Some agencies have devoted more dedicated resources 
to efforts that advance DEI in their operations. While there are 
opportunities for OCTA to enhance its efforts, no significant 
gaps were noted in OCTA’s approach to DEI.   

 What measures should be implemented to ensure DEI 
principles are woven into the fabric of the organization, how it 
supports employees and how it serves the public?  
 
OCTA should build on existing efforts that foster organization-
wide responsibility for DEI. Keen Independent does not 
recommend creating a centralized DEI office, as it is already 
making progress with the organization-wide approach. 
 
OCTA can go further in its efforts and will need to consider 
allocating more resources to certain activities. The full report 
outlines actions to consider.   
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OCTA Diversity, Equity and Inclusion Draft Statement 
Collaborating with Keen Independent, OCTA staff developed a draft 
working statement on what DEI means to OCTA. Consistent with 
transportation agencies throughout the nation, Keen Independent 
recommends that OCTA finalize this statement and incorporate it into 
appropriate agency policies. The other parts of the plan work to fully 
reach this vision.  

OCTA promotes a culture of inclusion and belonging that supports and 
embraces the unique attributes and perspectives of our employees and 
the diverse communities we serve. 

OCTA strives to match services, projects and programs with the 
dynamic needs of the public, acknowledging and honoring their 
differences, listening and understanding as we work together with the 
community to develop and deliver transportation solutions. 

Ongoing Process 
Enhancing DEI at OCTA will be an ongoing process. In addition to the 
Board, parties responsible for efforts include: 

 OCTA CEO and Deputy CEO; 

 Executive Directors of each division; 

 Department Managers; and 

 Staff from the Executive Office, People and Community 
Engagement, Contracts Administration and Materials 
Management, Planning, Operations and other divisions and 
departments. 

Implementation and Next Steps 
The recommendations in this report should be carefully reviewed and 
considered by executive management. Through the annual Board 
Initiatives and CEO Action Plan process, recommendations can be 
included, and resources can be provided to implement them through 
the annual budget process.  

OCTA currently has two cross-divisional task forces focused on diversity, 
equity, inclusion and belonging – the Equity Task Force and the 
Diversity, Equity, Inclusion, and Belonging Team. Moving forward, the 
agency should consider combining these groups to help set agency 
priorities and guide implementation of the study recommendations.  

 



SUMMARY REPORT — Introduction 

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT SUMMARY REPORT, PAGE 1 

Orange County Transportation Authority (OCTA) seeks to cultivate a 
more inclusive and equitable workplace for its staff and reaffirm its 
commitment to fairness and respect towards all members of the diverse 
Orange County community. To do so, OCTA engaged Keen Independent 
Research LLC (Keen Independent) in 2021 to assess equity and fairness 
in its workplace environment, personnel policies and practices, 
procurement and others through a diversity, equity and inclusion (DEI) 
study, and develop a context-specific set of Equity Goals and an Equity 
Framework. 

Research Approach 
This study began August 2021 and concluded in October 2022. Over the 
course of this period, the study team utilized the following research 
methods to gather information and data: 

 Focus groups with internal stakeholders; 

 Focus group with diverse community leaders; 

 Interviews with OCTA leadership; 

 Virtual workshops with OCTA staff; 

 Case studies of other transit agency’s equity efforts; 

 Evaluation of OCTA policies, programs, practices, complaints 
and budgets; 

 Analysis of transit-related laws and regulations; and 

 Literature review of academic and non-academic resources. 

 
Study team. Edward Salcedo of GCAP Services, Costa Mesa, CA, 
assisted Keen Independent in this project. OCTA staff were also 
instrumental in completing certain research components, especially 
obtaining information from internal members.  

Stakeholder input. Keen Independent obtained input from more than 
95 participants as part of this project. For anonymity and privacy, Keen 
Independent analyzed and coded comments without identifying any of 
the participants. 
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Organization of the Report 
This report is organized in four parts: 

1. Key definitions; 

2. Why diversity, equity and inclusion?; 

3. Summary of findings; and 

4. DEI recommendations and goals.  

This document is to be used alongside the Equity Framework, provided 
in the next report section. 

Information discussed in this summary report is supported by the 
following appendices: 

 Appendix A reviews literature — academic and  
non-academic — to better understand the historical 
background of the Orange County region, as well as DEI in 
transit agencies  

 Appendix B provides an analysis of external-facing policy and 
programs. 

 Appendix C reviews case study findings of other transit 
agencies’ DEI efforts and practices. 

 Appendix D summarizes analysis of OCTA’s procurement 
policies and programs through an equity lens. 

 Appendix E assesses OCTA’s internal policies and programs 
with a focus on equity. 

 Appendices F, G, H and K summarize input collected from 
internal stakeholders at OCTA. Information in Appendix F 
comes from interviews with agency leaders and supervisors; 
Appendix G from focus groups at operational bases with OCTA 
drivers; Appendix H from virtual workshops with staff as a 
whole; and Appendix K from a focus group with diverse 
community leaders. 

 Appendix I presents a DEI-focused survey instrument for 
OCTA’s future use. 

 Appendix J is a summary analysis of state and federal rules 
and regulations which pertain to equity in public 
transportation agencies. 
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To ensure consistent understanding of this summary report and the 
Equity Framework, Keen Independent provides definitions for key terms 
and language used below. 

Belonging. A sense of cohesion, engagement and respect, achieved 
through efforts by an organization to be inclusive and open to all 
employees, customers and community members. 

Diversity. Variation of a group based on traits such as race and 
ethnicity, gender identity or expression, age or life stage, nationality, 
veteran status, language, religious affiliation, sexual orientation, 
disability, lived experience, income, neighborhood, communication style 
and more. Diversity includes all the ways in which people differ. 

Equity. Acknowledging and addressing historic and current disparities 
experienced by OCTA customers as well as local residents, businesses, 
neighborhoods and employees. Determinants of equity include the 
social, economic, geographic, political, physical environment and 
conditions in which people live. 

Inclusion. The act of creating an environment and workplace where all 
individuals and groups are valued, respected and supported as they 
contribute to the mission and success of an organization. 

Inequities. Differences that disadvantage an individual or group in favor 
of another.  

Disadvantaged. Being in a less powerful position in a community  
or group. 

Language access services. Services that agencies use to help 
communicate with people who do not speak, understand, read or write 
fluently in the area’s most common language (English for OCTA). 

 
Minority group. A group that coexists with others in society, yet is 
subordinate to larger, more powerful groups.  

This report primarily uses definitions of minority groups used by the 
federal government and in U.S. Census Bureau data and other 
information. However, minority race groups and racial identity change 
over time and are often context specific. Broad race or ethnicity 
categories also ignore diversity within groups. The demographic data 
that Keen Independent had for this study are somewhat simplistic. 

Stakeholders. Individuals or groups who are impacted by, have 
expertise in or are concerned with a particular issue. 

Underserved. People, places and communities that have not had or do 
not have equitable resources or access to services, in general. These 
groups may have disparities in both services and outcomes. 
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Groups such as the Transportation Research Board, American Public 
Transportation Association and others sponsor research and 
conferences on DEI in transportation. This section provides just a few 
responses to the research question: “Why should an organization utilize 
finite resources on DEI?” Appendix A further explores this topic. 

Internal Benefits of DEI 
Internal benefits include the following: 

Producing higher quality work. Workplaces that emphasize DEI 
experience an elevation of business performance by 31 percent  
on average.1 

Improved organizational decision-making. Employees with diverse 
backgrounds bring diverse thinking, communication and decision-
making skills. A variety of these skills have been found to improve 
organization-wide decision-making, as diverse colleagues tend to 
consider a broader range of possibilities than more homogenous 
organizations.2 

 

1 McKinsey & Company. (2020). “Diversity Wins: How Inclusion Matters.” Retrieved 
September 2, 2021, from https://www.mckinsey.com/featured-insights/diversity-and-
inclusion/diversity-wins-how-inclusion-matters 
2 Ely, R. & Thomas, D. (2020). “Getting Serious About Diversity.” Harvard Business 
Review. Retrieved July 1, 2021, from https://hbr.org/2020/11/getting-serious-about-
diversity-enough-already-with-the-business-case 
3 Shufeldt, J. (2021). “The Importance of DEI.” LinkedIn. Retrieved September 2, 2021, 
from https://www.linkedin.com/pulse/importance-dei-john-shufeldt-md-jd-mba-
facep?trk=articles_directory  

Increased innovation. Research has found a positive relationship 
between diversity among an organization’s managers and innovative 
practices, which has increased revenues.3 

Increased profitability. Private sector organizations with DEI programs 
have a 35 percent greater likelihood for above-average financial returns 
than those organizations without.4 Those that focus on honing an 
inclusive culture are twice as likely to meet or exceed fiscal targets.5 

Greater competitiveness. Diversity initiatives strengthen long-term 
market competitiveness of companies while simultaneously producing 
short- and medium-term performance improvements.6  

Increased team satisfaction. Diverse, inclusive and equitable 
workplaces build trust among workers, particularly those of minority 
racial, gender, sex and ability groups. They also shift perceptions of 
cultural differences towards being a resource for new approaches, 
ideas, learning and more. These, and many other facets of diversity, 
result in workforces that are more satisfied than non-diverse 
workforces.7 

4 McKinsey & Company. (2020). “Diversity Wins: How Inclusion Matters.” Retrieved 
September 2, 2021, from https://www.mckinsey.com/featured-insights/diversity-and-
inclusion/diversity-wins-how-inclusion-matters 
5 Shufeldt, J. (2021). “The Importance of DEI.” LinkedIn. Retrieved September 2, 2021, 
from https://www.linkedin.com/pulse/importance-dei-john-shufeldt-md-jd-mba-
facep?trk=articles_directory 
6 Employment and Social Affairs. (2003). “The Costs and Benefits of Diversity.” European 
Commission. 
7 Ely, R. & Thomas, D. (2020). “Getting Serious About Diversity.” Harvard Business 
Review. Retrieved July 1, 2021, from https://hbr.org/2020/11/getting-serious-about-
diversity-enough-already-with-the-business-case 
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External Benefits of DEI 
External benefits to transportation organizations include the following. 

Increased social equity. DEI initiatives advance equity at a social level, 
as workers bring equity knowledge to spaces outside of the 
organization. This ultimately shapes non-workspaces in positive ways.8 

Local economic benefits. Research conducted by Keen Independent 
across the country suggests that race and gender discrimination may 
have reduced the number of businesses owned by people of color and 
by women by 10 to 50 percent, depending on the industry and 
community. These lower rates of business startups and higher rates of 
business failure have reduced the economic capacity of communities 
such as Orange County, as well as the economic vibrancy of community 
agencies, such as OCTA. Race and gender discrimination negatively 
impacts employment opportunities in a community as well, especially 
for people of color. Addressing these barriers results in the community 
approaching its normal economic capacity, which generates secondary 
effects that benefit other local businesses, agencies and institutions as 
more money circulates through the local economy.  

Improved services. DEI efforts foster community engagement and 
better data collection. This information allows a transportation 
organization to tailor its services and practices in ways that better suit 
customer needs. Ultimately, DEI initiatives lead to improved service 
delivery and efficient use of available resources. 

 

8 Shufeldt, J. (2021). “The Importance of DEI.” LinkedIn. Retrieved September 2, 2021, 
from https://www.linkedin.com/pulse/importance-dei-john-shufeldt-md-jd-mba-
facep?trk=articles_directory 
9 Estrada, S. (2021, January 13). “Workplace D&I in 2021 Will Keep External Community 
in Mind.” HR Drive. Retrieved April 20, 2022, from 

Community connections and trust. Equity efforts by an agency 
communicate to members of disadvantaged groups an openness for 
community-agency connections and trust. Equity work tends to increase 
organization transparency as well (through sharing of information and 
outreach interactions) and is viewed by diverse individuals as 
“investments” in their communities.9  

Crafting opportunities for diverse partnerships. DEI efforts can 
attract more community organization and business partners for an 
agency. Such partnerships lead to benefits such as greater diversity in 
recruitment, as more people see equity-focused agencies as potential 
workplaces.10  

Usefulness of Communicating Benefits 
Communicating DEI benefits to leaders, employees, riders and the 
public served by OCTA’s programs, projects and services is a crucial step 
in the DEI process. The community is advantageous to a transportation 
agency. Doing so can promote stakeholder buy-in and support — 
particularly among potential skeptics — as well as provide a “business 
case” for equity work that may be important to stakeholders. When 
producing communications materials for DEI strategies, agencies should 
include these benefits.  

 

https://www.hrdive.com/news/workplace-di-in-2021-will-keep-external-community-in-
mind/593297/ 
10 Ibid. 
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OCTA is governed by an 18-member Board of Directors who represent 
specific regions of Orange County. The California Department of 
Transportation (Caltrans) district director is a non-voting member. Three 
community-led Public Committees provide input to OCTA: 

 Citizens’ Advisory Committee (CAC), a Board-appointed group 
that provides input on transportation studies and planned 
projects. 

 Accessible Transit Advisory Committee (ATAC), a  
Board-appointed committee that advises on fixed-route bus 
and paratransit services with particular focus on riders with 
special transportation needs (and are protected by the 
Americans with Disabilities Act). 

 Taxpayer Oversight Committee (TOC), an independent group 
group tasked with evaluating the use of Measure M (OC Go) 
funds on transportation projects. 

Study results regarding governance and incorporation of the local 
Orange County community in decision-making processes include: 

 Stakeholders perceive the Board as responsible for agency 
progress (or stagnation).  

 Over time, there is opportunity to increase the diversity of 
CAC members to more comprehensively communicate DEI 
issues. 

 “Burn-out” is an issue among community leaders asked to 
provide input and serve on public advisory groups. (Note that 
this is a national issue, and not specific solely to OCTA.) It is 
easier to recruit participants to a one-time virtual meeting 
than to serve on a standing committee. 

OCTA Diversity, Equity and Inclusion Draft Statement 

OCTA promotes a culture of inclusion and belonging that supports and 
embraces the unique attributes and perspectives of our employees and 
the diverse communities we serve. 

OCTA strives to match services, projects and programs with the 
dynamic needs of the public, acknowledging and honoring their 
differences, listening and understanding as we work together with the 
community to develop and deliver transportation solutions. 

I do think the Board has changed …. We have Board [members] who 
are now a lot more focused not just on projects and programs and 
money. They are focused on social issues and things of that nature.  

Internal interviewee 

If you want to change the culture of the community at OCTA, it starts 
with your board. What are the rules and regulations for people to be 
on that Board? 

External focus group participant  

The question should be … do we have top people on the Board on the 
administrative ranks on the top ranks that are bilingual [and] have 
bicultural understanding, that really understand the background, the 
history of the groups that you’re reaching out to? 

External focus group participant 
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The study team analyzed formal policies, procedures and practices 
surrounding hiring, recruitment, employment and equity-related 
budgeting at OCTA. This section broadly summarizes results. 

Hiring and Recruitment 
Analysis of OCTA hiring and recruitment policies finds:  

 OCTA abides by federal Equal Employment Opportunity and 
Affirmative Action hiring and recruitment standards.  

 OCTA’s workforce generally reflects Orange County’s 
demographic makeup for Hispanic Americans and  
Asian Americans. The agency has greater percentages of 
African Americans and multiracial individuals working at the 
agency than found for county residents. However, there are 
certain jobs that have lower representation of people of color. 
And, some jobs are highly gendered. 

 Internal stakeholders believe not enough data are collected 
regarding workforce demographics in recruitment, hiring, 
promotions and separations. 

 OCTA should continue to utilize organizations and events 
within and outside of the Orange County area to its advantage 
and improve hiring pipelines for specific occupations. Pipelines 
include expanding existing educational partnerships and 
internship programs.  

 Hiring and recruitment policies can be improved through small 
administrative enhancements. (See Appendix E.) 

 The agency can expand outreach techniques and notions of 
diversity for inclusion of more diverse candidates.  

Examples of comments are shown below (also see Appendices E and H).  

Continue to hire quality staff who are most qualified for a given 
position. In this manner, it will be clear that OCTA is acting as a just 
organization who values merit and achievement. 

Virtual workshop participant 

Hiring diverse candidates is not enough to show OCTA is supportive 
of DEIB. Activities and employee events should also emulate the 
mission. 

Virtual workshop participant 

Good, clean data [is not available]. 

Internal interviewee 

This is the most inclusive company I've ever worked for. I think we 
are doing a great job already. 

Virtual workshop participant 

I am an older worker. OCTA hired me when others wouldn’t due to 
my age. 

Virtual workshop participant 

I would like to see more openness and willingness from everyone to 
accept people who are quite different from the ‘typical’ OCTA worker. 
Example: Young people with different gender identities or expression 
should feel welcome to work here, but I think currently they would 
not feel completely welcome in the current OCTA environment.  

Virtual workshop participant 
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Employment Practices 
Keen Independent analysis of employment practices found: 

 Approximately 82 percent of internal virtual workshop 
participants felt they could bring their whole selves to work to 
OCTA. (See Figure 1.) 

 Two-thirds of internal participants perceived OCTA to be an 
equitable public transit system. 

 Evaluation of OCTA’s employment policies and practices found 
that policies and programs are largely free of formal equity-
related issues.  

While generally positive, some employees noted certain organizational 
practices that OCTA could address to better serve the public and 
encourage employees to bring their whole self to work. Some 
employees perceived:  

 Lack of adequate specific DEI-related funding; 

 Managers not being held accountable; 

 Uncooperative partner agencies; 

 Not enough collaboration with other city agencies; 

 Implicit biases among some managers and staff;  

 Lack of transparency by executive leadership and 
management; 

 Lack of community involvement; 

 Office politics; and  

 Causes beyond OCTA’s control, such as inflation and high cost 
of living in Orange County. 

These sentiments are examined in Appendices E and H. 

1. Respondents’ opinion distribution on whether they can bring their whole 
selves to work, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  
June 2022–July 2022. 

Everyone knows it starts at the top. If managers and executives don’t 
practice or encourage this, it will not trickle down. And it's ok to 
correct or strongly encourage someone to begin changing the culture. 

Virtual workshop participant 

Leaving out prominent groups such as LGBTQ in doing diversity 
highlights is a big piece that is missing. 

Virtual workshop participant 

Not having dedicated funding specific for diversity/cultural training 
and not making it a priority for business. 

Virtual workshop participant 
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As a recipient of U.S. Department of Transportation funds, OCTA is 
required to operate the Federal Disadvantaged Business Enterprise 
(DBE) Program. OCTA policies and programs are consistent with federal, 
state and local legislation. Minority and women-owned firms that have 
been certified as DBEs by the California Unified Certification Program 
(CUCP) can be counted towards annual DBE goals.  

OCTA’s procurement policies are outlined in the Contracts 
Administration and Materials Management (CAMM) Policy Manual. 

Keen Independent analysis of OCTA’s contracting practices found: 

 OCTA follows procurement practices that are standard for 
public agencies in California. 

 OCTA has had success in meeting its annual DBE goals in 
recent years. 

 Efforts to promote DBE participation include: 

 Providing online resources to qualifying firms; 

 Providing technical assistance to DBEs, as well as 
training videos; 

 Monitoring prompt payment by prime contractors; 

 Conducting outreach to DBEs and other 
disadvantaged firms; 

 Restricting contract specifications; 

 Unbundling contracts; 

 Providing bonding assistance; 

 Situational analysis of procurement processes; and  

 Holding informational events, such as the  
Small Business Summit. 

Some stakeholders, including the focus group with diverse business 
leaders, remarked that OCTA could further advance its efforts to ensure 
DEI was embedded into contracting and purchases. For example: 

I’ve been learning a lot about the OCTA systems on the contract 
procurement side, not easy to navigate and sometimes you see 
similar companies getting the contracts. There has to be additional 
opportunities for the folks that are not as [familiar] with their 
operations as far as that goes. So, it could be improved. The root of 
this is that DEI is not in the forefront. 

External focus group participant  

[DEI] is always a small part …  of … a contract[that] is only 5-10 
percent that has to include DEI …. I know OCTA has talked about 
making it 15 percent …. 

External focus group participant 

Other comments included OCTA’s lack of policy for local vendor 
preferences, as well as the Procurement and DBE office staff relying too 
heavily on agency Communications Team members to perform outreach 
to businesses, which should instead be done in the Procurement office. 

More detailed information about procurement at OCTA is provided in 
Appendix D. 
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Additional Stakeholder Insights 
Internal and external stakeholders provided additional insight on topics 
such as: 

 Perceptions of and attitudes about the agency; 

 Access to transit; 

 External discrimination and biases; 

 Lack of understanding between job levels; 

 Decision-making processes; 

 Prioritization of DEI; 

 Desire for training and team building; 

 Promotions and advancement; and 

 Outreach and communications. 

Comments are summarized by topic. 

General community attitudes toward OCTA. Most (74%) internal 
study participants perceived OCTA to be an equitable public transit. 
Many also had recommendations for improvement.  

External stakeholders also recommended improvements. For example, 
some suggested expanding the number of languages used in 
communications materials and others felt that OCTA could better serve 
riders with disabilities.  

Detailed information about stakeholder perceptions of OCTA can be 
found in Appendices F, G, H and K. 

Emphasis on access to transit services. Accessibility was tied by 
several stakeholders to notions of equity. For example: 

… Can you get to all parts of the county every single day? And, you 
know, what is it going to take for us to get there? Is it more buses? 
More resources? 

External focus group participant 

Based on internal and external input, features that impact access to 
transit (and thereby equity) include: 

 Ease of alighting vehicles; 

 Affordability and bus pass programs; 

 Routes; 

 Languages used in written materials and verbal 
announcements; 

 Frequency of services; and 

 Reliability of services. 

Further information is provided in Appendices F, G, H and K. 
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External prejudice and discrimination affecting OCTA employees. 
Worker safety is a concern in any organization, especially for those out 
in the public. Some stakeholders noted that coach operators face 
unique threats from riders. Staff noted that some rider mistreatment of 
coach operates was racially based, with Black coach operators being 
especially targeted. For example: 

The way people are treated on the buses, the drivers, I feel that Black 
[drivers] are extremely abused out there, especially in certain 
sections of the community. You go out there and they’re called names, 
and management doesn’t do anything about that. If you react to 
being called a certain word or name, you get in trouble, you get fired. 

Focus group participant at operations base 

More can be read on this topic in Appendix G. 

Lack of understanding between job levels. Some employees 
perceived that OCTA management did not understand drivers’ and 
general staff experiences or the struggles they face. This resulted in a 
perceived divide between operations staff in the field and management 
in the “White House.” For some, this divide was exacerbated by a 
perceived lack of empathy on the part of supervisors. For example: 

A lot of times people are your managers and they’ve never had 
transit experience, how can you lead me when you don’t even have 
the experience that it takes to be in this position of leadership …. 
You’re going to be in a management position and you’re a coach 
operator and you’ve been in the office all day all these years and now 
you’re my manager? Tell me how you can feel any empathy for me. 

Focus group participant at operations base 

Equity within decision-making processes. Stakeholders noted an 
importance of keeping DEI at the forefront of decision-making 
processes. Emphasis was placed on including lower-level staff in 
decision-making, interdepartmental collaboration and opening 
communication channels between staff and leadership. For example: 

I believe open lines of communication and a culture where bias and 
exclusion are shunned is imperative for equity and inclusion efforts. 

African American male virtual workshop participant 

However, some noted that OCTA’s processes were already equitable, 
and trying to become more so may have disadvantages. For instance: 

We’re already a fair company that’s about to become less fair if we 
move in the direction of wokeness. 

Hispanic American male virtual workshop participant 

Prioritization of DEI at OCTA. More than two-thirds of internal study 
participants reported that OCTA leadership prioritizes equity. They 
identified high employee retention, diverse staff and hiring practices, 
solid internal communications and the creation of DEI focused task 
forces, such as the Equity Task Force and DEIB Committee, as proof. 
Generally, comments were positive, such as: 

Our leadership and staff are involved in activities that promote 
diversity …. 

 Hispanic American male virtual workshop participant 

The leadership at OCTA strives to make sure everyone at OCTA has a 
voice and is represented. 

White male virtual workshop participant 
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Training and team building. Analysis and stakeholder feedback found 
issues with the agency’s lack of DEI-focused training, resource materials 
and “actions.” Training is currently available one time per year. Some 
existing systems at OCTA make it difficult to provide training for coach 
operators and mechanics, including that they do not have OCTA email. 
Some stakeholders urged OCTA to show that it “walks the walk” rather 
than just “talks the talk.” Comments of this type are included below: 

I would suggest more related workshops and information to help 
build and maintain awareness of what employees can do as well as 
what they should not do to support equity and inclusion efforts in 
helpful ways. 

White male virtual workshop participant 

Talk about the uncomfortable things. Encourage difficult 
conversations. 

Hispanic American female virtual workshop participant 

Other than the past few surveys and performative gestures of 
recognizing holidays, I don't see any actionable items being pushed 
through. 

Asian American Pacific Islander male virtual workshop participant 

Keen Independent finds that future regularly scheduled equity training 
and workshops should not only include employees, but OCTA Board 
members and leadership as well. These efforts should be publicized as a 
way to address general employee sentiment that DEI efforts should be 
top-down, with the “top” undergoing DEI education as well. 

Promotions and job advancement. Some internal stakeholders were 
concerned over barriers faced in job advancement, particularly those 
faced by drivers. Retaliation (and thereby employment stagnation) over 
small disagreements with supervisors was raised as an issue, as well as 
perceived bias. For example: 

With the employment growth to move up, I think it’s very biased, 
between discrimination, nepotism, sexual orientation .... So I just 
think [management] needs to change their hiring process when it’s 
time to promote, maybe get an outside company to do it. Somebody 
that don’t even know you, because what they do in management is 
they go around and ask do you like this person, and then if one 
person don’t like you you’re not going to get [the job].  

Focus group participant at Garden Grove 

[Drivers] don’t have a promotion, if there is some opening in a position, 
we have to apply for it and go [there]. And like I’ve said, they 
discriminate, based on age and who you know. 

Focus group participant at Santa Ana 
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Outreach. Many stakeholders noted the strength of OCTA 
communications strategies, including those of staff and leadership.  
For example: 

Our leadership and staff are involved in activities that promote 
diversity, whether it’s the Women's Transportation Seminar or 
attending cultural events in the community. 

 Hispanic American male internal virtual workshop participant 

We also have the way we do our outreach …. We do it very well …. We 
look at particular communities, whether it’s the Vietnamese 
community in Garden Grove, the Asian community maybe in Irvine, 
the Hispanic communities all over, and we seek to put [outreach 
materials] out in different languages …. 

Internal interviewee 

These participants noted the power of outreach by OCTA in the local 
community as well as throughout the agency to keep people informed 
of services, policies and DEI efforts. Doing so was seen as a way to 
increase openness among management and staff, as well as cultivate 
collaboration between departments. Due to these positive outcomes, 
some stakeholders recommended expanded outreach related to DEI on 
the part of the agency, including increasing the number of languages 
used in outreach materials.  

Comments on this topic are included to the right. 

 

There’s a need to reach people in multiple languages, so I think some 
staff with those specific language skills, there are lots of community 
events, so it just seems like … for OCTA to reflect the communities 
they’re reaching out to would be important. 

External focus group participant 

We had a group at one time that went out to senior community 
centers. A person would actually go over there and spend the day 
there and would teach a class on how to get on a bus, which bus to 
take, we would give out a lot of pamphlets … as soon as the 
[organizer of the program] retired, they stopped that program. That 
senior citizen program would be a great program. 

Internal focus group participant at Garden Grove 

[We want to know] whether our outreach efforts are working, 
whether [the public] understand[s] the processes [and] how they can 
participate, and whether they [have] a general understanding of 
what we do as an agency. I think … the base of things is to make sure 
that people know who we are. 

Internal interviewee 
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With study findings in mind, Keen Independent presents an  
evidence-based set of Diversity, Equity and Inclusion (DEI) 
recommendations and goals tailored to the needs and contexts of 
OCTA. This plan aims to set agency strategies for the OCTA’s DEI 
strategic process, displayed in Figure 2, regarding the following 
functions and processes: 

 Governance and community engagement; 

 Workforce; 

 Contracting; 

 Services; 

 Service delivery; and 

 Internal and external communications. 

Lists of DEI strategies, by topic, are included on the following pages. 
Please note that these strategies will be reviewed by OCTA leadership 
and implemented as appropriate.  

Responsible parties. Parties responsible for initiating the listed DEI 
strategies and following through with efforts include OCTA CEO and 
Deputy CEO, heads of each department as well as staff from Human 
Resources, Contracts Administration and Materials Management, 
Customer Engagement, Communications, Planning, Operations and 
other divisions and departments. 

2. Diversity, equity and inclusion strategic process 

 

  

Plan goals

Collaborate 
with 

stakeholders

Collect and 
analyze data

Set strategiesImplement 
strategies

Evaluate 
oucomes

Report 
results to 

stakeholders
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3. Governance and community advisory DEI strategies 

 

 

  

Governance and public committees
1. Embrace OCTA’s key role in addressing equity in the community

2. Continue Board statements to community and staff regarding DEI

3. Consider creating a Board-related DEI Committee, which can review the progress of DEI efforts

4. Encourage diversity on the Citizens Advisory Committee (CAC) and Accessible Transit Advisory Committee (ATAC)

5. Hold one-time, low-commitment "listening sessions" with community members, which can serve to recruit CAC and ATAC members

6. Encourage the Finance and Administration Committee to embed DEI in budget review

7. Continue to embed DEI in all statements of purpose, from mission and values through strategic and operating plans
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 4. Workforce DEI strategies 

 
  

Workforce
1. Continue substantial ongoing efforts and policies to encourage and protect employees

2. Further expand recruitment of diverse groups for jobs with few diverse workers
   - Analyze representation by job
   - Develop additional (multilingual) recruitment materials and methods 
   - Expand partnerships with community organizations
   - Present and distribute information in a culturally relevant manner

3. Build pipelines for jobs that currently show little diversity, working with schools and other groups

4. Review job descriptions to eliminate any barriers to hiring diverse employees

5. Continue to encourage representation of people of color and women on interview panels

6. Continue to monitor rates of hiring, promotions and separations and explore reasons for any disparities
   - Continue to share annual reports that are reviewed by senior leadership
   - Continue to regularly conduct employee surveys with DEI questions (and analyze results by group)

7. As appropriate, continue implementing DEI training

8. Build DEI into regular in-person employee and supervisor training, inclusive of represented employees (DEI principles should be routine)

9. Incorporate DEI objectives in all employee performance reviews including the leadership team

10. Ensure strong informal complaints processes and whistleblowing policies that minimize fear of retribution

11. Continue conducting OCTA-wide employee surveys on an annual or biennial basis
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 5. Contracting DEI strategies 

 

  

Contracting

1. Continue complying with federal and state contracting requirements

2. Reach out to DBEs for bids for procurements under $150,000

3. Communicate the overall DBE goal to prime contractors and request list of subcontractors for bids

4. Encourage representation of people of color and women on evaluation panels

5. Review contract specifications and evaluation criteria to minimize any barriers

6. Examine whether contractors (and subcontractors) are promptly paid

7. Strengthen DBE Program and consider developing a Small Business Enterprise Program (for non-FTA-funded contracts)
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 6. Transit agency services and service delivery DEI strategies 

 
  

Services and service delivery

Services provided

1. Continue to expand financial resources for OCTA to be able to maintain and improve level of services throughout service area

2. Continue to consider options to better serve areas with lower-cost housing and cross-town riders

3. Consider expanding translation and multilingual messaging to include langauges in addition to Spanish and Vietnamese

4. Consider how external DEI efforts should be organized and resourced to meet OCTA objectives

5. Continue to work with local governments to address physical access to transit stops and other facilities

6. Consider new approaches to hear from underserved groups when making service decisions

Service delivery

1. Provide additional training to employees and supervisors about challenges around public safety issues and riders in distress

2. Consider adding staff and/or a private security contract to better respond to issues on busses

3. Consider including public safety and policing in DEI efforts in partnership with the Orange County Sheriff’s Office

4. Reevaluate the role of public safety officers on transit by conducting a study on how to approach safety in a                                         
productive, community-oriented fashion
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7. Communications DEI strategies 

 

 

 

 

 

 

 

Internal and external communications

1. Invest in telling the OCTA story (including around DEI), highlighting changes and achievements

2. Expand multilingual communications (particularly Spanish and Vietnamese) throughout all communications platforms

3. Evaluate communications for culturally conscious messaging, avoid tokenization
4. Seek stakeholder feedback on efforts and messaging and communicate to the public

5. Publicize agency’s efforts at advancing physical accessibility and going beyond ADA compliance 

6. Seek out and learn from hard-to-reach community members who could use OCTA but do not
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Next Steps 
With research results and the proposed DEI recommendations in hand, 
OCTA leaders can take the following next implementation steps: 

1. Review Keen Independent recommendations for suitability 
within OCTA processes.  

2. Review Keen Independent’s Equity Framework for usability 
across OCTA decision-making. 

3. Obtain approval (and consensus) across leadership regarding 
the DEI recommendations and goals and Equity Framework. 

4. Work with leadership and staff to integrate elements of the 
recommendations and goals and Equity Framework into other 
organizational plans (and departmental workplans). 

5. Assign equity-related responsibilities to specific parties and 
ensure an understanding of duties. 

6. Set and organize equity benchmarks and communicate them 
internally (and externally, as appropriate). 

7. Plan for and allocate equity-related resources (i.e., staffing, 
funding and time). 

8. Set multi-year check-ins (several times per year, over several 
years) with leadership and managers regarding DEI progress. 

9. Create an internal and external communications strategy to 
share the DEI recommendations and goals with stakeholders, 
and communicate current and future successes. 
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This Equity Framework was designed to help OCTA improve diversity, 
equity and inclusion (DEI) across agency functions and decision-making. 
It is meant to be used alongside the Recommendations and Goals set in 
the Summary Report during decision making processes. 

Evidence-based. This document is built upon thorough background 
research and literature review, as well as OCTA’s existing Equity 
Inventory Framework. The study team researched equity framework 
best practices within the context of public entities and transit agencies. 
Additionally, Keen Independent performed an internal and external 
analysis of existing agency policies, programs and procedures related to 
DEI. Findings from these analyses informed the creation of this Equity 
Framework. 

Stakeholder engagement. This Equity Framework also incorporates 
feedback from 95 community members and OCTA staff of all 
departments, positions and ranks. These individuals came from a 
diversity of expertise, native language, physical ability, native country, 
education, lived experience, racial and ethnic identity and more.  

More information on input from community members and OCTA staff 
can be found in the final study report as well as Appendices E, F, G  
and H.  

The resulting Equity Framework is well-informed and specific to the 
needs and contexts of OCTA. 

This section is organized in the following parts: 

 Equity Inventory Framework;  

 Equity Framework; and 

 Equity worksheet. 
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One foundation of this Framework is the agency’s existing Draft Equity 
Inventory Framework, which contains “5 Paths of Equity,” outlined 
below. People, policies, programs, projects and partnerships are factors 
that were incorporated into assessment and decision-making processes 
outlined in this document. 

People. We consider the people we serve whether they be our 
partners, our employees or our communities. 

1. We communicate with people in ways that best resonate  
with them.  

2. We recognize and promote the diversity in the people/ 
stakeholders (partners, employees, and communities)  
we serve.  

3. We educate and inform our stakeholders with consistency and 
impartiality.  

4. We not only listen to the voices of our stakeholders, but we 
act upon their feedback.  

Policies. We implement courses of action and adopt guidelines to 
identify clear and consistent means of attaining our goals. 

1. We are consistent with legislation and mandates designed to 
preserve the well-being of our stakeholders and environment.  

2. We standardize platforms that improve our methods and 
means of equitable service.  

 

Programs. We develop, fund and manage ongoing systems that 
address the needs and enrich the lives of those we serve. 

1. Our programs improve mobility accessibility and choice.  

2. Our programs maintain and improve the well-being of all our 
communities.  

3. Our programs provide opportunities for those we serve to 
succeed.  

Projects. We develop, fund and manage efforts that explore new ways 
of attaining our goals or evaluating our progress. 

1. Our projects develop new methods of improving mobility 
access and choice.  

2. Our projects develop new tools to more accurately and 
effectively consider the impacts our decisions have.  

Partnerships. We collaborate with those who have similar goals to 
broaden understanding, diversify resources and build momentum. 

1. We partner with organizations that share our goal of 
engaging, informing, and improving access to opportunities 
for those we serve. 
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The following section details a 6-step Equity Framework to employ prior 
to making policy, initiative, program and budget adjustments at OCTA. 

 

1. Assess the New Policy, Initiative, Program or Budget 
Prior to the implementation of a new policy, initiative, program or 
budget, it is imperative that the item in question is assessed for equity 
issues and aligns with OCTA DEI values, mission and desired outcomes.  

This assessment can come in a variety of forms, such as formal 
discussions at leadership or departmental meetings or the application  
of an equity worksheet. For ease of integration, Keen Independent has 
created an Equity Worksheet template for OCTA to potentially use (or 
adapt) during this first step of the framework. 

2. Understand the Problem and Causes 
If an equity issue arises during assessment, OCTA leaders should work to 
(a) understand the issue, (b) related underlying problems which 
contribute to the issue and (c) additional causes. Step 2 should be 
performed using a variety of methods, including: 

 Engaging with stakeholders via interviews, public meetings, 
surveys and/or focus groups; 

 Conducting background research on the issue, including if and 
how peer agencies have responded to similar issues; and 

 Discussions with subject matter experts inside and outside of 
the agency. 

Information collected from these sources should be analyzed by the 
agency for common themes and findings. Data and findings should also 
be saved for future use.  

3. Identify Outputs and Outcomes  
OCTA leaders should then work to identify the department’s and 
agency’s desired equity outcomes and outputs are related to the 
assessed policy, initiative, program or budget. For reference: 

 Outputs. Short-term goals to be achieved by the organization. 

 Outcomes. Long-term changes desired by the organization. 

It is important that outputs and outcomes determined in this step align 
with agency values, mission and the Equity Inventory Framework. 
Therefore, leaders are encouraged to revisit these elements at the 
completion of Step 3. 

OCTA Equity Framework

Step 1 Assess the equity issue

Step 2 Understand the problem and causes

Step 3 Identify outputs and outcomes

Step 4 Identify needed inputs

Step 5 Practical and sustainable implementation

Step 6 Report back



Equity Framework  

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT EQUITY FRAMEWORK, PAGE 4 

4. Identify Needed Inputs 
Upon identification of desired outcomes and outputs, leaders should 
determine the needed inputs (e.g., strategies and efforts) to minimize 
barriers and disadvantages created or exacerbated by the new policy, 
initiative, program or budget, and maximize its equity impact.  

Again, it is imperative that selected inputs align with agency values, 
mission and the Equity Inventory Framework. Therefore, leaders should 
revisit these documents at the completion of Step 4. 

5. Practical and Sustainable Implementation 
Next, selected inputs should be implemented in a sustainable and 
accountable way. Progress and effectiveness of the policy, initiative, 
program or budget should be tracked by responsible parties. Overall 
effectiveness of the specific item should be relayed to OCTA leadership 
in the short-, middle- and long-term, specifically 3 months, 12 months 
and 2 years after, respectively.  

Efforts are sustainable when adequate staff, budget and consideration 
are applied through the duration of the policy, initiative, program or 
budget. Therefore, Step 5 requires the need to track these elements 
(i.e., staff, budget and organizational consideration) to maintain equity 
in operations.  

6. Report Back 
Department and agency leaders should share lessons learned through 
the Equity Framework process, as well as any unresolved or continued 
equity issues, with other leaders and committees (e.g., Equity Task 
Force). Keeping equity lessons in mind during future policy, initiative, 
program or budget decisions will improve the effectiveness of diversity, 
equity and inclusion efforts. 
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Keen Independent created an Equity Worksheet model for OCTA to 
utilize when completing the first step of the Equity Framework,  
“Assess the New Policy, Initiative, Program or Budget.” 

Basic Information 

Title of policy, initiative, program or budget issue: __________________  

___________________________________________________________ 

Description: ________________________________________________ 

___________________________________________________________ 

___________________________________________________________ 

___________________________________________________________ 

Department: ________________________________________________ 

Contact: ___________________________________________________ 

☐ Policy 

☐ Initiative 

☐ Program 

☐ Budget 

Understanding the Issue 

1. Which equity inventory area(s) will the issue primarily impact?  

☐ People 

☐ Policies 

☐ Programs 

☐ Projects 

☐ Partnerships 

2. Are there impacts on specific geographic areas served by OCTA? 

☐ Yes 

☐ No 

3. If geographic areas are impacted, indicate which neighborhoods: 
__________________________________________________________ 

__________________________________________________________ 

___________________________________________________________ 

4. What are the demographic characteristics of those living in the area 
or impacted by the issue (e.g., race, ethnicity, language spoken, gender, 
socioeconomic status, age, disability, sexuality)? ___________________ 

___________________________________________________________ 

___________________________________________________________ 
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5. How have stakeholders (e.g., community members, staff) and their 
input been integrated into decision-making processes? ______________ 

___________________________________________________________ 

___________________________________________________________ 

6. What does data and stakeholder feedback tell you about existing 
inequities surrounding this issue that should be taken into 
consideration? _____________________________________________ 

___________________________________________________________ 

___________________________________________________________ 

7. What are the root causes or factors that create or contribute to this 
issue’s inequities? ___________________________________________ 

___________________________________________________________ 

___________________________________________________________ 

8. How will the policy, initiative, program or budget issue increase or 
decrease equity? ____________________________________________ 

___________________________________________________________ 

___________________________________________________________ 

9. What are potential unintended consequences (positive and negative? 
___________________________________________________________ 

___________________________________________________________ 

___________________________________________________________ 

10. How will OCTA address negative impacts of the policy, initiative, 
program or budget issue? What strategies will be used to minimize 
immediate and long-term impacts? ______________________________ 

___________________________________________________________ 

___________________________________________________________ 

11. How will OCTA evaluate the equity impacts of this issue? _________ 

___________________________________________________________ 

___________________________________________________________ 

___________________________________________________________ 

12. Does this policy, initiative, program or budget issue and the 
consequent equity strategies align with OCTA’s mission, values and 
Equity Inventory Framework?  

☐ Yes 

☐ No 

13. Who will be held accountable? ______________________________ 

___________________________________________________________ 

Report Back 

Share this completed worksheet with relevant Department Leadership 
and committees (and other pertinent parties) upon completion. Engage 
in any needed discussion to ensure diversity, equity and inclusion are at 
the forefront of decision-making processes. 
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Overview 
To better understand the context of the region OCTA serves, as well as 
best practices regarding diversity, equity and inclusion (DEI) in the 
public transit industry, Keen Independent conducted a review of 
academic and non-academic literature. This section summarizes the 
available literature regarding the historical context of the diversity of 
people living in Orange County, including evidence of past 
discrimination against certain groups. 

Discrimination in California and its counties reaches back to the 
establishment of California as a state in 1850. Orange County, 
incorporated in 1889, was not detached from the biased legislation or 
behaviors in other regions of the state. This section provides a broad 
overview of historical discrimination that occurred in Orange County as 
context to current equity issues. Keen Independent highlights examples 
of events, acts and policies that have negatively affected marginalized 
individuals, people of color and the LGBTQ community. 

Societal and structural exclusion are not limited to California or  
Orange County. These events and actions are part of a national 
discussion on race, ethnicity, gender, sexuality and other issues. 
Examples provided below are not intended as a comprehensive analysis 
of all groups in Orange County. 

Source:  Wikimedia Creative Commons. Retrieved December 20, 2021, from 
https://commons.wikimedia.org/wiki/File:Dana_Point_a_city_in_southern_Orange_County_CA_Ph
oto_D_Ramey_Logan.jpg 
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Hispanic Americans 
Hispanic Americans, primarily those of Mexican descent, have been 
targets of discrimination and prejudice throughout the history of the 
United States.1 Treatment was no better in California or Orange County. 
For example, from the incorporation of the County until 1947, students 
of Mexican descent were segregated from non-Hispanic students. When 
desegregation commenced, schools previously designated for Mexican 
Americans were quickly abandoned as the underfunded facilities were 
“deemed substandard” by the standards of the white community.2  

Similar to the social segregation of African Americans from whites 
throughout the nation, Mexican Americans, too, were set apart from 
whites in commercial and community spaces, such as theaters, 
swimming pools, sports facilities and more.3Hispanic Americans have 
been targets of violence as well. For example, in 1892, a Mexican 
laborer was lynched and called racist epithets after confronting an 
employer over pay.4 In 1936, Mexican American workers initiated the 
Citrus Riots over “deplorable work conditions” and being “treated as 
second class citizens.”  

The Sheriff of Orange County responded by encouraging sheriff deputies 
and members of the public to “shoot to kill” any Mexican laborer that 
was “trespassing,” resulting in the death of many.5 

 

1 Ortiz, V. & Telles, E. (2012). “Racial Identity and Racial Treatment of Mexican 
Americans.” Race and Social Problems 4(1). DOI: 10.1007/s12552-012-9064-8 
2 Tobar, H. (2010, Dec. 3). “Civil Rights History – in Orange County.” Los Angeles Times. 
3 Ibid. 
4 OC Human Relations. (2014). “Orange County Civil Rights: A History of an Enduring 
Struggle for Equality.”  
5 Ibid.  

Today, roughly 34 percent of people in the county identify as Latino.6 
Despite this growth, reports of hate crimes in Orange County against 
individuals of Latino descent continue.7  

Public health experts have found that long-term racism and 
stereotyping of Mexican Americans has depressed the participation by 
the group in all facets of society, including education, citizenship, social 
interactions and socioeconomic mobility.8 

  

6 PolicyLink and USC Dornsife PETE. (2020). “An Equity Profile of Orange County.” 
7 Hernandez, S. * Irving, D. (2009, May 26). “Hate Crimes Increase Against Blacks, Latinos 
in O.C.” The Orange County Register. Retrieved on September 3, 2021, from 
https://www.ocregister.com/2009/05/26/hate-crimes-increase-against-blacks-latinos-
in-oc/ 
8 Ortiz, V. & Telles, E. (2012). “Racial Identity and Racial Treatment of Mexican 
Americans.” Race and Social Problems 4(1). DOI: 10.1007/s12552-012-9064-8 
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African Americans 
African Americans make up a small portion of Orange County’s 
population: 2021 U.S. Census estimates find the group comprises  
2 percent of the County population.9 African Americans have noticeably 
been victims of racism and discrimination since County incorporation. 

Most notable in Orange County’s early history is the community 
acceptance of the Ku Klux Klan (KKK) in the Anaheim area in the 1920s. 
For example, members of the KKK were elected to Anaheim City Council 
in 1924, indicating the racist group’s political influence in the area.10  

African Americans also suffered from segregationist policies that 
impacted education, social interactions, employment and housing. 
African Americans were banned from living in certain neighborhoods via 
the Orange County legislative Proposition 14 (which superseded the 
Rumford Act of 1963, the federal act that outlawed housing 
discrimination). Proposition 14 was not overturned until 1967, after an  
African American couple wanting to rent an apartment in Santa Ana 
won a lawsuit against the County.11  

 

9 Pho, B. (2021, April 6). “Black People Account for 2 Percent of Orange County’s 
Population Yet Were Targeted Most for Hate Crimes.” Voice of OC. Retrieved September 
3, 2021, from https://voiceofoc.org/2021/04/black-people-account-for-2-of-orange-
countys-population-yet-were-targeted-most-for-hate-crimes/ 
10 OC Human Relations. (2014). “Orange County Civil Rights: A History of an Enduring 
Struggle for Equality.” 
11 OC Human Relations. (2014). “Orange County Civil Rights: A History of an Enduring 
Struggle for Equality.” 

A-1. Orange Daily News clipping regarding school segregation 

 

Source:  Replogle, J. (2017). “The End of ‘Mexican Schools’.” KPCC. Retrieved September 7, 2021, 
from https://archive.kpcc.org/news/2017/12/21/79101/the-end-of-mexican-schools-how-latino-
families-in/ 

Despite legal protections, some African American families continue to 
be “run out” of white neighborhoods through harassment and violence 
to this day.12 African Americans — particularly African American men — 
have also been subjected to police aggression and violence in the 
County.13 Additionally, reports of hate crimes against this racial group 
have risen in Orange County in recent years.14  

12 Pho, B. (2021, April 6). “Black People Account for 2 Percent of Orange County’s 
Population Yet Were Targeted Most for Hate Crimes.” Voice of OC. Retrieved September 
3, 2021, from https://voiceofoc.org/2021/04/black-people-account-for-2-of-orange-
countys-population-yet-were-targeted-most-for-hate-crimes/ 
13 Ibid. 
14 Hernandez, S. * Irving, D. (2009, May 26). “Hate Crimes Increase Against Blacks, 
Latinos in O.C.” The Orange County Register. Retrieved on September 3, 2021, from 
https://www.ocregister.com/2009/05/26/hate-crimes-increase-against-blacks-latinos-
in-oc/ 
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Asian Americans and Pacific Islanders 
Asian Americans are about 19 percent of the population of Orange 
County. The majority of these individuals (about 64%) identify as first-
generation immigrants.15 

Individuals of Asian descent arrived in California and the Orange County 
area in the 1850s seeking out employment at gold mines, railroads and 
farms. Within 30 years, approximately 25 percent of the workers in 
California were of Asian descent, primarily Chinese.16 Orange County 
saw a similar demographic growth. In Santa Ana, a Chinatown emerged 
and thrived.  

However, economic competition, racism and xenophobia on a national 
scale led to the passing of the federal Chinese Exclusion Act in 1882, 
which banned Chinese immigration. (The Act was repealed in 1943.) 
Anti-Chinese sentiment grew, including in Orange County. The Santa 
Ana Chinatown began to be viewed as an “eye-sore.” Citing an 
unfounded case of leprosy, the Santa Ana City Council approved the 
razing of the entire area, resulting in the displacement of an entire 
community of Chinese people.17  

 

15 Ibid. 
16 Kuo, J. (2005). “The History of Chinese Immigration to the United States.” KCC Alterna-
TV News. Retrieved September 3, 2021, from 
http://www2.hawaii.edu/~sford/alternatv/s05/articles/debbie_history.html 
17 OC Human Relations. (2014). “Orange County Civil Rights: A History of an Enduring 
Struggle for Equality.” 
18 Ibid. 
19 Guilford, G. (2018, February 13). “The Dangerous Economics of Racial Resentment 
During World War II.” Quartz. Retrieved December 20, 2021, from 
https://qz.com/1201502/japanese-internment-camps-during-world-war-ii-are-a-lesson-
in-the-scary-economics-of-racial-resentment/ 

During World War II, anti-Asian racism and xenophobia focused on 
individuals of Japanese descent. This sentiment was bolstered by 
President Roosevelt’s executive order to place Japanese and Japanese 
Americans in internment camps in 194218, as well as economic 
resentment by white farmers on the West Coast who viewed the 
Japanese as competition, as roughly 45 percent of Japanese Americans 
in the region were farmers by 1940 and were more productive than 
their competitors.19 For example, in 1940, the average Japanese 
American-run farm was valued at $280 per acre, while all non-Japanese-
owned farms were valued at roughly $38 per acre.20 

After the war ended, relocated Japanese individuals returned to their 
California residences to find their homes vandalized, business boycotted 
and property, including farms, lost. Federal reparations were provided 
to interned Japanese in 1988 after the passing of the Civil Liberties 
Act.21 However, reparations were far below the actual value of lost 
income and property experienced by interned citizens.22 

20 Guilford, G. (2018, February 13). “The Dangerous Economics of Racial Resentment 
During World War II.” Quartz. Retrieved December 20, 2021, from 
https://qz.com/1201502/japanese-internment-camps-during-world-war-ii-are-a-lesson-
in-the-scary-economics-of-racial-resentment/ 
21 Portland Chapter of the Japanese American Citizens League. (n.d.). About. Retrieved 
June 2, 2021, from https://www.pdxjacl.org/about/ 
22 Guilford, G. (2018, February 13). “The Dangerous Economics of Racial Resentment 
During World War II.” Quartz. Retrieved December 20, 2021, from 
https://qz.com/1201502/japanese-internment-camps-during-world-war-ii-are-a-lesson-
in-the-scary-economics-of-racial-resentment/ 
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The years after World War II saw continued discrimination against  
Asian Americans, including those that fought for the United States. For 
example, in 1948, the family of a Japanese American soldier who died in 
combat faced immense public pressure after trying to bury his remains 
at the Westminster Memorial Park. They were ultimately denied due to 
their race.23 In the 1950s, a Korean American doctor was refused the 
right to live and work in the Garden Grove area.24 

In the late 1970s, the region saw in influx of roughly 125,000 
Vietnamese migrants leaving their country due to the Vietnam War and 
Fall of Saigon.25 With waves of more Vietnamese arriving, a community 
formed in the cities of Westminster, Fountain Valley, Garden Grove and 
Huntington Beach, culminating in the creation of Little Saigon.26  

Orange County has become home to the largest Vietnamese diaspora 
outside of Vietnam.27 Roughly 70 percent of the current Vietnamese 
population in the county identify as first-generation immigrants, 
demonstrating the continued scale of Vietnamese immigration to 
Orange County.28 Vietnamese Americans have developed numerous 
businesses and commercial districts in the area, as well as cultural, arts 
and religious landmarks.29 

 

23 OC Human Relations. (2014). “Orange County Civil Rights: A History of an Enduring 
Struggle for Equality.” 
24 Ibid. 
25 Huynh, J. (2020, December 15). “Unseen Histories of Orange County’s Little Saigon.” 
StoryMaps. Retrieved December 16, 2021, from 
https://storymaps.arcgis.com/stories/2d36a8f1e795467280cf8876476addc0 
26 Kim, C. K. (2020, February 13). “Little Saigon – A Cultural Heritage Site.” Preserve 
Orange Country. Retrieved December 16, 2021, from 

A-2. Little Saigon, Orange County 

Source: Wikimedia Creative Commons. Retrieved December 20, 2021, from 
https://commons.wikimedia.org/wiki/File:Phuoc_Loc_Tho_Tet_2008.jpg 

https://www.preserveorangecounty.org/tracts/2020/2/13/little-saigon-conservation-of-
a-cultural-community 
27 Huynh, J. (2020, December 15). “Unseen Histories of Orange County’s Little Saigon.” 
StoryMaps. Retrieved December 16, 2021, from 
https://storymaps.arcgis.com/stories/2d36a8f1e795467280cf8876476addc0 
28 PolicyLink and USC Dornsife PETE. (2020). “An Equity Profile of Orange County.” 
29 Huynh, J. (2020, December 15). “Unseen Histories of Orange County’s Little Saigon.” 
StoryMaps. Retrieved December 16, 2021, from 
https://storymaps.arcgis.com/stories/2d36a8f1e795467280cf8876476addc0 
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The Vietnamese community has higher poverty rates, lower education 
attainment, lower income earning potential and lower homeownership 
than other racial and ethnic groups in the region.30 Some have 
attributed these disparities for the Vietnamese community to racism, 
marginalization of the group by the majority, over-policing of 
Vietnamese youth by police and inter-ethnic conflict and tension related 
to events from the Vietnam War.31 

The Filipino American population of Orange County has also grown in 
recent years. This population is largely comprised of first-generation 
immigrants (roughly 62%).32 

Alongside the growth of the Filipino diaspora are the Samoan and 
Tongan populations in the county. While both communities tend to be 
categorized as “Pacific Islanders,” their political and socioeconomic 
roots differ. For example, roughly 77 percent of Samoans in Orange 
County were born in the United States, while only 23 percent of 
Tongans in the county are. This can be attributed to the annexation of 
American Samoa at the start of the 20th century by the U.S. 
government.33 A host of socioeconomic factors have led Pacific Islanders 
in the area to be more likely to face poverty than most other minority 
groups, with roughly 15 percent of Pacific Islanders in Orange County 
living below the poverty line.34 

 

30 OCHNA. (2010). “A Look at Health in Orange County’s Vietnamese Community: 
Orange County Health Needs Assessment.” 
31 Lam, K. (2012). “Racism, Schooling and the Streets: A critical analysis of Vietnamese 
American youth gang formation in southern California.” Journal of Southeast Asian 
American Education and Advancement. 
32 PolicyLink and USC Dornsife PETE. (2020). “An Equity Profile of Orange County.” 

33 Ibid. 
34 Vo, T. (2020, December 8). “Report: Asian Americans, Now One Fifth of OC’s 
Population, Are more Complex Than You Think.” The Voice of OC. Retrieved December 
20, 2021, from https://voiceofoc.org/2018/01/report-asian-americans-now-one-fifth-of-
ocs-population-are-more-complex-than-you-think/ 
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In 2020, the COVID-19 pandemic in tandem with political and economic 
competition with China contributed to a rise in anti-Asian sentiment. 
Nationally, 9,081 hate incidents against Asian Americans were recorded 
by Stop AAPI Hate from March 2020 to June 2021. Roughly 37 percent 
of these incidents occurred in California (3,360 cases). Of those suffering 
from these hate incidents: 

 44 percent were on victims of Chinese descent;  

 17 percent were on those of Korean descent;  

 9 percent were on individuals of Filipino descent; and  

 9 percent were on victims of Japanese descent.35 

Tellingly, the Center for the Study of Hate and Extremism recorded a 
1,200 percent increase of anti-Asian hate incidents in Orange County in 
2020.36 Asian American groups responded in a host of manners, such as 
encouraging empathy and understanding, conducting educational 
outreach, lobbying politicians37 and taking self-defense courses.38  

 

35 Stop AAPI Hate. (2021). “Stop AAPI Hate National Report: 3/19/20 – 6/30/21.” Stop 
AAPI Hate. 
36 Cabral, S. (2021, May). “COVID ‘hate crimes’ against Asian Americans on rise.” BBC 
News. Retrieved December 16, 2021, from https://www.bbc.com/news/world-us-
canada-56218684 

A-3. Stop AAPI Hate poster 

 

Source:  Wikipedia. (2021). “Stop AAPI Hate” Retrieved September 7, 2021, from 
https://en.wikipedia.org/wiki/Stop_AAPI_Hate 

37 Huang, J. (2020, April 23). “In OC, Coronavirus-related racism toward Asians leads to 
calls for action.” LAist. Retrieved December 16, 2021, from https://laist.com/news/anti-
asian-racism-orange-county-coronavirus-board-of-supervisors 
38 Reuters. (2021, April 14). “Vietnamese Americans start self-defense course in wake of 
Atlanta shootings.” U.S. News. Retrieved December 16, 2021, from 
https://www.usnews.com/news/top-news/articles/2021-04-14/vietnamese-americans-
start-self-defense-course-in-wake-of-atlanta-shootings 
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LGBTQ Community 
The LGBTQ community has an extensive history in Orange County. In 
the 1920s, Laguna Beach was the West Coast “mecca” of the LGBTQ 
community. However, in the 1950s, national and Orange County 
resident sentiment towards the community soured, a shift in attitude 
triggered by President Eisenhower’s Executive Order 10450.  

For example, Disneyland instated rules that barred same-sex 
“shimmying” to prevent hints of open homosexuality.39 In 1978, Orange 
County lawmaker John Briggs advanced Proposition 6, which “called for 
the banning of gay and lesbian teachers or anyone who supported gay 
rights from working in California public schools.” The proposition also 
called for the termination of any individual who acted “homosexually” 
in public.40 These anti-LGBTQ attempts extended to students as well. In 
1999, the Board of the Orange Unified School District refused formal 
approval of a high school LGBTQ support group, the Gay-Straight 
Alliance, due to the group’s name. Members of the Gay-Straight Alliance 
successfully sued the District soon after.41 

Local opinion of the LGBTQ community has grown positive in recent years, 
as broader American society has become more inclusive and welcoming. 
For example, many public agencies and organizations in the County 
celebrate the community and Pride Month, LGBTQ students are supported 
by local school districts and advocacy groups abound in the area.42 

 

39 Visit Laguna Beach. (n.d.). “The Long History of LGBTQ+ Advocacy in Laguna Beach.” 
Retrieved on September 3, 2021, from https://www.visitlagunabeach.com/things-to-
do/lgbtq/a-highlight-of-lgbtq-history-of-laguna-beach/ 
40 OC Human Relations. (2014). “Orange County Civil Rights: A History of an Enduring 
Struggle for Equality.” 

A-4. LGTBQ safety poster from the Orange County Sheriff’s Office 

 

Source:  Orange County Sheriff’s Office. (n.d.). “LGBTQ Safe Place Initiative.” Retrieved 
September 7, 2021, from https://www.ocso.com/LGBTQSafePlace 

41 Ibid. 
42 California Department of Education. (n.d.). “Supporting LGBTQ+ Students.” Retrieved 
September 3, 2012, from https://www.cde.ca.gov/pd/ee/supportlgbtq.asp 
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Summary Effects of Historic Discrimination in  
Orange County 
Historical information above provides context for Keen Independent’s 
analysis of transportation and mobility in Orange County and how 
demographic groups are treated. Past societal discrimination 
undoubtedly shapes the experiences of Californians. Discriminatory laws 
and events of earlier centuries leave legacies that agencies should 
address in their diversity, equity and inclusion efforts. 
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Introduction 
Leaders in public transportation have become increasingly aware of the 
importance of diversity, equity and inclusion internally as well as 
externally. This focus extends to industry associations, such as the 
Transportation Research Board and American Public Transportation 
Association, which have actively sponsored research, reports and 
conferences on equity in transportation.  

Even with this emphasis, there are barriers for agencies to achieve DEI 
progress. Examples of barriers include: 

 Lack of quality and/or quantity of necessary data to measure 
DEI status and progress; 

 Lack of standards or benchmarks for outcomes and goals; 

 No (or limited) legislative or public support for DEI initiatives 
at agencies; 

 Limited ability or tools to analyze and integrate DEI-related 
data; 

 Absent organizational support for DEI programs and 
initiatives; 

 Lack of organizational capacity to implement programs; 

 Limited DEI-specific funding; 

 Limited (or no) staff dedicated to advancing DEI; and 

 Lack of leadership and staff motivation.43 

 

 

43 Cantilina, K., Daly, S., Reed, M. & Hampshire, R. (2021, Jan. 26). “Strategies and 
Barriers to Addressing Equity in Transportation: Experiences of Transportation 
Practitioners.” TRB 2021 Annual Conference. Transportation Equity Poster Session. 

 
Transit leaders can overcome these barriers to advancing DEI. This 
literature review examines existing literature on internal and external 
DEI good practices. 
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Transit leaders have found that DEI must be centrally integrated into a 
transit agency’s mission and leadership goals. Agencies must move past 
just compliance with regulations.44 Researchers have found that 
agencies broadly incorporate the following strategies to holistically 
approach DEI: 

 Collaborating with other organizations in DEI efforts; 

 Integrating non-transit related data into decision-making; 

 Considering the needs and contexts of vulnerable 
communities; 

 Improving services; 

 Improving the quality and collection of DEI-related data; 

 Conducting stakeholder outreach and engagement; 

 Decision-making that emphasizes bottom-up processes; 

 Initiating equity-related projects; 

 Utilization of qualitative (e.g., interviews and focus groups) 
and quantitative (e.g., workforce analysis) data; 

 Advocating for equity policies; 

 Encouraging pilot DEI projects; and 

 Considering the environmental impact of the agency and its 
services.45 

Most successful agencies use a combination of these efforts. The 
following examines literature on how transit agencies integrate DEI for 
workforce, procurement and service delivery. 

 

44 Carter, D. (2021, Jan. 25). “Our Work is Never Done.” TRB 2021 Annual Conference. 
Thomas B. Deen Distinguished Lectureship. 

45 Cantilina, K., Daly, S., Reed, M. & Hampshire, R. (2021, Jan. 26). “Strategies and 
Barriers to Addressing Equity in Transportation: Experiences of Transportation 
Practitioners.” TRB 2021 Annual Conference. Transportation Equity Poster Session. 
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Workforce 
In addition to the social benefits of achieving a representative and 
inclusive workforce, research has found that diverse workforces 
perform better and are more innovative than homogenous 
workforces.46 Workforce-based approaches to DEI include hiring and 
retention as well as DEI training.  

 

46 Roberts, L. & Mayo, A. (2019). “Toward a Racially Just Workplace.” Harvard Business 
Review. Retrieved on June 16, 2021, from https://hbr.org/2019/11/toward-a-racially-
just-workplace 
47 National Academies of Sciences, Engineering, and Medicine. (2003). The 
Transportation Workforce Challenge: Recruiting, Training, and Retaining Qualified 
Workers for Transportation and Transit Agencies – Special Report 275. Washington, DC: 
The National Academies Press. https://doi.org/10.17226/10764. 

Hiring and recruitment. Developing a diverse workforce begins with 
intentional recruitment and hiring initiatives. Some organizations use 
targeted recruiting and preference hiring to seek out minority and 
women candidates.47, 48 Some have developed pipelines via internships 
and apprenticeship programs to recruit and train diverse candidates.  

Pipelines can be particularly helpful when filling positions that 
traditionally lack diversity. For example, the Los Angeles County 
Metropolitan Transportation Authority (LACMTA) has the Women Build 
Metro Los Angeles apprenticeship program to encourage women to 
enter the construction and transportation trades.49  

48 Roberts, L. & Mayo, A. (2019). “Toward a Racially Just Workplace.” Harvard Business 
Review. Retrieved on June 16, 2021, from https://hbr.org/2019/11/toward-a-racially-
just-workplace 
49 Metro Magazine Staff. (2019, May 13). “LA Metro Looking for Women Interested in 
Transportation, Construction.” Retrieved June 16, 2021, from https://www.metro-
magazine.com/10031455/la-metro-looking-for-women-interested-in-transportation-
construction 



A. Literature Review — Diversity, equity and inclusion in the transportation industry 

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX A, PAGE 13 

Retention. Once resources are spent locating, developing and hiring 
diverse candidates, organizations must retain those employees, as 
attrition of diverse employees can be greater than other employees. 
Attrition of diverse employees at public agencies has been found to be 
caused by: 

 Better and more competitive wages in the private sector; 

 Viewing public sector employment as a “steppingstone” for 
careers elsewhere; 

 Unfair treatment by colleagues, as well as in opportunities and 
pay; and 

 Feeling underappreciated or undervalued compared to 
others.50 

To combat these issues, research has found that on-boarding, 
competitive fair market compensation, on-the-job training and 
presenting the job realistically at time of recruitment can increase 
retention.51, 52, 53  

 

50 Stephens, N., Rivera, L.& Townsend, S.(n.d.) What Works to Increase Diversity? A 
multi-level approach. Retrieved June 14, 2020, from 
https://www.nicolemstephens.com/uploads/3/9/5/9/39596235/stephensriveratownsen
d _robsubmission_8-28.pdf 
51 National Academies of Sciences, Engineering, and Medicine. (2001). Practical 
Resources for Recruiting Minorities for Chief Executive Officers at Public Transportation 
Agencies. Washington, DC: The National Academies Press. 
https://doi.org/10.17226/13324. 
52 National Academies of Sciences, Engineering, and Medicine. (2003). The 
Transportation Workforce Challenge: Recruiting, Training, and Retaining Qualified 
Workers for Transportation and Transit Agencies – Special Report 275. Washington, DC: 
The National Academies Press. https://doi.org/10.17226/10764. 

Forming bonds with coworkers has also been found increase retention. 
Organizations can formally and informally promote mentorships, 
networking and employee resource groups to help diverse employees 
connect with others through funded programs, holding events and 
more.54  

Research has found that ultimately, perceptions of support from 
colleagues and leaders decrease feelings of social isolation and prolong 
the longevity of diverse employees.55 

Professionalization and promotion are another facet of retention that 
can be utilized to increase the diversity of a workforce for the long-term 
by sponsoring and offering opportunities to qualified diverse 
candidates.56 For this to be perceived as equitable by staff and positively 
impact retention, both must be done objectively and transparently.57  

53 Ivey, S., M. Powers, & Clark, A. (2019). “Building a Business Case for Increasing 
Diversity in the Transportation Workforce.” TR News. 
54 Roberts, L. & Mayo, A. (2019). “Toward a Racially Just Workplace.” Harvard Business 
Review. Retrieved on June 16, 2021, from https://hbr.org/2019/11/toward-a-racially-
just-workplace 
55 Ibid. 
56 Newkirk, P. (2019). Diversity, Inc: The Failed Promise of a Billion-Dollar Business. Bold 
Type Books, New York, NY. 
57 Dobbin, F., & Kalev, A. (2016). “Why Diversity Programs Fail.” Harvard Business 
Review. Retrieved June 16, 2021, from https://hbr.org/2016/07/why-diversity-
programs-fail. 
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Training. Many transit agencies utilize DEI training to educate 
employees and leaders, as well as emphasize DEI as an organizational 
focus. Training can take many forms (e.g., group class format and one-
on-one), have many delivery methods (e.g., in-person and web-based) 
and cover numerous topics. As just one example, Greater Cleveland 
Regional Transit Authority provides employees an Inclusive Leadership 
Certificate training program, as well as courses on frontline supervisor 
development training, implicit bias and disability etiquette.  

Despite widespread use, there is no consensus among researchers on 
the effectiveness of training on advancing long-term organizational DEI. 
For example, some studies find that training positively influences 
cognitive- and skill-based outcomes,58 but others find that improvement 
is short-lived (i.e., only two days).59, 60 Additionally, some specialists 
argue that DEI training that is not context specific is not helpful and can 
even hinder progress. Instead, training must fit the needs and reality of 
the agency and be integrated into organizational practices to be 
impactful.61 

 

58 Kalinoski, Z.T., D. Steele-Johnson, E.J. Peyton, K.A. Leas, J. Steinke, and N.A. Bowling. 
(2013). “A Meta-Analytic Evaluation of Diversity Training Outcomes.” Journal of 
Organizational Behavior, Vol. 34, No. 8, pp. 1076-104. 
59 Dobbin, F., & Kalev, A. (2016). “Why Diversity Programs Fail.” Harvard Business 
Review. Retrieved June 16, 2021, from https://hbr.org/2016/07/why-diversity-
programs-fail. 

60 Levy Paluck, E., and D.P. Green. (2009). “Prejudice Reduction: What Works? A Review 
and Assessment of Research and Practice.” Annual Review of Psychology, Vol. 60, pp. 
339-367. 
61 Brown, T. (2021, Jan. 28). “Diversity and Inclusion Training Combating Stereotypes.” 
TRB 2021 Annual Conference. Lectern Session. 
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Procurement  
Equity in procurement can come in many forms — from operation of 
the Federal Disadvantaged Business Enterprise (DBE) Program for 
USDOT-funded contracts to efforts that identify and promote 
opportunities for diverse firms across an agency’s contracts.  

Federal DBE Program. Since the 1980s, compliance with federal 
contract equity programs has typically been the focus of most transit 
agency DEI efforts in procurement. Agencies must operate those 
programs as a condition of receiving USDOT funds, per federal 
regulations in Title 49 Code of Federal Regulations (CFR) Part 26. 

Three important requirements in the Federal DBE Program are: 

 Setting overall goals for DBE participation.  

 Meeting the maximum feasible portion of the overall DBE goal 
through race- and gender-neutral means.  

 Appropriate use of race- and gender-conscious measures, 
such as contract-specific DBE goals.  

Race- and gender-neutral measures include promoting the 
participation of small or emerging businesses.62  

If an agency can meet its overall DBE goal solely through  
race- and gender-neutral means, it must not use race- and 
gender-conscious measures when implementing the Federal 
DBE Program.  

 

62 Note that all use of the term “race- and gender-neutral” refers to “race-, ethnic- and 
gender-neutral” in this report. 

Because these measures are based on the race or gender of 
business owners, use of these measures must satisfy 
standards in order to be legally valid.  

Measures such as DBE quotas are prohibited; DBE  
set-asides may only be used in limited and extreme 
circumstances (49 CFR Section 26.43). 

Some agencies restrict eligibility to participate in DBE contract 
goals programs to certain racial, ethnic and gender groups 
based on pertinent evidence of discrimination for those 
groups.  

Based on these requirements, agencies receiving USDOT funds set 
overall goals for DBE participation and use race-neutral measures to 
encourage DBE participation. Some public agencies, including OCTA, 
also use race- and gender-conscious measures such as DBE contract 
goals to help meet their overall DBE goals.  

To be certified as a DBE, a firm must be socially and economically 
disadvantaged as defined in 49 CFR Part 26. Revenue limits, personal 
net worth limits and other restrictions apply. Most DBEs are minority- or 
woman-owned firms, but white male-owned firms that can 
demonstrate social and economic disadvantage can be certified. OCTA is 
a member of the California Unified Certification Program (CUCP) and 
uses and counts for DBE credit only DBEs certified by CUCP. 
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Research has found that successful firms who have graduated out of 
DBE programs, primarily those in construction or professional services 
work, attribute some of their success to programs created to comply 
with federal regulations at transit agencies. Graduated firm owners 
were found to have used training and other technical assistance services 
offered by transit agencies and indicated that they would continue to  
do so.63  

Other procurement equity measures. As part of or in addition to 
operating the Federal DBE Program, public transportation agencies 
provide training and other technical assistance to level the playing field 
for small businesses including diverse firms. Figure A-5 provides some 
examples. 

 

63 Keen, D., Keen, A., Kyritsis, J. & Monter, B. (2019). NCHRP Research Report 913: 
Compendium of Successful Practices, Strategies, and Resources in the U.S. DOT 
Disadvantaged Business Enterprise Program. Transportation Research Board. 

A-5. Approaches to promoting equity in procurement 

 
Source: National Academies of Sciences, Engineering, and Medicine. (2019). NCHRP Research 
Report 913: Compendium of Successful Practices, Strategies, and Resources in the U.S. DOT 
Disadvantaged Business Enterprise Program. Washington, DC: The National Academies Press. 

  

Procurement and contracting efforts

Offering basic DBE program services (e.g., certification, goal setting and monitoring)

Providing training tailored to conducting business in the public transit industry

Offering individualized business assistance

Addressing accessibility barriers to capital and bonding

Encouraging mentorships between successful and emerging DBEs

Easing the transition after graduating from a DBE program

Limiting bidding eligibility on certain contracts to small businesses

Encouraging DBE certification among eligible firms

Unbundling contracts into smaller, lower risk projects

Supporting joint-venture participants

Easing bonding and insurance requirements
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Additional strategies can also be used to increase the participation of 
diverse businesses, as shown in Figure A-6.  

A-6. Methods to increase diverse business participation 

 
Source: National Academies of Sciences, Engineering, and Medicine. (2015). A Guidebook for 
Increasing Diverse and Small Business Participation in Airport Business Opportunities. Washington, 
DC: The National Academies Press. https://doi.org/10.17226/22220. 

Creating relationships with local industry associations and other community 
partnerships

Business training programs

Utilizing new and different technologies when promoting opportunities

Internal measurement of diversity goal achievement

Publicizing diversity goal achievement (internally and externally)

Diverse business participation

Purposeful planning of procurement participation by diverse businesses

Completing regular disparity studies

Offering language translation
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Delivery of Services 
Diversity, equity and inclusion can also be advanced using outward-
facing initiatives. This subsection examines literature regarding:  

 Environmental initiatives; 

 Transportation network design; 

 Local housing and businesses;  
 Fare pricing;  

 Language inclusion; and  

 Transit policing and homelessness. 

Environmental initiatives. Minority and low-income neighborhoods 
tend to be located closer to transportation systems compared to the 
general population. Consequently, neighborhoods of color and low-
income communities are more likely to be exposed to greater 
environmental harm from transportation systems.64, 65 To address this 
impact, transit agencies typically employ environmental assessments to 
evaluate the costs and benefits — environmental, social and economic 
— of services and routes on neighborhoods.  

 

64 Banzhaf, H.S., L. Ma, & C. Timmins. (2019). “Environmental Justice: Establishing causal 
relationships.” Annual Review of Resource Economics, Vol. 11, pp. 377-398. 
65 Rodier, C., F. Alemi, & R.A. Johnston. (2015). “Exploring Unintended Environmental 
and Social-Equity Consequences of Transit Oriented Development.” 

Many public transportation agencies have “gone green” in their 
operations to minimize environmental impact. Common efforts include:  

 Clean energy vehicles; 

 Mechanical improvement of buses to reduce traffic 
congestion during service; 

 Conservation of water used by transit vehicles; 

 Regular sustainability studies; 

 Recycling of operations-based metal, tires, batteries, wood 
and oil; and 

 Automatic shut-off of buses (to prevent idling). 

OCTA has made some of these environmental efforts. For example, ten 
buses of the organization’s fleet currently operate on hydrogen fuel-cell 
electricity, which produces zero emissions. The agency has developed a 
new hydrogen fueling station to increase fleet capacity.66 

66 OCTA. (n.d.). “Hydrogen Fuel Cell Electric Bus.” Retrieved September 7, 2021, from 
https://www.octa.net/Bus/Hydrogen-Fuel-Cell-Electric-Bus/Overview/ 
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Transit network design. Historically, some transit networks have been 
designed with implicit and explicit bias against “urban” (i.e., riders of 
color) and “dependent” (i.e., riders of low socioeconomic status) 
customers, and with the purpose of segregating certain riders from 
certain neighborhoods.67 To address these structural issues, equity 
researchers note that agencies must reassess networks for racial bias,68 
as well as for three equity elements: 

 Spatial equity: the fairness of spatial distribution of services 
and facilities; 

 Longitudinal equity: the equity in quality and quantity of 
services provided to different rider groups over a period of 
time; and 

 Modal equity: the difference in access to various modes of 
transit in the same area, or difference in access to the same 
area via various modes of transit. 

By evaluating a network using these three elements, leaders can 
identify structural issues that may affect multiple disadvantaged groups 
and address them.69 

 

67 Spieler, C. (2020). “Racism Has Shaped Public Transit, and It’s Riddled with Inequities.” 
Rice University, Kinder. 
68 Carter, D. (2021, Jan. 25). “Our Work is Never Done.” TRB 2021 Annual Conference. 
Thomas B. Deen Distinguished Lectureship. 
69 Kim, M., Kho, S. Y., & Kim, D. K. (2019). “A Transit Route Network Design Problem 
Considering Equity.” Sustainability. DOI: 10.3390/su11133527 

Equity researchers encourage this emphasis on equity in network 
design, particularly when: 

 Prioritizing funding of transit locations; 

 Complying with federal regulations; 

 Developing strategies for service delivery; 

 Planning activities; and 

 Evaluating the “effectiveness and efficiency for node/stop 
prioritization.”70 

Addressing construction dislocations. As transit networks expand to 
serve more communities, so, too, do the disruptive effects of network 
construction. Increased taxes, traffic, gentrification, housing 
displacement and safety risks can negatively affect residents, 
homeowners and businesses.71 Some agencies have developed 
programs to mitigate effects, however these tend to be centered on 
businesses. Some examples include: 

 In 2016, AC Transit with the City of Oakland and the City of 
San Leandro developed mitigation funds to help businesses 
cope with disturbances while building East Bay Bus Rapid 
Transit. Additionally, AC Transit provided business assistance 
programs to affected firm owners that included operations 
training, specialty consultants and financial programs. 

70 Welch, T. & Sabyasachii, M. (n.d.). “A Measure of Equity for Public Transit 
Connectivity.” 
71 Litman, T. (2020). “Evaluating Public Transit Benefits and Costs: Best practices 
guidebook.” Victoria Transport Policy Institute. 
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 LACMTA has a Business Interruption Fund, an assistance 
program for small businesses impacted by agency 
construction; a Business Solution Center for owners to receive 
additional assistance; and the Eat, Shop, Play program, which 
promotes businesses impacted by construction. 

A limited number of agencies have programs for residents, renters and 
homeowners. Notably, TriMet in Portland is one of the few that has 
such a program. Over the past six years, TriMet has helped to develop 
718 housing units (the majority of which are affordable housing) in 
mixed-use developments near stations to address rising housing costs in 
areas with proximity to TriMet services.  

Fare pricing. Fare pricing can greatly impact the accessibility and equity 
of a transit agency’s services.  

Fare structure as well as payment options are two tools that agencies 
can use to address equity of service delivery: 

 Flat fees, distance-based fares, zone-based fares, service-type 
based pricing, time of day pricing and concession fares can be 
adjusted or combined to create equitable rates for 
disadvantaged groups. This can be seen in discounted 
concession fares or lowered monthly fees provided by most 
agencies to disabled people, seniors and youth (similar to 
OCTA’s youth, senior and disabled fare programs). 

 

72 National Academies of Sciences, Engineering, and Medicine. (2017). Multiagency 
Electronic Fare Payment Systems. Washington, DC: The National Academies Press. 
https://doi.org/10.17226/24733 
73 OCTA. (n.d.). “Youth Ride Free.” Retrieved September 7, 2021, from 
https://www.octa.net/Bus/Fares-and-Passes/Specialty-Passes/Youth-Pass/ 

 The availability of cash-, card- and account-based payment 
systems can expand ridership accessibility to all groups. 
Research has found that account-based systems (typically 
stored on mobile devices) are the most equitable payment 
system.72 However, it is important to note that account-based 
systems typically must be linked to a credit or debit card, 
which poses a barrier to those without such cards.  

OCTA’s OC Bus App and e-payment system and the newly instituted 
Youth Ride Free pass are examples of how pricing programs can 
promote equity.73  

Language inclusion. Signage, maps, announcements and brochures in 
multiple languages, as well as multilingual staff are additional methods 
for transit agencies to be more inclusive of diverse riders. Some 
agencies, such as San Francisco Municipal Transportation Authority, 
create second-language training programs for employees to increase 
organizational communication and cultural competency.74 Other 
agencies, such as New York City Department of Transportation, curate 
multilingual community outreach teams for conscious engagement.75 
These approaches not only increase accessibility of service information, 
but also normalize the use of different languages within service delivery 
and operations.  

74 TransitCenter. (2018). “Inclusive Transit: Advancing Equity Through Improved Access 
and Opportunity.” 
75 TransitCenter. (2018). “Inclusive Transit: Advancing Equity Through Improved Access 
and Opportunity.” 
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Transit policing and homelessness. Due to national protests in 2020, 
policing is a primary topic among social activists and legislators. Policing 
in public transit has also received attention — attention that was 
sparked in 2009 with killing of an African American rider by a  
Bay Area Rapid Transit police officer.  

Since 2020, many agencies have begun to address public concern while 
balancing public safety, including initiating study committees to 
evaluate the effectiveness of unarmed police presence (LACMTA)76 and 
creating community engagement advisory groups (Bay Area Rapid 
Transit)77. However, definitive best practices in this realm of agency 
operations are still unclear. 

One public safety concern for nearly all transit agencies is the growing 
homeless population and their utilization of public transportation 
vehicles and facilities as shelters. Research has found that homeless 
individuals seek out transit facilities, because they provide access to 
public restrooms, donations from other riders and safety (in the form of 
transit police or security).  

A 2019 study by American Public Transportation Association found that 
78 percent of surveyed transit agencies reported that homeless riders 
impacted general ridership, and only 5 percent of surveyed agencies 
have budgets allocated towards addressing issues related to 
homelessness.78 

 

76 Fonseca, R. (2020). “LA Metro Will Explore Ways to Replace Armed Policing on Public 
Transit.” LAist. Retrieved June 16, 2021, from 
https://laist.com/2020/06/25/la_metro_will_look_to_replace_armed_policing_on_publi
c_transit.php 

Figure A-7 lists recommendations from industry leaders on this issue. 

A-7. Approaches towards homeless riders 

 

Source: APTA. (2019). “Public Transit and Social Responsibility: Homelessness.” APTA Mobility 
Conference.

77 Jordan, M. (2020). “BART PD Chief Ed Alvarez Talks Police Reform with Latinos in 
Transit Group.” Bart.gov. Retrieved June 16, 2021, from 
https://www.bart.gov/news/articles/2020/news20200825 
78 APTA. (2019). “Public Transit and Social Responsibility: Homelessness.” APTA Mobility 
Conference. 

Create strategies that do not require funding

Provide safety training to operators

Align transit networks and service with social service facilities

Partner with local government and private companies to obtain funding to 
address issues of homeless

Treat all riders with dignity and respect

Create exterior public restrooms outside of transit facilities

Include social workers/outreach officers with police officers when responding to 
issues related to homelessness

Recommended approaches towards unsheltered populations
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Organizational Benefits and Impacts of Diversity, 
Equity and Inclusion efforts 
Keen Independent studies and previous literature have found clear 
benefits to diversity, equity and inclusion efforts. The following are just 
examples of the many internal and external returns to equity, diversity 
and inclusion for an organization.  

Internal benefits. Internal benefits include: 

 Improving organizational decision-making. Employees with 
diverse backgrounds bring diverse thinking, communication 
and decision-making skills. A variety of these skills have been 
found to improve organization-wide decision-making, as 
diverse colleagues tend to consider a broader range of 
possibilities than more homogenous organizations.79 

 Increasing innovation. Research has found a positive 
relationship between diversity within an organization’s 
managers and innovative practices. These two workforce 
characteristics have also been connected to increased 
revenues from new services and products.80 

 

79 Ely, R. & Thomas, D. (2020). “Getting Serious About Diversity.” Harvard Business 
Review. Retrieved July 1, 2021, from https://hbr.org/2020/11/getting-serious-about-
diversity-enough-already-with-the-business-case 
80 Shufeldt, J. (2021). “The Importance of DEI.” LinkedIn. Retrieved September 2, 2021, 
from https://www.linkedin.com/pulse/importance-dei-john-shufeldt-md-jd-mba-
facep?trk=articles_directory  
81 McKinsey & Company. (2020). “Diversity Wins: How Inclusion Matters.” Retrieved 
September 2, 2021, from https://www.mckinsey.com/featured-insights/diversity-and-
inclusion/diversity-wins-how-inclusion-matters 

  Increased profitability. Private sector organizations with DEI 
programs have a 35 percent greater likelihood for above-
average financial returns than those organizations without.81 
Additionally, those that focus on honing an inclusive culture 
are twice as likely to meet or exceed fiscal targets.82 

 Increase team satisfaction. Diverse, inclusive and equitable 
workplaces build trust among workers, particularly those of 
minority racial, gender, sex and ability groups. They also shift 
perceptions of cultural differences towards being a resource 
for new approaches, ideas, learning and more. These, and 
many other facets of diversity, result in workforces that are 
more satisfied than non-diverse workforces.83 

 Produce higher-quality work. Workplaces that emphasize 
DEI experience an elevation of business performance by  
31 percent on average.84 

82 Shufeldt, J. (2021). “The Importance of DEI.” LinkedIn. Retrieved September 2, 2021, 
from https://www.linkedin.com/pulse/importance-dei-john-shufeldt-md-jd-mba-
facep?trk=articles_directory 
83 Ely, R. & Thomas, D. (2020). “Getting Serious About Diversity.” Harvard Business 
Review. Retrieved July 1, 2021, from https://hbr.org/2020/11/getting-serious-about-
diversity-enough-already-with-the-business-case 
84 McKinsey & Company. (2020). “Diversity Wins: How Inclusion Matters.” Retrieved 
September 2, 2021, from https://www.mckinsey.com/featured-insights/diversity-and-
inclusion/diversity-wins-how-inclusion-matters 
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 Greater competitiveness. Diversity initiatives have also been 
found to strengthen long-term market competitiveness of 
companies, while simultaneously producing short- and 
medium-term performance improvements.85  

External benefits. Research has shown that DEI initiatives advance 
equity at a social level, as workers bring equity knowledge to spaces 
outside of the organization. This ultimately shapes non-workspaces in 
positive ways by counteracting and reducing prejudice.86 

Local economic benefits. Research conducted by Keen Independent 
across the country suggests that race and gender discrimination may 
have reduced the number of businesses owned by people of color and 
by women by 10 to 50 percent, depending on the industry and 
community. These lower rates of business startups and higher rates of 
business failure have reduced the economic capacity of communities 
such as Orange County, as well as the economic vibrancy of community 
agencies, such as OCTA.  

Race and gender discrimination negatively impacts employment 
opportunities in a community as well, especially for people of color. 
Addressing these barriers results in the community approaching its 
normal economic capacity. This then generates secondary effects that 
benefit other local businesses, agencies and institutions as more money 
circulates through the local economy.  

 

85 Employment and Social Affairs. (2003). “The Costs and Benefits of Diversity.” 
European Commission. 

 
 

86 Shufeldt, J. (2021). “The Importance of DEI.” LinkedIn. Retrieved September 2, 2021, 
from https://www.linkedin.com/pulse/importance-dei-john-shufeldt-md-jd-mba-
facep?trk=articles_directory 



APPENDIX B. External Policy and Program Analysis — Introduction 

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX B, PAGE 1 

To better understand the local barriers and contexts to developing 
diverse, equitable and inclusive services for the Orange County 
community, Keen Independent reviewed OCTA service policies, 
practices and programs, as well as conducted background research on 
local demographics and public transportation service issues in the area. 

The study team also examined these issues for peer agencies, including  

 Los Angeles County Metropolitan Transportation Authority; 

 Santa Clara Valley Transportation Authority (VTA); and  

 San Diego Metropolitan Transportation System (MTS). 

This research helps OCTA assess where it stands regarding equity in 
community services. Results informed a set of recommendations to 
advance equity, inclusivity and belonging in OCTA external practices, 
and to encourage equitable services for diverse communities. 

Keen Independent organized research results as follows: 

 Background research on local demographics and service issues 
in Orange County; 

 Review of existing OCTA DEI policies, practices and programs 
related to service delivery; 

 Comparative analysis of OCTA service delivery to peer 
agencies; and 

 Recommendations. 

 

Source:  OCTA. Retrieved December 22, 2021, from https://www.octa.net/  
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Community Background Research 
Orange County is a diverse community. This section briefly outlines the 
contexts of the area. 

Demographics. According to U.S. Census bureau data,1  
Orange County has a population of roughly 3.2 million people.  
Figure B-1 displays the racial characteristics of the county.  

 The median household income is $90,234. 

 About 9 percent of Orange County residents live in poverty. 

 Roughly 30.1 percent of the population is foreign-born.2 

 Almost one-half of people over the age of 5 speak a language 
other than English at home. A 2020 OCTA Transportation 
Needs Assessment3 identified the following as the top 
languages spoken at home: 

English (48%); 

Spanish (22%);  

Vietnamese (19%); and  

Other prominent languages include Chinese, Korean, Farsi and 
Arabic. 

 

1 U.S. Census Bureau. (2021, July 1). “Orange County, California: Quick Facts.” Retrieved 
December 30, 2021, from https://www.census.gov/quickfacts/orangecountycalifornia 
2 Census Reporter. (2020). “Orange County, CA.” Retrieved December 23, 2021, from 
https://censusreporter.org/profiles/05000US06059-orange-county-ca/ 

B-1. Racial demographics of Orange County, 2021 

 

Source:  U.S. Census Bureau. (2021, July 1). “Orange County, California: Quick Facts.” Retrieved 
December 30, 2021, from https://www.census.gov/quickfacts/orangecountycalifornia  

  

3 Moore & Associates, Inc. (2020). “OCTA: Transportation Needs Assessment: 
Community Survey.” 
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The median age of residents in the county is 38.6 years old. Figure B-2 
displays a breakdown of the age of Orange County residents. 

About 5 percent of county residents under the age of 65 years old have 
a disability.4 

Transportation. Keen Independent also examined data regarding 
mobility in the area. 

 The mean travel time from home to work for workers in the 
county aged 16 and older is 28 minutes.5 

 More than 78 percent of county residents travel to work by 
driving alone in a personal vehicle. Carpooling and working 
remotely are the second and third most common commute 
modes, respectively. 

 Since 2014, the Orange County has been experiencing a trend 
of more workers transitioning to working remotely, which has 
accelerated with the pandemic. 

 Orange County residents traveling by vehicle experience less 
delays caused by traffic congestion than workers in San Diego, 
the Bay Area and Los Angeles.6 

 

4 U.S. Census Bureau. (2019, July 1). “Orange County, California: Quick Facts.” Retrieved 
December 15, 2021, from https://www.census.gov/quickfacts/orangecountycalifornia 

B-2. Age demographics of Orange County, 2021 

 

Source:  Orange County’s Healthier Together. (2021). “2021 Demographics.”  
Retrieved on December 15, 2021, from 
https://www.ochealthiertogether.org/index.php?module=%20DemographicData&contr
oller=index&action=index  

 

  

5 U.S. Census Bureau. (2019, July 1). “Orange County, California: Quick Facts.” Retrieved 
December 15, 2021, from https://www.census.gov/quickfacts/orangecountycalifornia 
6 OC Community. (2021). “Community Indicators 2020-2021.” OC Community. 
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Community Interest in OCTA Services 
OCTA performed a Transportation Needs Assessment and community 
survey in 2020 with the assistance of consultant Moore & Associates, 
Inc.7 The assessment found the following: 

 One-third of surveyed individuals travel around the county 
using public transportation. 

 Thirty-five percent of survey respondents reported using 
OCTA’s bus service (OC Bus) within the previous 90 days, while 
31 percent reported not using any of OCTA’s services. 

 Those who reported not using OCTA services stated that the 
reason services were not used was due to: 

 Services taking too long to get to the desired 
destination (36%); 

 A personal vehicle was needed throughout  
the day (34%); and  

 That it was too difficult to plan their daily needs 
around public transit (30%). 

 Most respondents (77%) reported that their employer did not 
cover employee public transportation costs. 

 Two-thirds of respondents reported access to at least one 
vehicle in their household. 

 

7 Moore & Associates, Inc. (2020). “OCTA: Transportation Needs Assessment: 
Community Survey.” 

 

Source:  Wikimedia Commons. Retrieved December 22, 2021, from 
https://en.wikipedia.org/wiki/Orange_County_Transportation_Authority  
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Service Issues in Orange County 
Despite the presence of several public transit agencies in the  
Orange County region, service and mobility issues persist throughout 
the area. Some of those issues are discussed below. 

Limited mobility for certain groups. There has been an effort 
throughout Southern California to reduce mobility disparities by 
providing free mobility and transportation. One such effort is called 
211RIDE, which focuses on “connect[ing] the unconnected” through 
public transit. The “unconnected” in this program are defined as, “those 
who can’t afford a vehicle or just can’t drive.” OCTA is taking part in this 
effort. Primary targeted groups of this program are: 

 Persons with disabilities 

 The elderly; 

 Unsheltered populations; and 

 Veterans.8 

211RIDE and other related programs highlight the fact that many groups 
lack access to transportation, which can hinder an individual’s everyday 
life, ability to obtain employment and maintain community and 
interpersonal relationships. 

 

8 Williams, K. (2019, June 29). OC’s 211RIDE provides mobility for seniors, veterans and 
those with disabilities. The Orange County Register. Retrieved December 15, 2021, from 
https://www.ocregister.com/2019/06/29/ocs-211ride-provides-mobility-for-seniors-
veterans-and-those-with-disabilities/ 
9 Feigenbaum, B. (2019, March 6). “The Orange County Transportation Authority’s Long-
Range Plan is Better Than Most.” Reason Foundation. Retrieved December 21, 2021, 

General congestion. Traffic and congestion are a mainstay for many  
Southern California roads and freeways. This is particularly true in 
Orange County, which handles traffic of its own residents, workers 
driving into the county, and tourists and others who go to sports events, 
theme parks and other attractions.  

High-occupancy vehicle (HOV) lanes in the region have consequently 
experienced a decrease in travel speeds in the recent past, and some 
longer meet federal required speeds for HOV designation. This affects 
bus transit service, as OC Bus continues to utilize these lanes for travel. 
Arrivals can be delayed, travel time extended and attractiveness of 
services decreased. 

In a bid to relieve congestion, OCTA and Caltrans plan to construct more 
managed lanes in the region over the next 15 years.9 

Disjointed transit planning and hubs. OCTA’s different modes of 
transportation do not always connect with each other, limiting the 
distance riders can travel and ease of use. Aware of this issue, OCTA 
initiated a study to assess integrated mobility hubs throughout its 
system. The agency recently contracted with consultant  
Steer Davies & Gleave to begin this project.10 

from https://reason.org/commentary/the-orange-county-transportation-authoritys-
long-range-plan-is-better-than-most/ 
10  Mass Transit. (2021, March 18). “OCTA To Study Mobility Hubs for More Seamless 
Transportation.” Mass Transit. Retrieved December 21, 2021, from 
https://www.masstransitmag.com/management/press-release/21214972/orange-
county-transportation-authority-octa-octa-to-study-mobility-hubs-for-more-seamless-
transportation 
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In the OCTA 2021 Community Survey, riders requested mobility hubs be 
placed primarily at major visitor destinations, such as:  

 Amusement parks;  

 Shopping malls; 

 Beaches;  

 Rail stations; and  

 Educational facilities.  

Surveyed community members also requested mobility hubs include 
services such as on-demand OC Flex shuttle rides, ridesharing (e.g., Uber 
and Lyft) and carsharing (e.g., Zipcar and Getaround).11 

Transit-oriented development islands. Transit-oriented development 
(TOD) in suburban areas, such as Orange County, can reduce daily travel 
by 10 to 40 percent when compared with development in non-TOD 
planned areas. Because most of Orange County has not been developed 
using a TOD framework, pockets designed with public transportation in 
mind are surrounded by a sea of non-TOD spaces.  

This has contributed to a decreased use of public transportation, as 
potential riders may not be within a reasonable distance to a OCTA 
stop. Such planning also decreases the availability of moderate- and 
high-density affordable housing in the area, one of the tenets of TOD.12 

 

11 Diverse Community Leaders. (2021, November 30). Directions 2045: Long Range 
Transportation Plan.” Orange County Transportation Authority. 
12 Deakin, E. & Cervero, R. (2008). “The Challenge of Urban Transportation in California.” 
Access Magazine. Retrieved December 21, 2021, from 
https://www.accessmagazine.org/spring-2008/challenge-urban-transportation-
california/ 

Lack of real-time information. A 2021 Community Survey by OCTA 
found that community members reported wanting “smart” roadways 
and intersections (i.e., roads with sensors which track real-time traffic 
conditions) and a transit app that provides service updates and vehicle 
tracking.13  

In November 2021, the agency debuted the OC Bus App, an application 
that tracks OC Bus movement and schedules in real-time.14 

Rider requests. A Transportation Needs Assessment and a Community 
Survey by OCTA in 2020 found riders requested the following changes: 

 Higher frequency of buses; 

 Expanded weekend services; 

 Improved reliability and on-time arrivals; 

 Lower fares; and 

 Cleaner buses.15 

OCTA incorporates findings from such studies in service and long-term 
goal planning. For example, rider sentiment from the above 2020 
studies were included in the 2021 Board and CEO Initiatives.

13 Diverse Community Leaders. (2021, November 30). Directions 2045: Long Range 
Transportation Plan.” Orange County Transportation Authority. 
14 Johnson, D. (2021, November 30). “Orange County Transportation Authority: Diverse 
Community Leaders Quarterly Meeting.” Orange County Transportation Authority. 
15 Moore & Associates, Inc. (2020). “OCTA: Transportation Needs Assessment: 
Community Survey.” 
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OCTA Community-oriented Policies and Programs  
OCTA has numerous DEI-focused community policies and programs. This 
section provides an overview of the agency’s main efforts. 

Title VI Program. Per federal guidelines, OCTA prepares a Title VI plan 
every three years. The most recent plan was approved by OCTA Board in 
September 2021. Title VI Programs are particularly important when 
gauging equity in community services, as Title VI prohibits 
discrimination based on race, color and national origin in operations 
and services provided by an organization that receives federal funds. 

Regarding external services, OCTA’s Title VI plan regulates the following: 

 Customer complaints of discrimination; 

 Language accessibility; 

 Representation of minorities in agency boards and 
commissions; 

 Service monitoring, such as on-time arrivals and performance; 

 Fare pricing; 

 Service changes; and 

 Service standards and policies.  

The plan also outlines the agency’s multiple public involvement efforts, 
as well as attempts at encouraging more minority participation in 
OCTA’s non-elected committees and councils. 

 

16 McJilton, M. (2021). “2021 Title VI Plan Triennial Report.” Orange County 
Transportation Authority. 

B-3. Example of OCTA outreach materials for Vietnamese speakers 

 

 

OCTA also monitors subrecipient operations to ensure these agencies 
are in compliance with federal regulations, as well. Included entities are 
the Anaheim Transit Network, City of Anaheim, City of Orange, 
Metrolink and Job Access and Reverse Commute. In a 2020 study of 
subrecipients, OCTA discovered Title VI-related deficiencies at all 
organizations. OCTA provided feedback about those deficiencies to each 
entity.16 

OCTA’s Title VI plan appears to be standard and in compliance with 
federal regulations. 
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Active Transportation Program. The Active Transportation Program is a 
multifaceted bicycle and pedestrian safety, accessibility and feasibility effort. 
Initiatives implemented through the program include: 

 Creating online education about bike and e-bike safety for the 
community; 

 Community outreach via the Bicycle/Pedestrian/Active 
Transportation Subcommittee; 

 Collecting in-depth data on bicycle use via the Bicycle Counts 
project; 

 Performing a feasibility study and gap closure study for 
bikeways in the county; 

 Conducting bus stop safety and accessibility studies for  
on-foot riders; 

 Providing pedestrian and bicycle safety education to local 
elementary school students; and 

 Obtaining state and local grants to increase education and 
community safety studies. 

 

 

 

 

Source:  Wikimedia Commons. Retrieved December 22, 2021, from 
https://commons.wikimedia.org/wiki/File:Torvegade_Bike_Commuters_(15730632647).
jpg 
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405 Improvement Project: DEI Plan. OCTA has integrated DEI 
strategies in the 405 Freeway Improvement Project to improve outreach 
and obtain community input, strengthen its community relationships, 
and provide project status information. Strategies include: 

 Providing extensive project information on the agency 
website; 

 Improving access to translators on the 405 Improvement 
Project phone helpline;  

 Translation of materials into Spanish and Vietnamese; and 

 Conducting outreach with community and faith-based 
organizations, including virtual public meetings.17 

Similar approaches have been used by OCTA to build connections with 
communities of color on all capital projects, including but not limited to 
the following:  

 OC Streetcar; 

 Transportation studies; 

 Bus service changes; 

 Planning studies; 

 Welcome Campaign; 

 Youth Ride Free Pass; and 

 Trust-building Campaign.18 

 

 

17 405 Improvement Project. (2021). “Diversity, Equity and Inclusion Updated Plan.” 
Orange County Transportation Authority. 

 

Source:  OCTA. (n.d.) “I-405 Improvement Project.” Retrieved from https://octa.net/Projects-
and-Programs/Under-Construction/I-405-Improvement-Project/?frm=7135  

 

18 OCTA. (n.d.). “Update on Diversity Outreach and Inclusion Efforts.” Orange County 
Transportation Authority. 
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Engaging the community. In addition to the 405 Improvement Project 
and other studies and plans, OCTA has taken a proactive approach in 
conducting community outreach, particularly when seeking out 
feedback from riders and community leaders about service, route and 
fare changes and more.  

About 10 years ago, OCTA’s community engagement efforts focused on 
connecting with business owners of color. Since then, the agency has 
expanded its efforts to include all “historically disenfranchised 
communities of color and other underrepresented community members 
and organizations.”19 

These efforts are primarily led by a Diversity Outreach team, who follow 
a Diversity Outreach Program Strategy and Work Plan, created in 
September 2015,20 as well as respond to immediate agency needs. The 
Diversity Outreach team had a budget of $81,740 in fiscal year 2021. 
Examples of recent efforts include:  

 Conducting three virtual public meetings to obtain public 
insight into service changes to 37 bus routes;21  

 Joining local business and ethnic chambers’ membership; 

 

19 Johnson, D. (2021, October 21). “Update on Diversity Outreach and Inclusion Efforts.” 
Orange County Transportation Authority. 
20 OCTA. (2015, September 19). “Diversity Outreach Program Strategy and Work Plan.” 
Orange County Transportation Authority. 
21 OCTA. (2021, February 24). “OCTA Seeking Public’s Input on Bus Service Changes, 
While Keeping Safety Top Priority.” Orange County Transportation Authority. 
22 OCTA. (n.d.). “CEO Action Plan.” Orange County Transportation Authority. 
23 OCTA. (n.d.). “CEO Action Plan.” Orange County Transportation Authority. 

 Creating a DEI page on the OCTA public website;22 

 Developing new DEI outreach programs;23 

 Creating uniform definitions for diversity, equity and inclusion, 
as well as a DEI mission statement to solidify agency approach 
to advancing equity (internally and externally);24 

 Attending minority community events, such as Black History 
Month, the LGBTQ Indigo Ball and Lunar New Year 
celebrations;25  

 Participating in diverse media interviews, such as Spanish- and 
Vietnamese-language radio and television shows, and other 
similar marketing;26 and 

 Creation of a Diverse Community Leaders Group, a collection 
of diverse business owners, community, civic and faith-based 
leaders, educational organization representatives and more 
who meet quarterly to provide OCTA insight and input.27 

OCTA has also made a point to conduct engagement in multiple 
languages to ensure that efforts are accessible and inclusive. 

24 OCTA. (2021, December 8). “DEI Policy Discussion Notes.” Orange County 
Transportation Authority. 
25 OCTA. (2021). “OCTA Ethnic Communities Outreach Report: January – March 2021.” 
Orange County Transportation Authority. 
26 OCTA. (2021). “OCTA Ethnic Communities Outreach Report: January – March 2021.” 
Orange County Transportation Authority. 
27 Johnson, D. (2021, October 21). “Update on Diversity Outreach and Inclusion Efforts.” 
Orange County Transportation Authority. 
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Multilingual messaging. As noted earlier, OCTA regularly engages in 
multilingual information messaging, which primarily includes Spanish 
and Vietnamese, the two most commonly spoken languages in the area 
besides English. This inclusive approach is used across some, but not all 
of the agency’s website, social media accounts, emails, printed 
materials and audiovisual materials. Recently, multilingual efforts have 
centered on COVID-19 safety issues. 28 

Translation services. OCTA offers Vietnamese- and Spanish- language 
interpretation services at the Customer Service Center.29 

Discounted fare programs. OCTA currently has multiple discounted 
fare programs to promote use of agency services to several 
disadvantaged groups. Programs include: 

Youth Ride Free. All youth under the age of 18 had free access to  
OC Bus services until February 2022. 

Welcome Pass. Discounted passes were offered to riders on OC Bus 
service through November 15, 2021 to “welcome” them back  
post-COVID-19. 

College Pass. Students at participating community colleges are 
provided full access to OC Bus services. This program recently expanded 
to include Irvine Valley College students.30 

 

28 OCTA. (2020). “OCTA: A Progress Report on OCTA Accomplishments, 2020.” Orange 
County Transportation Authority. 
29 OCTA. (n.d.). “OCTA Inventory: Actions, Programs, Policies and Practices Related to 
Equity and Social Justice Issues.” Orange County Transportation Authority. 
30 Johnson, D. (2021, November 30). “Orange County Transportation Authority: Diverse 
Community Leaders Quarterly Meeting.” Orange County Transportation Authority. 

Senior and disabled persons fare. Discounted fare is provided to 
those with disabilities, people over the age of 60 and Medicare 
cardholders.31 Individuals must show a reduced fare ID or Medicare card 
to obtain discounted fares. 

(B)right En Española OCTA has a bike and pedestrian safety program 
called (B)right, which promotes the importance of visibility and safety to 
prevent accidents. To ensure broadness of messaging, the agency has 
translated program materials (including bicycle maps) into Spanish. As 
of the writing of this report, (B)right has not been translated into any 
additional languages.32 

Environmental programs. OCTA has developed environmental 
programs to mitigate the impacts from highway projects, many of which 
pass through disadvantaged communities.  Mitigation includes both 
restoration and preservation of critical habitats. Much of these efforts 
surround marginalized individuals and communities. Programs include: 

Measure M2 Freeway Mitigation Program. A habitat restoration 
project that utilizes at-risk youth and promotes hiking in the area. 

Environmental Clean-up Program. A water-focused clean-up effort 
throughout the county, including disadvantaged neighborhoods.33 

31 OCTA. (n.d.). “Senior and Disabled Fares.” Orange County Transportation Authority. 
Retrieved December 22, 2021, from https://www.octa.net/Bus/Fares-and-Passes 
/Senior-and-Disabled-Fares/ 
32 OCTA. (n.d.). “(B)right.” Orange County Transportation Authority. 
33 OCTA. (n.d.). “OCTA Inventory: Actions, Programs, Policies and Practices Related to 
Equity and Social Justice Issues.” Orange County Transportation Authority. 
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Transportation planning through a social justice lens. Throughout its 
planning efforts, OCTA attempts to apply an equity and social justice 
lens. The agency considers the socioeconomic conditions, race and 
ethnicity of impacted communities when developing plans. Approaches 
include: 

 Seeking solutions for congested high-minority density areas; 

 Consideration of which populations need public 
transportation most when developing plans; 

 Developing bus routes that connect dense urban areas, where 
disadvantaged riders are more likely to reside; and 

 Prioritizing funding that targets disadvantaged and minority 
communities.34 

Partnerships with community organizations. OCTA continues to form 
community partnerships with diverse organizations, such as  
Latino Health Access, advocacy organizations and other cultural and 
faith-based organizations.35 

 

34 OCTA. (n.d.). “OCTA Inventory: Actions, Programs, Policies and Practices Related to 
Equity and Social Justice Issues.” Orange County Transportation Authority. 

 

Source:  Rikki’s Refuge. (2015). “World Day for Social Justice.” Retrieved December 22, 2021, 
from https://www.flickr.com/photos/rikkis_refuge/16400696138 

 

35 OCTA. (n.d.). “OCTA Inventory: Actions, Programs, Policies and Practices Related to 
Equity and Social Justice Issues.” Orange County Transportation Authority. 
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Comparative Peer Analysis 
Keen Independent performed a comparative analysis of whether and 
how peer agencies conduct external equity efforts. Peer agencies were 
Los Angeles County MTA (LACMTA), Santa Clara VTA (VTA) and  
San Diego MTS (MTS). 

Active Transportation Program. OCTA supports a multifaceted bicycle 
and pedestrian safety, accessibility and feasibility program called, 
Active Transportation Program. VTA has similar programs (called the 
“Pedestrian Access to Transit Plan”36 and the “Bicycle Program”37), while 
MTS does not. Despite having a similar program centered on cycling, 
LACMTA does not appear to have comprehensive program similar to 
OCTA.38  

Each peer agency promotes pedestrian and cyclist safety and 
accessibility. For example, even though MTS lacks a similar program to 
OCTA’s Active Transportation Program, MTS was awarded the 
Pedestrian Safety award by the American Public Transportation 
Association (APTA) in 2017 for its “Pause, Focus, Look” program, which 
reduced pedestrian-related bus accidents to zero that year.39  

Title VI Program. Per federal guidelines, OCTA prepares a Title VI plan 
every three years. Peer agencies analyzed for this report comply with 
this federal mandates in a similar fashion to OCTA. 

 

36Santa Clara VTA. (n.d.). “Pedestrian Program.” Santa Clara VTA. Retrieved December 
23, 2021, from https://www.vta.org/programs/pedestrian-program 
37 Santa Clara VTA. (n.d.). “Bicycle Program.” Santa Clara VTA. Retrieved December 23, 
2021, from https://www.vta.org/programs/bicycle-program 

Engaging with the community. OCTA is proactive in conducting 
community outreach, as well as seeking out feedback from riders and 
the community. Peer agencies LACMTA, VTA and MTS also make efforts 
to connect with the community. Like OCTA, these agencies have 
dedicated outreach teams, attend community events and tailor 
messaging to specific groups.  

Similar to OCTA, peer agencies publicize engagement on social media 
platforms and websites. However, OCTA stands out in its regularity of 
updates on social media accounts and overall consistency in online 
presence. 

38 LACMTA. (n.d.). “Bike and Transit.” Los Angeles County Metropolitan Transportation 
Authority. Retrieved December 23, 2021, from https://www.metro.net/riding/bike-
transit/ 
39 San Diego MTS. (2017, May 8). “MTS Bus Operations Wins National Award for 
Pedestrian Safety.” San Diego MTS. Retrieved December 23, 2021, from 
https://www.sdmts.com/inside-mts/news-release/mts-bus-operations-wins-national-
award-pedestrian-safety 
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Multilingual messaging and translation / interpretation services. 
OCTA regularly engages in multilingual information messaging and 
offers Vietnamese- and Spanish-language translation / interpretation 
services. Peer agencies also utilize these strategies, but in a more 
expanded manner (following findings from Title VI limited English 
proficiency four-factor analysis). For example: 

 LACMTA provides information, messaging and interpretation 
services in English, Spanish, Mandarin Chinese, Korean, 
Vietnamese, Japanese, Russian and Armenian.40 

 VTA offers information and services in English, Spanish, 
Vietnamese, Mandarin Chinese, Korean and Tagalog.41 

 MTS’ website and corresponding information can be auto 
translated into 100 different languages. Additionally, the 
agency provides resources in 14 different languages, including 
English, Spanish, Vietnamese, Russian, Arabic and more. 

Discounted fare programs. OCTA currently has multiple discounted 
fare programs to promote use of services among several groups. Peer 
agencies, LACMTA, VTA and MTS all hold similar discounted fare 
programs, as they are industry standard practice.  LACMTA allows 
discounts across all modes of transportation offered by the agency. 
OCTA allows discounts for OC Bus services.  

 

40 LACMTA. (n.d.). “Accessibility on Metro.” Los Angeles County Metropolitan 
Transportation Authority. Retrieved December 22, 2021, from 
https://www.metro.net/riding/riders-disabilities/ 

B-4. Santa Clara VTA paratransit application, Mandarin Chinese 

 

Source: Santa Clara VTA. “VTA ACCESS Paratransit.” Retrieved from 
https://www.vta.org/go/paratransit  

41 Santa Clara Valley Transportation Authority. (2021). “Title VI.” Retrieved September 8, 
2021, from https://www.vta.org/about/title-vi 
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Transportation planning through a social justice lens. OCTA applies 
an equity and social justice lens when developing transit plans and 
programs. Peer agencies do as well. Examples from peer agencies are 
Community Impact Reports (MTS), an Americans with Disabilities Act 
Transition Plan and Government Alliance on Race and Equity (GARE) 
framework (VTA), and an equity platform (LACMTA).  

Each agency’s equity efforts appear to have a somewhat different 
emphasis. For example, VTA’s frameworks are focused on accessibility 
and safety, while LACMTA’s approach is centered more on sustainable 
development of disadvantaged communities. 

 

42 Zeller, H. (2021, December 15). “Portraits of Metro Riders by Local Artists Now on 
View at Union Station.” Metro: The Source. Retrieved on December 23, 2021, from 
https://thesource.metro.net/2021/12/15/portraits-of-metro-riders-by-local-artists-now-
on-view-at-union-
station/?utm_source=hootsuite&utm_medium=&utm_term=&utm_content=&utm_cam
paign= 

Partnerships with community organizations. OCTA has cultivated 
community partnerships with diverse local organizations. Peer agencies 
also take this approach. For example:  

 LACMTA partners with the local art community to create 
diverse art at stations, stops and on vehicles.42 LACMTA also 
partners with transit-adjacent businesses and trade 
associations to promote goods and services in the “Eat, Shop, 
Play” program.  

 VTA has had a long relationship with HomeFirst, a case 
management and housing organization that helps to address 
homeless encampments at VTA stops or property.43  

 MTS adopted a similar program to LACMTA’s “Eat, Shop, 
Play,” to encourage partnerships with local business owners 
affected by transit design and construction.44 

 

43 Santa Clara VTA. (2018, October 31). “VTA Recognizes Community Partner 
HomeFirst.” Santa Clara VTA. Retrieved on December 23, 2021, from 
https://www.vta.org/blog/vta-recognizes-community-partner-homefirst 
44 Metro Staff. (2021, April 14). “San Diego MTS Launches Campaign to Support Small 
Businesses.” Metro Magazine. Retrieved December 23, 2021, from https://www.metro-
magazine.com/10141193/san-diego-mts-launches-campaign-to-support-small-
businesses 
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Recommendations 
Based on information discussed in this document, Keen Independent 
recommends that OCTA consider the following: 

 Ensure all materials deemed necessary for translation are 
translated into Spanish and Vietnamese. One language should 
not be favored over another. 

 Consider expanding translation and multilingual messaging to 
include languages in addition to Spanish and Vietnamese (as 
determined in Title VI LEP four-factor analysis). This may 
require increased funding of translation services. 

 Examine the Incorporation of multiple language in social 
media messaging, as OCTA’s Facebook, Twitter, Instagram and 
YouTube accounts exclusively feature English-language 
content.  

 Publicize agency’s efforts at advancing physical accessibility. If 
OCTA is going above and beyond Americans with Disabilities 
Act compliance, it should be widely communicated. 

 Consider how external DEI efforts should be organized and 
resourced to meet OCTA objectives.  

 Expand notions of “diversity” past race and ethnicity, and 
conduct future outreach with this expanded framework. For 
example, OCTA’s current DEI budget includes participation at 
the following organizations:  

 O.C. Human Relations 

 LGBTQ Center Orange County  

 Public Relations Society of America; 

 Asian American Business Women Association; 

 American Indian Chamber of Commerce; 

 Orange County Public Affairs Association; 

 Asian Business Association of Orange County; 

 Orange County Hispanic Chamber of Commerce; 

 Black Chamber of Commerce of Orange County; 

 Asian Business Association of Inland Empire; 

 Filipino Chamber of Commerce of Orange County; 

 Vietnamese American Chamber of Commerce; 

 Korean American Chamber of Commerce of  
Orange County; and 

California Association of Public Information Officers. 

These organizations do not account for disabled peoples, 
LGBTQ individuals, veterans, economically disadvantaged 
people and other groups. Therefore, OCTA can expand 
participation by partnering with organizations such as: 

 The LGBTQ Center OC; 

 Los Angeles LGBTQ Chamber of Commerce; 

 National Veterans Chamber of Commerce,  
Orange County/Irvine; and 



B. External Policy and Program Analysis — Recommendations 

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX B, PAGE 17 

U.S. Veteran Business Alliance, Orange County. 

 Consider including public safety and policing in DEI efforts in 
partnership with the Orange County Sheriff’s Office, which 
provides these services.  
 
VTA and LACMTA are among the many transit agencies 
reevaluating the role of public safety officers on transit, and 
conducting studies to analyze how to approach safety in a 
productive community-oriented fashion. OCTA may benefit 
from such analysis, as previous literature has found that 
Vietnamese youth and other youth of color are overpoliced 
compared to their white counterparts in the area.45 This can 
lead to feelings of mistrust and exclusivity towards employing 
agencies. 

 Utilize findings from the 2021 Community Survey and other 
OCTA research regarding future mobility hub locations to best 
serve diverse communities.  

 Consider adding on-demand OC Flex shuttle rides and 
encouraging ridesharing (e.g., Uber and Lyft) and carsharing 
(e.g., Zipcar and Getaround) programs at new mobility hubs. 

 Incorporate transit-oriented design strategies in all projects, 
particularly those with greater reach in the region (e.g., 
partner projects with CalTrans, and other local transportation 
agencies). 

 

45 Lam, K. (2012). “Racism, Schooling and the Streets: A critical analysis of Vietnamese 
American youth gang formation in southern California.” Journal of Southeast Asian 
American Education and Advancement. 

 

Source:  OCTA. (2019). “The Safe, Affordable Ride for Teenagers.” Retrieved from 
https://blog.octa.net/posts/the-safe-affordable-ride-for-teenagers/  
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To better understand how public transit agencies in California approach 
and develop diversity, equity and inclusion programs, Keen Independent 
performed case studies of three public transportation organizations 
through interviews, policy and program analysis, and other research.  

The analysis examined employment, procurement processes, service 
delivery and community impact. Employment practice analysis includes 
recruitment practices, workforce climate initiatives and more. The 
assessment of procurement efforts included compliance with the 
Federal Disadvantaged Business Enterprise (DBE) program and similar 
programs, local business mentorships and bonding assistance initiatives. 
Service delivery and community impact evaluations examined topics 
such as transit network design, fare pricing practices and public safety 
approaches. 

This report is organized by the following case study agencies: 

 Los Angeles County Metropolitan Transportation Authority; 

 Santa Clara Valley Transportation Authority; and 

 San Diego Metropolitan Transit System. 

Entities were selected in consultation with OCTA staff. The results 
presented here are based on review of documents and interviews with 
agency staff. 
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Los Angeles County Metropolitan Transportation Authority (LACMTA) is 
a multi-modal public transit agency. It serves 1,433 square mile area and 
has an extensive ridership base. Pre-COVID-19, LACMTA’s monthly 
ridership across all systems was roughly 31 million. This number 
dropped to 10 million in April 2020. By July 2021, monthly ridership had 
risen to roughly 20 million system-wide.1 

LACTMA is one of the most equity-focused transit agencies in California. 

Office of Equity and Race 
The Office of Equity and Race has three dedicated full-time staff who 
guide LACMTA’s equity efforts and ensure that decision-making 
processes account for DEI. Since formation in 2020, the Office of Equity 
and Race has: 

 Developed implementation tools and processes to address 
services and programs, as well as decision-making. 

 Created a Metro Budget Equity Assessment to understand 
“the benefits of … new budget requests for marginalized 
and/or vulnerable communities, as well as potential barriers 
or harms to address and adjustments to improve access.” The 
Assessment also addresses training opportunities. 

 Expanded community outreach efforts, including the 
preparation of a community survey. 

 

1 LACTMA. (2021). “Interactive Estimated Ridership Stats.” Retrieved September 8, 
2021, from https://isotp.metro.net/MetroRidership/Index.aspx 
2 LACMTA. (2021, Feb. 18). “February 2021 Equity and Race Program Update.” 

 Applied an equity lens to agency programs (internal and 
external) and on-going projects. 

 Trained a group of Equity Liaisons (i.e., departmental leaders 
focused on equity within programs and budgets).2 

Agencies with offices, departments or personnel dedicated to DEI 
efforts, like LACMTA’s Office of Equity and Race, signal an emphasis on 
equity and inclusion to internal and external stakeholders. These efforts 
show that an agency is “putting its money where its mouth is,” and has 
allocated resources towards improvement.3  

3 Carter, D. (2021, Jan. 25). “Our Work is Never Done.” TRB 2021 Annual Conference. 
Thomas B. Deen Distinguished Lectureship. 
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Employment  
Transportation agencies may advance equity in how employees are 
found, treated and promoted. This section details DEI-related 
employment practices at LACMTA. 

Recruitment and hiring. LACMTA uses the following recruitment tools 
to access and encourage diverse candidates: 

 Blind screening, where candidates’ qualifications are 
separated from their names;  

 Requirement that recruitment panel members complete 
implicit bias training,  

 Removing weight requirements for certain job positions in 
order to open more opportunities to women; 

 Civil Rights and Equal Employment Opportunity 
representatives present in some interviews;4 

 Use of workforce analysis to determine underutilized groups; 

 Diverse interview panels; 

 Targeted recruitment of minority groups; 

 Job placement opportunities for individuals with disabilities; 

 Performance evaluations that incorporate Equal Employment 
Opportunity policy goals; and 

 Monitoring of candidate interview and selection processes by 
agency leadership. 

Despite using a multipronged approach, many organizations struggle to 
find diverse and skilled candidates if the local marketplace has a limited 

 

4 Interview with LACMTA staff, January 2022. 

amount of qualified candidates. LACMTA has addressed this issue by 
developing candidate pipelines for typically non-diverse trades via 
apprenticeships and internships. With targeted recruitment, training 
programs can (and have) successfully recruited people of color, women, 
persons with disabilities and others. One example is the Women Build 
Metro Los Angeles (WBMLA) apprenticeship program, which 
encourages women to join the construction and transportation 
industries.5 To reach potential candidates, the agency holds events, 
readiness fairs, tours, and workshops. 

5 LACMTA. (n.d.). “Women Build Metro Los Angeles.” Retrieved September 9, 2021, 
from http://womenbuildmetro.com/ 
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Retention and promotion. After an organization recruits and hires 
diverse staff, it must operate in a way that retains and develops them. 
LACMTA utilizes the following methods to do so: 

 The Metro Leadership Academy, a professional development 
program for LACMTA employees with at least two years of 
tenure to gain leadership skills;  

 Emerging Professionals program for entry-level employees, 
which includes workshops, training and networking 
opportunities;6 

 Women and Girls Governing Council, which analyzes women’s 
workforce issues such as compliant, accessible lactation 
spaces;7  

 Implementation of agency-wide DEI employee surveys; 

 Employee training on civil rights and Equal Employment 
Opportunity; 

 Formation of employee resource groups; 

 Employee diversity awareness workshops; 

 Formation of diversity and inclusion committees; 

 Designation of facilities (e.g., restrooms) for all gender 
identities; 

 Celebrations of diverse cultures; and 

 Recognition of diverse holidays (e.g., Chinese New Year) and 
ability for employees to use discretionary holidays. 

 

6 Interview with LACMTA staff, January 2022. 
7 See https://www.metro.net/about/wggc/ 
8 LACMTA. (n.d.). “Rapid Equity Assessment.” Retrieved September 8, 2021, from 
https://www.dropbox.com/s/fqodubs1huc25po/rapid-equity-assessment-tool.pdf?dl=0 

Rapid Equity Assessment. One of the many tools used by LACMTA to 
assess equity outputs and outcomes is a Rapid Equity Assessment tool, 
which helps determine those parties that will benefit from or be 
harmed by a policy or program decision. Ultimately, the tool improves 
overall equity outcomes. All agency decision-makers are encouraged to 
use the assessment “whenever possible” and submit it to the Office of 
Equity and Race, who then provide feedback to the decision-makers.8 

The assessment tool is also used in external-facing policy and program 
decisions. 

 

For those interested in viewing the Assessment tool, please see: 
https://www.apta.com/wp-content/uploads/Rapid_Equity_Assessment_v4.pdf 
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Procurement  
LACMTA operates a race- and gender-conscious Disadvantaged Business 
Enterprise (DBE) program for federally funded contracts, as well as 
Small Business Enterprise (SBE) and Disabled Veteran Business 
Enterprise (DVBE) Programs for non-federally funded projects. 

Federal DBE Program. Transit agencies that accept federal funding are 
required to develop overall three-year goals for DBE participation. The 
Federal DBE Program sets forth the steps an agency must follow in 
establishing its goals, including development of a “base figure” and 
consideration of possible “step 2” adjustments to a goal  
(49 CFR § 26.45). 

An agency’s overall goals for DBE participation are aspirational. Failure 
to meet an annual DBE goal does not automatically cause any USDOT 
penalties unless an agency fails to administer the DBE Program in good 
faith. However, if an agency does not meet its overall DBE goal, federal 
regulations require it to analyze the reasons for any shortfall and 
develop a corrective action plan to meet the goal in the next fiscal year 
(49 CFR § 26.47).  

LACMTA’s overall DBE goal is one of the highest among peer agencies, 
at 27 percent.  

 

9 Interview with LACMTA staff, January 2022.  

SBE and DVBE program. To encourage larger firms to subcontract with 
small businesses and businesses owned by disabled veterans, LACMTA 
sets SBE and DVBE goals for its non-federally funded contracts. The 
agency publishes monthly reports on SBE contracting.  

Small Business Prime and Medium Size Business Program. The 
LACMTA Small Business Prime program unbundles contracts and allows 
certified small businesses with relevant NAICS codes to compete against 
one another for prime contracts. The Medium Size Business Program 
provides similar opportunities to certified medium-sized businesses. 
LACMTA will be launching a tier-based system that will allow small and 
medium-size businesses to compete on larger size contracts, form joint 
ventures, or partner with other firms to gain experience. According to 
LACMTA staff, “Even when DBEs graduate, they can’t compete with 
medium-size firms or larger firms. This is a new … approach. We are 
waiting to see what the fruits will be.”9 

Bonding assistance. To assist small businesses in the contract bidding 
process, particularly for construction projects, LACMTA began to offer 
the Contractor Development and Bonding Program in 2018. This 
program helps certified firms secure bonding to work on Metro 
construction projects. The maximum bond assistance is $250,000 or  
40 percent of the value of the contract.10  

  

10 LACMTA. (n.d.). “Contractor Development and Bonding Program.” Retrieved 
September 8, 2021, from https://www.metro.net/about/contractor-development-and-
bonding-program/ 
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Other contracting assistance and outreach. LACMTA provides 
additional support to small, minority- and women-owned businesses, 
including the following: 

 A Mentor Protégé Program to increase small business 
capacity;  

 Requirements on some LACMTA prime contracts that primes 
mentor small businesses;  

 Contractor Outreach and Mentoring Program (COMP); and 

 LACMTA Connect, an outreach campaign designed to 
encourage minority- and women-owned firms to work with 
the agency.11 

Wage policies. LACMTA has several wage policies with the desired 
outcome of contractors paying their workers equitably and 
appropriately. Inputs include: 

 A living wage and retention policy for service contracts; 

 Requiring prevailing wages on state- and federally-funded 
contracts; and 

 Labor wage and retention programs that monitor contractors’ 
wage and salary rates.12 

 

11 Interview with LACMTA staff, January 2022. 
12 LACMTA. (n.d.). “Doing Business With Us.” Retrieved September 8, 2021, from 
https://www.metro.net/about/doing-business-with-metro/ 
13 TheSource. (2022, Mar. 30). “Metro celebrates closing of successful construction 
mitigation programs for Crenshaw/LAX Line.” LACMTA. Retrieved September 8, 2021, 

Local business assistance. LACMTA also provides local businesses 
affected by LACMTA operations and construction assistance through a 
variety of programs.  

 In 2014, LACMTA created the Business Interruption Fund (BIF), 
an assistance program for firms with 25 or fewer employees 
located along specific transit construction corridors. Since its 
implementation, the BIF has provided over $20 million to over 
340 grantees.  

 The agency created a Business Solution Center (BSC) to 
provide more direct support to over 670 small businesses 
along one portion (the Crenshaw/LAX corridor) of a 
construction project. Qualifying businesses receive website 
development, marketing and financial capital support 
services.  

 LACMTA also developed the Eat, Shop, Play program to 
promote and advertise restaurants, shops and entertainment 
venues impacted by construction (and now COVID-19). This 
program is funded through an annual $10 million allocation by 
the Board of Directors, which is used to also fund the BIF.13 

from https://thesource.metro.net/2022/03/30/metro-celebrates-closing-of-successful-
construction-mitigation-programs-for-crenshaw-lax-line-first-two-segments-of-rail-line-
are-substantially-complete/ 
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Service Delivery 
LACMTA is also active in external diversity, equity and inclusion, with 
DEI initiatives written into operational plans. For example, Vision 2028 
(its strategic plan) aims to “Target infrastructure and service 
investments towards those with the greatest needs and enhancing 
communities and lives through mobility and access to opportunity.”14 

Equity Platform. In addition to Vision 2028, in 2018 the LACMTA Board 
of Directors approved an agency-wide Equity Platform. This initiative 
addresses external disparities caused or exacerbated by the agency in 
the areas of housing, jobs, healthcare, education and community health. 
The Platform outlines how the agency will address the following 
through an equity lens. Inputs include: 

 Creating an organizational definition of “equity” that 
incorporates community engagement and input; 

 Supporting economic opportunities and sustainability 
measures in disadvantaged communities via funding; 

 Addressing issues of gentrification, displacement and 
affordable housing through partnerships with others, 
including Los Angeles County, City of Los Angeles, Council of 
Governments, private sector businesses and community 
organizations; and 

 Exploring additional DEI training for staff.15 

 

14 LACMTA. (2021, Feb. 18). “February 2021 Equity and Race Program Update.” 
15 LACMTA. (2018). “Equity Platform: Overview.” Retrieved on September 8, 2021 from 
https://boardagendas.metro.net/board-report/2017-0912/ 
16 Interview with LACMTA staff, January 2022. 
17 See https://www.metro.net/about/plans/nextgen-bus-plan/ 

NextGen Bus Plan. LACMTA is revamping its bus service provision, 
incorporating seven equity indicators such as households that don’t 
have cars and poverty level. The methodology also considers 
demonstrated activity levels for types of travelers.16,17 

Fare pricing. LACMTA engages in equitable fare pricing in several ways: 

 Reductions in fares up to 80 percent for traditional groups 
(e.g., student, youth, senior and disabled persons). 

 Implementation of the progressive LIFE Pass, which provides 
low-income individuals passes at a 24 percent discount.18  

LACMTA’s Fareless System Initiative for K-12 and community college 
students allows free rides on LACMTA, as well as the Culver CityBus, 
Norwalk Transit and LADOT DASH services.19  

18 LACMTA. (n.d.). “Fares.” Retrieved September 8, 2021, from 
https://www.metro.net/riding/fares/ 
19 LACMTA. (n.d.). “Fareless System Initiative.” Retrieved September 8, 2021, from 
https://www.metro.net/about/fsi/ 
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Accessibility. LACMTA has a dedicated Accessibility Team (housed in 
the Office of Civil Rights and Inclusion), which ensures that vehicles, 
facilities, programs and services are useable for Metro customers with 
disabilities.”20 Some of LACMTA’s recent accessibility initiatives are 
listed to the right  

Language accessibility. LACMTA provides information in eight 
languages (per Title VI Four Factor Analysis): 

 English; 

 Spanish; 

 Mandarin Chinese; 

 Korean; 

 Vietnamese; 

 Japanese; 

 Russian; and 

 Armenian. 

 

 

20 LACMTA. (n.d.). “Accessibility on Metro.” Retrieved September 8, 2021, from 
https://www.metro.net/riding/riders-disabilities/ 

Source:  LACMTA. (n.d.). “Accessibility on Metro.” Retrieved September 8, 2021, from 
https://www.metro.net/riding/riders-disabilities/ 

  

LACMTA accessibility initiatives

Updates to LACMTA bus and rail facilities and design criteria

Reconfiguration of transit vehicle accessibility areas

Concept testing for new and innovative digital solutions ADA tactile guidance pathways

Hands-free LACMTA station crossings, elevators and customer information stations
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Public safety. Security at LACMTA is provided by Metro Transit 
Enforcement (part of the Los Angeles Police Department) and the 
Transit Services Bureau (Los Angeles County Sheriff’s Department).  

In June 2020, the LACMTA Board of Directors committed to studying 
how to reduce armed police presence in public transit and improve 
unarmed responses.21 (In 2017 the Board decided to double the number 
of law enforcement officers in the LACMTA system.22) The Board also 
adopted a Reimagining Public Safety motion to addresses problems with 
police and discrimination.23  

LACMTA also works with a Public Safety Advisory Committee, where 
members of the public advise the Authority on ways to address public 
safety. The Committee’s work includes addressing mental health and 
LACMTA is adding agency ambassadors on trains and buses. In sum, 
LACMTA funds are being directed to a variety of public safety resources, 
rather than solely uniformed law enforcement.24 

 

21 Fonseca, R. (2020). “LA Metro Will Explore Ways to Replace Armed Policing on Public 
Transit.” LAist.com. Retrieved September 9. 2021, from https://laist.com/news/la-
metro-will-look-to-replace-armed-policing-on-public-transit 
22 Fonseca, R. (2020). “LA Metro Will Explore Ways to Replace Armed Policing on Public 
Transit.” LAist.com. Retrieved September 9, 2021, from https://laist.com/news/la-
metro-will-look-to-replace-armed-policing-on-public-transit 

People experiencing homelessness. Previously, interactions with 
people experiencing homelessness were managed by law enforcement, 
but in its Commitment to Reimagining Public Safety, the LACMTA Board 
of Directors made the LACMTA executive leadership responsible for 
planning and managing those interactions and reallocated the budget 
accordingly.  

The Authority also works with community-based organizations 
regarding homelessness and has a task force for homelessness as well 
as a newly created Homeless Coordinator position.25 Partnerships 
organizations include: 

 Los Angeles County Department of Mental Health (DMH);  

 Los Angeles Homeless Services Authority (LAHSA); and  

 Los Angeles County Sheriff’s Department (LASD). 

  

23 See https://boardagendas.metro.net/board-report/2021-0745/ 
24 Interview with LACMTA staff, January 2022.  
25 See https://boardagendas.metro.net/board-report/2021-0745/ 
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Santa Clara Valley Transportation Authority (VTA) is a multi-modal 
public transportation agency that serves Silicon Valley. In 2019, the 
agency averaged 2.9 million riders per month (system wide).26 VTA 
indicates that it prioritizes diversity and inclusivity through stakeholder 
feedback and collaborating with “partners — cities, counties, nonprofit 
organizations, businesses, regional agencies, and the community — [to] 
tailor … services and projects to … community needs.”27 

VTA does not have a dedicated office or department for DEI efforts. 
Internal equity efforts are managed by the Human Resources, 
Procurement and Contracts, Workforce Development and Human 
Capital/Talent Acquisition departments; and external initiatives are 
handled by Community Engagement, Customer Service, Real Estate and 
Transit Oriented Development departments.28 A recently formed DEI 
Committee also assists in developing equity inputs.  

Employment 
Internal DEI programs at VTA span recruitment to retention.  

Recruitment and hiring. VTA uses the following recruitment tools to 
access and encourage diverse candidates: 

 Broad advertisement of employment opportunities. The 
agency advertises opportunities on diverse job boards (e.g., 
BlackJobs.com) and higher education institutions with large 
minority student populations. These have been found to 
increase the range and diversity of applicants. 

 

26 Santa Clara Valley Transportation Authority. (2019). “Annual Report.” 
27 Santa Clara Valley Transportation Authority. (2017). “2017-2022 VTA Strategic Plan.” 

 

 Attendance at diverse job fairs. VTA attends job fairs and 
talks focused on diverse communities and at-risk populations. 
During to the pandemic, participation has been virtual.  

 Workforce analyses. The agency uses workforce analyses to 
determine the pool of potential candidates in the market area. 
It sets hiring goals from those availability analyses. 

 Attendance at diverse community celebrations. The 
agency has tables at events around the community. It targets 
diverse cultural events as part of this outreach.  

 High school and college student outreach. VTA makes 
efforts to expose high school and college students to career 
opportunities in the transportation industry. The agency has 
hired and retained past event attendees. 

 Targeted media advertisement. VTA creates ads for diverse 
audiences and places them on diverse media outlets, such as 
Spanish language and other ethnic platforms.  

28 Santa Clara Valley Transportation Authority. (2021). “Organizational Structure: July 
2021.” 
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Retention and promotion. To promote inclusive and equitable 
workplaces, VTA utilizes the following measures. 

 Tuition reimbursement. Staff are encouraged to continue 
their education through a tuition reimbursement program.  

 Leadership Academy. The VTA offers interested staff a 
Leadership Academy, where professional development is 
strengthened. The agency has found that the Academy assists 
in retaining diverse employees who participate in the training.  

 Respectful workplace. VTA attempts to institutionalize a 
“respectful workplace” through policies and procedures that 
hold individuals accountable. The agency also promotes 
respect through workplace culture efforts and continued 
hiring of diverse candidates.  

 DEI Committee. After training by the Government Alliance on 
Race and Equity (GARE), VTA formed an internal DEI 
Committee comprised of staff from different functional 
departments and levels. The DEI Committee has developed an 
Action Plan. Additional priorities of the Committee include: 

 Conducting DEI-centered training that impacts 
external service delivery; 

 Assessing equity and racism in transit design (e.g., bus 
stop location, access to services, etc.); and 

Evaluating fare equity. 

 Employee training and professionalization. VTA provides 
employees training and development to improve the 
workplace. Many times these efforts center on DEI. 

Continued issues. VTA has encountered two continued workforce 
issues: first, because transportation is a male dominated field, it can be 
“a battle” to find women candidates. Second, VTA has difficulty 
recruiting operators of all genders, races and ethnicities. 

Activities VTA found to be ineffective. Not all DEI efforts actually yield 
progress or desired outcomes. VTA staff noted that diversity 
celebrations, where people come, eat and leave have been found to be 
ineffective. Staff noted that agencies cannot just hold diverse 
celebrations without clear DEI strategies and activities. According to 
VTA staff, agencies must do more.  
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Procurement  
VTA has a variety of targeted procurement and contracting practices. 

 Operation of the Federal Disadvantaged Business Enterprise 
(DBE) program for federally funded contracts; 

 A Small Business Enterprise (SBE) program for state funded 
projects; 

 A Minority Women-Owned Business Enterprise (MWBE) 
program for locally funded contracts; 

 A Disabled Veterans Business Enterprise (DVBE) program for 
locally funded projects; and 

 A Lesbian, Gay, Bisexual and Transgender Business Enterprise 
(LGBT) program for locally funded contracts. 

To encourage certification, VTA provides a “how to” booklet online, 
information on certifying agencies and contact information for  
Norcal PTAC, a certification assistance program. The agency also holds 
quarterly events to promote business diversity programs.29  

 

29 Santa Clara Valley Transportation Authority. (2021). “Business Diversity Programs.” 
Retrieved September 9, 2021, from https://www.vta.org/business-center/business-
diversity-programs#accordion-disadvantaged-business-enterprise-program 

Business assistance. VTA also offers local businesses and 
entrepreneurs assistance through two transit-oriented development 
programs: 

 The VTA has an interactive learning lab, the Innovation Center, 
where individuals with innovative transit-related technology 
or ideas can gather and work on projects. 

 The agency also has a program where businesses can present 
their concepts for improving transportation infrastructure. 
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Service Delivery  
VTA approach towards community-facing diversity, equity and inclusion 
efforts ensures compliance with state and federal mandates, however 
they do not appear to go beyond those requirements. This section 
details some of the agency’s initiatives. 

Fare pricing. Like most public transportation organizations, VTA offers 
discounted fares to seniors, youth and persons with disabilities. Fare 
programs include: 

 Summer Youth Pass, a program that provides unlimited free 
rides for persons under the age of 18 from June through 
August; 

 Class Pass, a program for K-12 teachers and students from 
Santa Clara County to ride for free on VTA services for class 
field trips. Each teacher is allotted two “class passes” per 
school year; and 

 Paratransit ID Card, a program that provides eligible 
individuals free rides on VTA services.30 

 

30 Santa Clara Valley Transportation Authority. (2021). “Fares.” Retrieved September 9, 
2021, from https://www.vta.org/go/fares#accordion-paratransit-id-card 
31 Santa Clara Valley Transportation Authority. (2021). “ADA Transition Plan.” Retrieved 
September 8, 2021, from https://www.vta.org/go/accessibility 

Accessibility. VTA is in the process of implementing the ADA Transition 
Plan, which works to improve access for persons with disabilities to 
services, facilities, activities, programs and events. VTA is also 
performing a self-evaluation and survey of its ADA efforts.  

Unlike LACMTA, the agency does not include public statements of going 
above and beyond mandated standards on its communications 
platforms.31 

VTA Paratransit ID Card 

Source:  Santa Clara Valley Transportation Authority. (2021).  
“Title VI.” Retrieved September 8, 2021, from https://www.vta.org/about/title-vi 

VTA has a Committee for Transportation Mobility and Accessibility, an 
advisory group that meets every other month.32 

32 Santa Clara Valley Transportation Authority. (2021). “Committee for Transportation 
Mobility and Accessibility.” Retrieved September 8, 2021, from 
http://santaclaravta.iqm2.com/Citizens/Board/1096-Committee-for-Transportation-
Mobility--Accessibility 
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Language accessibility. VTA also provides non-English language 
translations of some of its policies and services. Languages — 
determined by a Limited English Proficiency Plan — include those shown 
to the right  

VTA offers Title VI policy and complaint procedure information in  
15 additional languages, including Amharic, Hindi, Serbian and Russian.33 

Public safety. VTA services are primarily patrolled by the Santa Clara 
County Sheriff’s Department. However, certain stations that are shared 
with Bay Area Rapid Transit (BART) are covered by BART Police, which 
holds jurisdiction.34  

Providing quality service. VTA staff emphasize the need for quality 
service delivery. As one staff member explained, “statistics show it’s not 
about giving away free services. It’s about providing services that works 
for them [customers] …. [Like,] on time service. A free bus that gets you 
to work late is not a good service …. [Agencies must provide] good 
quality, dependable services.” 

 

33 Santa Clara Valley Transportation Authority. (2021). “Title VI.” Retrieved September 8, 
2021, from https://www.vta.org/about/title-vi 
34 Santa Clara Valley Transportation Authority. (2021). “Who Oversees Safety and 
Security at the Berryessa and Milpitas BART Stations and Transit Centers?.” Retrieved 

VTA language accessibility 

 

September 8, 2021, from https://www.vta.org/faq/who-oversees-safety-and-security-
berryessa-and-milpitas-bart-stations-and-transit-centers 

English
Spanish
Vietnamese
Mandarin Chinese
Korean
Tagalog
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San Diego Metropolitan Transit System (MTS) serves the urban areas of 
San Diego County as well as the rural parts of East County. It provides 
about 7 million passenger trips per month through bus and trolley 
service. 

Employment  
This section details DEI-related employment practices used by MTS. 

Recruitment and hiring. MTS attempts to ensure that its staff match 
the racial and gender demographics of the local labor force, and it uses 
annual hiring goals to help reach that objective.35 The agency makes 
special efforts to recruit individuals of underutilized groups, including 
using service organizations listed below.36  

 

Service organizations used in MTS recruitment efforts 

 

 

35 Interview with MTS staff, February 2022. 
36 San Diego Metropolitan Transit System. (2016). Equal Employment Opportunity 
Program (Rep.) Retrieved from MTS website: 

 
 
Retention and promotion. MTS encourages woman and minority 
employees with management potential to use education programs, 
company-sponsored trainings and outside skill centers and, when 
awarding promotions, MTS considers these efforts.  

MTS offers a Management Training Program, which has had a relatively 
high share of women and minority participants.37  

The agency also works to advance and retain diverse employees 
through succession planning for key positions: when promising 
candidates are identified, MTS creates a training and work experience 
plan to prepare those candidates for promotion opportunities in the 
future.38 

https://www.sdmts.com/sites/default/files/attachments/eeo_program_-
_august_20162.pdf 
37 Ibid. 
38 Interview with MTS staff, February 2022. 

San Diego Urban League
Local high schools, junior colleges and colleges
Skills training centers
Local disabled, minority and women's organizations
State employment service
Community action groups
Career Builder Diversity Page
WTS Job Board - Women in Transportation
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Procurement  
MTS operates a race-neutral Federal DBE Program in accordance  
with 49 CFR Part 26. At the time of this report, the agency’s aspirational 
DBE goal was 6.3 percent.  

The agency uses the following methods to encourage bidding by and 
contracting with disadvantaged firms: 

 Broadcasting and promoting all procurement opportunities 
available at MTS on online platforms; 

 Sending emails to DBEs about opportunities according to 
NAICS codes; 

 Announcements on the MTS website about certification and 
other opportunities for small and disadvantaged businesses; 

 Attending outreach events targeted at minority- and  
woman-owned firms; and 

 Holding pre-bid meetings for most procurement 
opportunities, where business owners can ask questions and 
clarify needs. 

MTS also issued its first small business set-aside solicitation as part of a 
joint MTS/SANDAG architectural and engineering on-call contract. 

 

39 Interview with MTS staff, January 2022. 

San Diego Public Agency Consortium. MTS has also joined the 
 11-member San Diego Public Agency Consortium, a group that meets 
bi-monthly and focuses on improving procurement programs to be 
more inclusive of small and disadvantaged businesses.39 
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Service Delivery  
MTS attempts to comply with relevant state and federal regulations, but 
has limited efforts that go beyond those requirements.  

Service adjustments. MTS regularly adjusts services to improve agency 
efficiency and customer service. It takes into account equity issues 
when making these changes.40 The agency also seeks community 
feedback regarding service adjustments.41  

Fare pricing. MTS has reduced fares for some groups including seniors, 
people with disabilities and youth ages 6 to 18.  

Listening tours. MTS utilizes consultants to conduct “listening tours” 
throughout the community regarding plans and community needs. For 
example, during the summer of 2022, MTS embarked on a Social Equity 
Listening Tour to “identify the needs and priorities within [its] service 
area.” This tour included pop-up events near transit centers, community 
meetings and events, card sorting and more. 42 

Language accessibility. MTS’ website can be translated into more than 
100 different languages. The agency also has resources in 14 languages 
including Spanish, Vietnamese, Russian and Arabic. 

 

40 Metropolitan Transit System Policies and Procedures No. 42. Transit Service 
Evaluation and Adjustment. Retrieved from 
https://www.sdmts.com/sites/default/files/policy.42.transit_service_eval_and_adjustm
ent.pdf 
41 Interview with MTS staff, February 2022. 
42 Metropolitan Transit System. (2022). “Social Equity Listening Tour.” Retrieved August 
17, 2022, from https://www.sdmts.com/inside-mts/current-projects/social-equity-
listening-tour 

Accessibility. MTS has a paratransit service, MTS Access. MTS also 
offers a travel training program, which teaches individuals with 
disabilities, seniors and others how to independently use public 
transportation. Topics of instruction include catching the bus, finding a 
stop and paying a fare. MTS’ accessibility efforts are guided by the 
Accessible Services Advisory Committee (ASAC). The Committee, made 
up of community members and staff, meets four times per year and 
reviews relevant public concerns, accessibility-related MTS reports and 
other issues. 

Public safety. MTS Transit Enforcement has two safety-related 
divisions, Code Compliance and Security.  

 Code Compliance Inspectors enforce ordinances and maintain 
quality of life through the MTS system. Inspectors are 
classified as public officers with powers of arrest, are non-
sworn and unarmed.43  

 Security Officers perform system-wide patrols and make 
arrests as necessary. They are armed and act as a visible 
deterrent to crime and infractions. MTS contracts with  
Allied Universal to hire Officers.44 

43 Metropolitan Transit System. (2013). Transit Enforcement (Rep.). Retrieved from MTS 
website: https://www.sdmts.com/sites/default/files/attachments/FS_TransitEnforc.pdf 
44 Metropolitan Transit System. (2021). “Transit Security Services (TSS) Officers.” 
Retrieved October 19, 2021, fromhttps://www.sdmts.com/inside-mts-careers/transit-
security-services-tss-officers 
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Security cameras. MTS has cameras installed in all vehicles and at all 
trolley stations and monitors these cameras at all times. The agency also 
has a Security and Passenger Safety Community Advisory Group (CAG), 
which advises MTS on public security-related measures. Group 
members include riders, educators with a primary focus on public 
safety, community advocates, a representative from the Regional Task 
Force on the Homeless and professionals from various industries, 
including tourism, social service agency and public safety. 

Staffing. In 2017, MTS implemented a new security staffing plan that 
includes increased security presence. These efforts involve personnel 
stationed at the most trafficked stations and a Bus Enforcement Special 
Team to provide extra security for bus operators and passengers.45 

 

45 Metropolitan Transit System. (2021). “Safety & Security.” Retrieved October 19, 2021, 
from https://www.sdmts.com/rider-info/safety-security 

APTA review. MTS underwent an American Public Transit Association 
(APTA) security review in 2020.46 The review resulted in the following: 

 Improvement in security personnel and passenger 
interactions; 

 Recommendations to the Public Security Committee to take a 
“more customer friendly approach”; 

 Establishing a Diversion Program to provide different 
opportunities for at-risk individuals to avoid legal charges and 
court proceedings; 

 Transition immediate citation processes for fare aversion to 
allow riders “on-the-spot” fare payment opportunities; 

 Offering community service in exchange for fares; 

 Partnership with the local Homeless Court to assist homeless 
individuals and riders;  

 Providing social services information to homeless individuals; 
and 

 An overall push to avoid use of the criminal justice system. 

People experiencing homelessness. In order to assist people 
experiencing homelessness, MTS partners with organizations including 
Homeless Court and other homeless outreach providers. For example, if 
a homeless encampment is removed, MTS provides a pamphlet with 
locations where homeless individuals can seek assistance.  

 

46 A copy of this report can be found here: https://voiceofsandiego.org/wp-
content/uploads/2021/02/MTS-APTA-Peer-Review-Report.pdf 
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Keen Independent analyzed how OCTA procures construction, 
architecture and engineering services, goods and services. This review 
was based on examination of procurement practices for OCTA.  

The study team also collected information about how OCTA has 
operated the Federal DBE Program. This includes information related to 
its goal setting, program eligibility, good faith effort requirements, etc.  

Appendix D is organized into the following two parts: 

 Procurement analysis; and 

 DBE Program implementation analysis. 

Procurement Analysis  
The State of California’s Public Contract Code requires public agencies, 
including cities and counties, to establish and follow specific guidelines 
when procuring construction, goods or services from vendors.  

OCTA purchases and enters into contracts for the following goods and 
services: 

 Materials and equipment (i.e., inventory and non-inventory 
items); 

 Public works projects; 

 Professional services; 

 Architectural and engineering services; and 

 Miscellaneous support services.1 

 

1 OCTA. (2021). “2021 Board of Directors Board Briefing Book.” Orange County 
Transportation Authority.  

The agency follows standard solicitation processes, which include 
requests for proposals (RFPs) and invitations for bids (IFBs). These rules 
can be based on the following: 

 The State of California’s Public Contract Code  
(PCC Division 2); 

 Rules and guidelines stipulated specifically by and for the 
contracting agency (subject to the State of California’s Public 
Contract Code); or 

 A combination of the above options. 

Figure D-1 summarizes OCTA procurement processes. The table shows: 

 Bidding thresholds; 

 Bidding requirements; 

 Basis for awarding contracts; 

 Rules regarding advertisement of contracts; and 

 Information about bonding and use of emergency contracts.  

Information is provided for contracts in different industries 
(construction, architecture and engineering services, goods and 
services). 
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D-1. OCTA procurement practices  

Bidding thresholds
Requiring competitive sealed 
bids/proposals

Above $50,000 Above $50,000 Above $50,000 Above $50,000

Request for quotations $2,501–$50,000 $2,501–$50,000 $2,501–$50,000 $2,501–$50,000

Micro-purchase $2,500 or below $2,500 or below $2,500 or below $2,500 or below

Bidding requirements
Competitive sealed bids/proposals Public advertising Public advertising Public advertising Public advertising

Request for quotations Quotations from as many qualified 
sources as available

Quotations from as many qualified 
sources as available

Quotations from as many qualified 
sources as available

Quotations from as many qualified 
sources as available

Micro-purchase No bidding required No bidding required No bidding required No bidding required

Means of public advertising Local newspaper and/or electronic 
and statewide trade publications

Local newspaper 
and/or electronic

Local newspaper and/or electronic Local newspaper and/or electronic

Basis for award
Competitive sealed bids Lowest responsive and responsible 

qualified bidder 
Lowest responsive and responsible 
qualified bidder

N/A N/A

Competitive sealed proposals Responsive proposer with the best 
responsive proposal

Qualifications, price and other factors Qualifications and other factors Qualifications and other factors

Request for quotations Lowest responsive and responsible 
qualified vendor who meets the 
required specifications

Qualifications, price and other factors Qualifications and other factors Qualifications and other factors

Micro-purchase $2,500 or below N/A (no bidding required) N/A N/A

Other
Provision for emergency purchases 
where bidding requirements waived

Yes Yes Yes Yes

Bonding requirements Bid bond of at least 10% 

100% performance and payment 
bond  (if $25,000+)

Optional Optional Optional

Construction
(public improvements)

Goods and services
(including non-A&E-related 
professional services)

A&E, photogrammetric mapping, 
transportation planning, land 
surveying 

Other services 
related to A&E
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Bidding Thresholds 

Different bidding requirements apply based on the size of the contract. 
For OCTA, threshold amounts for construction, goods and services and 
architecture and engineering related services contracts were as follows: 

 Micro-purchases ($2,500 or below); 

 Requests for quotations ($2,500–$50,000); and  

 Competitive sealed bids/proposals ($50,000 or above). 

Bidding Requirements  

The typical bidding requirements for the different types of OCTA 
procurements are as follows: 

 Micro-purchases. The contracting agency does not require 
competitive bids to award a contract. 

 Requests for quotations. The agency must solicit 
quotes/proposals from as many qualified vendors as possible 
to award a contract. 

 Competitive sealed bids/proposals. The contracting agency 
must publicly advertise and open the contract for bids or 
proposals.  

Basis for Award 

The typical bases used to award procurements are as follows: 

 Micro-purchases. Directly awarded to a vendor of the 
contracting agency’s choice. 

 Requests for quotations. Awarded to the vendor whose 
offer will best serve the interests of the contracting agency, 
considering factors like qualifications and/or price. 

 Competitive sealed proposals. Awarded based on ranking of 
proposed workscopes, qualifications, price and other non-
price factors. 

 Competitive sealed bids. Awarded to the lowest responsible 
bidder. 

Means of Advertising or Other Public Notice 

Public advertising is typically required for larger OCTA procurements. 
Advertisements can be placed in newspapers of general circulation as 
well as electronically. When done electronically, ads are normally placed 
within OCTA’s procurement website (i.e., CAMMNET). Additionally, a 
construction contract may also be advertised in a statewide trade 
publication. 
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Bonds 

Bid bonds can be required by OCTA during the competitive bidding 
process. Bid bonds are typically for at least 10 percent of the contract 
value. Performance and payment bonds for construction projects are 
also required and are usually for 100 percent of the contract value if the 
estimated cost of the contract is $25,000 or more.  

Emergency Contracts 

OCTA also has procurement guideline exemptions that allow for bidding 
requirements to be waived for emergency purchases. 

 

2 OCTA. (2020, July). “CAMM Policy Manual.” Orange County Transportation Authority. 

CAMM Policy Manual  

OCTA’s procurement and contracting policies are outlined in the 
Contracts Administration and Materials Management (CAMM) Policy 
Manual, most recently updated in July 2020.2 

OCTA’s procurement processes are standard. They have also “been 
vetted through FTA procurement specific audits as well as the FTA 
triennial audits with no [negative] findings.”3 However, there are two 
areas within the CAMM Policy Manual that can be improved to increase 
inclusivity and equity: 

 Bonding and insurance requirements. Assess bonding and 
insurance requirements for each contract and consider 
decreasing requirements for small procurement contracts 
fulfilled by small and disadvantaged businesses. This 
evaluation could be completed by OCTA’s Risk Management 
team. 

 Programs for non-federally funded contracts. Consider 
setting small business enterprise (SBE) goals for non-federally 
funded contracts to increase use of diverse firms and other 
small businesses. 

 

 

 

3 OCTA. (2021). “2021 Board of Directors Board Briefing Book.” Orange County 
Transportation Authority. 
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The Federal DBE Program provides for recipients of FHWA, FAA and FTA 
funds to set an overall goal for DBE participation and use DBE contract 
goals to meet any portion of their overall goal they do not project being 
able to meet using race-neutral means.4 However, federal regulations 
direct those operating the program to reduce or eliminate the use of 
contract goals to ensure that they do not result in exceeding the overall 
goal.5  

The following describes key aspects of the Federal DBE Program and 
how OCTA is currently operating the program. 

Overall Annual DBE Goal for FTA-funded Contracts 
OCTA submitted a triennial goal of 11 percent for DBE participation in its 
FTA-funded contracts for FFY2022–FFY2024. This goal is to be achieved 
through race-neutral and race-conscious means (race-conscious means 
include DBE contract goals).  

In recent years, OCTA has had success in meeting its overall DBE goal.  
In FFY2018, the agency had a DBE goal attainment of 34 percent, 
significantly above its goal of 10 percent for the period. Similarly, it met 
its DBE goal of 11 percent for FFY2019 and FF2020 with DBE goal 
attainments of about 13 percent and 11 percent respectively. 

 

4 49 CFR Section 26.51(d). 

 

  

5 49 CFR Section 26.51(f)(2). And, if an agency exceeds its overall goal in two 
consecutive years through the use of contract goals, it must reduce its use of contract 
goals proportionately in the following year (see 49 CFR Section 26.51(f)(4)). 
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Use of DBE Contract Goals 
OCTA has used DBE goals on certain USDOT-funded contracts to help it 
achieve its overall DBE goal. The Federal DBE Program outlines proper 
use of DBE contract goals, including: 

 Only setting DBE contract goals on USDOT-funded contracts 
that have subcontracting possibilities;6 

 Not having to set a DBE contract goal on every USDOT-funded 
contract;7 

 The fact that a DBE goal for a specific contract is set separately 
from the overall DBE goal, and that it may be higher or lower 
than the overall goal depending on factors such as the type of 
work involved, the location of the work and the availability of 
DBEs for the work of the particular contract;8 and 

 A DBE contract goal should not be divided into subgoals for 
specific DBE groups.9 

Good faith efforts. Bidders or proposers comply with a DBE contract 
goal by making good faith efforts to meet it. A bidder or proposer can 
show this in one of two ways: 

 By meeting the contract goal with verified, countable DBE 
participation; or 

 Documenting that it made adequate good faith efforts to 
meet the goal, even though if it did not succeed in doing so.10 

 

6 49 CFR Section 26.51(e)(1). 
7 49 CFR Section 26.51(e)(2). 

8 Ibid.  

OCTA requires that evidence of a good faith effort be submitted by a 
bidder upon submission of their bid. Each solicitation for which a 
contract goal has been established requires the bidder to submit the 
following details: 

 The names of DBE firms that will participate in the contract; 

 A description of the work that each DBE will perform; 

 The function/role that each DBE will be playing for the 
contract; 

 The dollar amount of the participation of each DBE firm 
participating; 

 Written and signed documentation of commitment to use a 
DBE subcontractor whose participation it submits to meet a 
contract goal; and 

 If the contract goal is not met, evidence of good faith efforts. 

OCTA also reviews documents submitted by a bidder on contracts with a 
DBE goal to determine whether the bidder has satisfied the good faith 
efforts requirement to utilize DBE firms. If the Authority determines 
that a bidder did not make good faith efforts to meet the contract goal, 
the bidder or proposer may request administrative reconsideration.  

DBE Termination. Once the prime contractor has identified a DBE 
subcontractor to meet a contract goal, it may not terminate that 
DBE or substitute another DBE without the Authority’s prior 
consent. 

9 49 CFR Section 26.51(e)(4). 
10 49 CFR Section 26.53(a).  
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Eligibility for DBE Program Certification 
Minority and women-owned firms that have been certified as DBEs by a 
certifying agency of the California Unified Certification Program (CUCP) 
can be counted towards satisfaction of a DBE goal. For a firm to be 
classified as a DBE in OCTA procurements, at least 51 percent of it must 
be owned by one or more individuals who are both socially and 
economically disadvantaged, and the management and daily business 
operations should be controlled by that individual or individuals. DBEs 
that have been certified by agencies in other states may also be eligible 
for DBE Program certification through CUCP’s certification application. 

Other Efforts to Promote Equity and Inclusion in 
OCTA’s Procurement Process 
The agency has made efforts to increase the participation of DBEs and 
other economically disadvantaged firms (e.g., SBEs) in its procurement. 
Except for the application of contract goals, the same efforts are made 
for federally and non-federally funded contracts. These initiatives are 
summarized below. 

Providing online resources to DBEs and other disadvantaged firms 
related to contracting opportunities. The agency has made 
information available on its website for firms that are interested in 
participating in OCTA procurement. This includes information about 
contract opportunities. To promote the participation of DBEs and other 
small businesses, the Authority has also made it possible for businesses 
to receive direct notifications for contracting opportunities with OCTA 
and for them to be able to directly reach out to primes when they 
download bid/proposal information. 

Providing technical assistance. The agency also assists businesses that 
are interested in learning more about working with OCTA or 
participating in the DBE Program. In many cases, OCTA also provides 
direct contact information for firms to reach out for assistance.  

Providing training videos for DBEs/SBEs. OCTA also provides video 
training materials for DBEs/SBEs on how they can perform work with 
the agency. These training materials cover a variety of topics that are 
important to doing work with OCTA, such as bonding and working as a 
prime in public contracting.  

Monitoring prompt payment. The agency monitors payments that its 
prime contractors make to subcontractors to ensure that DBEs and 
other firms with subcontracts are paid in a timely manner. If a prime 
does not pay subcontractors promptly, they are subject to OCTA 
penalties. 

Outreach to DBEs and disadvantaged firms. To increase the pool of 
DBEs and other firms that participate in OCTA contract opportunities, 
OCTA has also adopted practices such as setting up events for these 
firms to meet with procurement staff, sending information about 
contracting opportunities directly to vendors and collaborating with 
organizations such as the Small Business Administration (SBA) to make 
information more widely available for firms interested in public 
contracting. 

Restricting contract specifications. OCTA procurement staff work with 
project managers to minimize any restrictive contract requirements. 

Unbundling contracts. OCTA staff also try to unbundle large contracts 
to create smaller job opportunities, which make it easier for DBEs and 
disadvantaged firms to bid on OCTA contracts. 

Bonding assistance. The agency has also offered bonding assistance to 
firms interested in participating in OCTA’s contracts. The Authority has 
provided resources on how firms can become bonded and reevaluates 
bonding requirements to see if these can be relaxed for certain 
contracts. 
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Situational analysis. In 2021, OCTA conducted a situational analysis of 
equity procurement efforts and diverse small business outreach. The 
agency’s assessment found that small businesses “often feel that they 
don’t have the time nor the resources to be able to compete in OCTA’s 
procurement process.” Consequently, the agency laid out a plan to 
assist firm owners in participating in procurement and “increase their 
competitive bidding potential.”11 

OCTA announced it will reduce bidding barriers encountered by small 
firms in the following ways: 

1. Clarify procurement processes on the OCTA procurement 
website, CAMM NET, as well as through hands-on training. 

2. Spotlight winning proposals by minority-owned firms. 

3. Create networking and partnering opportunities between 
small and large firms. 

4. Identify additional real and perceived barriers via audits and 
listening tours. 

The agency outlined 15 direct actions it plans to take to improve 
procurement processes and achieve these four goals. 

 

11 Communications Department. (2021, November 24). “Diverse Small Business 
Outreach: Communications Plan.” Orange County Transportation Authority. 
12 Communications Department. (2022, Feb). “OCTA Small Business Summit.” Orange 
County Transportation Authority. 

Small Business Summit. In February 2022, the agency held a small 
business summit for local firms to participate in. The summit included 
information and recommendations regarding: 

 The agency’s Small Business Program; 

 Bid preparation; 

 Building capacity and capital; and 

 Maximizing opportunities at OCTA. 

Additionally, participants were able to have a meet-and-greet with 
prime contractors to build business networks and create new 
opportunities.12 

Federal Transit Administration Triennial Review. In 2019, OCTA 
completed a Federal Transit Administration (FTA) triennial review, 
which found the agency to be “among the best they’ve seen in the 
nation” regarding procurement, DBE programs and compliance with 
Title VI. The FTA reported that there were “‘no findings’ for 
improvements’” within OCTA.13 

 

 

13 OCTA. (2019, De. 18). “FTA Report Shows High Performance of OCTA Transit 
Operations.” Orange County Transportation Authority. 
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To assess methods and barriers to developing and maintaining equity in 
internal operations, Keen Independent reviewed OCTA workforce and 
procurement policies and procedures. This assessment was conducted 
with a focus on advancing OCTA practices towards becoming a more 
equitable and inclusive space, where all feel a sense of belonging.  

This report summarizes these analyses and is organized in the following 
sections: 

 Analysis of OCTA workplace policies, programs and 
procedures; and 

 Recommendations. 
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Analysis of OCTA Policies, Programs and Procedures 
OCTA employs roughly 1,398 people. A portion of those employees are 
represented by the following bargaining units: 

 Transportation Communications Units/International 
Association of Machinists and Aerospace Workers  
(TCU/IAM-AW); and 

 Teamsters Local 952. 

This section summarizes key OCTA policies that impact all employees 
(represented and non-represented) which were provided to the study 
team. Keen Independent analyzed each with a focus on issues related to 
diversity, equity and inclusion. The team then generated 
recommendations to address any gaps or inconsistencies.  

Recruitment programs. OCTA’s workforce approximately reflects  
Orange County’s demographic makeup for Hispanic Americans and 
Asian Americans and has greater percentages of African Americans and 
multiracial individuals working at OCTA than living in the county.1 
However, there can be jobs that have lower representation of people of 
color.  

Women comprise 32 percent of the OCTA workforce.  

Demographic characteristics of the workforce are shown in the figure to 
the right (Figure E-1). 

 

1 OCTA. (2021). “Diversity. Equity and Inclusion.” Orange County Transportation 
Authority. Retrieved December 29, 2021, from http://www.octa.net/About-
OCTA/Diversity-Equity-and-Inclusion/ 

E-1. Changes in OCTA workforce as of December 2021 

 
Source: OCTA. (2022, April 25). “Equal Employment Opportunity and Affirmative Action Plan.” 
Orange County Transportation Authority. 
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OCTA has heavily utilized internships and training programs to increase 
the diversity and skills of candidates and staff. The following are some 
such programs. 

Internships. OCTA offers competitively paid, year-long internships for 
college students that provide real-life work experience, mentorship and 
career counseling. Additionally, interns can attend the Internship 
Development Academy for professionalization, and are eligible to apply 
for higher education scholarships.2  

Mechanic Internship Program. OCTA has partnered with  
Valley High School in Santa Ana to create an internship program for  
high school students interested in entering the automotive field. 
Students can work hands-on with OCTA Journeymen Mechanics.3 

Mechanic Helper Program. The agency has an expanded mechanic 
training program designed to train motivated high school and college 
students in bus mechanics and set them on the path to join the agency’s 
formal mechanic apprenticeship program.4 

 

2 OCTA. (2021). “College Internships.” Orange County Transportation Authority. 
Retrieved December 29, 2021, from https://octa.jibeapply.com/collegeinternships 
3 OCTA. (2021). “OCTA Inventory: Actions, Programs, Policies and Practices Related to 
Equity and Social Justice Issues.” Orange County Transportation Authority. 

General policies. This section outlines OCTA’s general workforce 
policies. 

Code of Conduct Policy. OCTA has established policy to standardize 
employee and agency conduct and set expectations. These standards 
are outlined briefly in the 2021 Board of Directors Board Briefing Book, 
and fully outlined in Code of Conduct Policy documents, most recently 
updated in November 2020.5 OCTA’s Code of Conduct Policy is 
comparable to other peer public agencies. The following are two items 
within the Policy that OCTA might consider augmenting. 

 Whistleblower Protection. The whistleblower protection 
section provides formal protection to any staff “who reports a 
potential ethics issue, whether or not the allegation is found 
to have merit.” Language in this policy is standard, however it 
could benefit from information about the whistleblowing 
process. For example, whether staff should use the ethics 
hotline or the online portal, Ethicspoint, to make such claims. 

 Workplace Harassment. The workplace harassment section 
provides definitions of harassment and discrimination, as well 
as expectations for employee behavior. Language in this 
section is standard, however, it can be improved by including 
information about Equal Employment Opportunity (EEO), as 
well as workplace harassment complaints and investigations 
processes. 

4 Ibid. 
5 OCTA. (2020, November 9). “Code of Conduct Policy.” Orange County Transportation 
Authority. 
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Employees are required to review the Code of Conduct Policy alongside 
the Equal Employment Opportunity and Affirmative Action Policies at 
initial hire, as well as when these documents are updated. OCTA has 
begun using the Halogen online acknowledgement portal to ensure all 
staff are informed of these materials.6 

Equity Inventory Framework. OCTA developed an Equity Inventory 
Framework to guide internal and external efforts and operations. The 
framework contains five elements of focus: 

 People. “We consider the people we serve whether they be 
our partners, our employees or our communities.” 

 Policies. “We implement courses of action and adopt 
guidelines to identify clear and consistent means of attaining 
our goals.” 

 Programs. “We develop, fund and manage ongoing systems 
that address the needs and enrich the lives of those we 
serve.” 

 Projects. “We develop, fund and manage efforts that explore 
new ways of attaining our goals or evaluating our progress.” 

 Partnerships. “We collaborate with those who have similar 
goals to broaden understanding, diversify resources and build 
momentum.”7 

 

6 Internal Communications eNews Blast. (2020, November 23). “Requirement to Review 
Code of Conduct, Equal Employment Opportunity/Affirmative Action Policies.” Orange 
County Transportation Authority. 

Equity frameworks, such as OCTA’s, have been increasingly common 
across transit organizations and other public entities. The agency’s 
framework is well rounded and touches on equity across all pertinent 
stakeholders (e.g., employees, customers, community members, 
contractors and partners). 

Mission, Vision and Values Policy. In February 2021, OCTA updated 
its Mission, Vision and Values Policy, which outlines the agency’s focus 
on: 

 Integrity; 

 Can-do spirit; 

 Customer focus; 

 Communication; 

 Teamwork and partnership; and 

 Safety.8 

While this policy hints at the importance of diversity, equity and 
inclusion, it does not state outright a need to emphasize these 
elements. Therefore, OCTA could benefit from incorporating elements 
of DEI into existing mission, vision and values statements. 

7 OCTA. (n.d.). “Equity Inventory Framework: The 5 ‘Paths’ of Equity.” Orange County 
Transportation Authority. 
8 OCTA. (2021, February 9). “Mission, Vision and Values Policy.” Orange County 
Transportation Authority. 
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Workplace policies and climate. This section details policies related to 
employee training, workplace climate and other related practices. 

Promoting gender expression and inclusivity. In July 2021, OCTA 
staff were encouraged by the Human Resources and Organizational 
Development Department to broaden their concepts and knowledge of 
gender and pronoun usage to promote feelings of inclusivity throughout 
the workforce. The notification recommended the following to 
employees: 

 Consider gender-inclusive language when communicating with 
coworkers (written and verbal); 

 Identify personal pronouns in email signatures; and 

 Expand knowledge about gender pronoun usage and  
State of California transgender workplace rights.9 

Such organization-wide messaging is informative and introduces new, 
inclusive concepts to employees in a welcoming manner without 
pressure.  

 

9 McJilton, M. (2021, July 14). “Promoting Gender Expression and Inclusiveness in the 
Workplace.” Orange County Transportation Authority. 
10 OCTA. (2021). “2021 Board Briefing Presentation (03-01-2021).” Orange County 
Transportation Authority. 

DEI-related training given to OCTA staff. OCTA has provided the 
following equity-related training to staff: 

 Unconscious bias sensitivity training (mandatory) titled, 
“Unconscious Bias: Understanding Bias to Unleash Potential, 
developed by FranklinCovey, a business training 
organization.10 The cost of this training is $90,050 in personnel 
costs and $22,500 in material licensing.11 

 Workplace harassment prevention training (mandatory), 
provided every two years to all staff, which includes sections 
on discrimination, retaliation, abusive conduct and bystander 
intervention.12 The cost of this training is unknown. 

 Standardized interview training for human resources staff 
involved in hiring processes.13 The cost of this training is 
unknown. 

Professional development. OCTA also offers interested staff 
professional development opportunities. Classes include: 

 Leadership Development Academy; 

 Management Development Agency; 

 Early Career Academy; and 

 Intern Development Academy. 

11 Espy, J. & Zlotnik, J. (2021, September). “Email: Funding for Unconscious Bias.” 
Orange County Transportation Authority. 
12 OCTA. (2021). “OCTA Inventory: Actions, Programs, Policies and Practices Related to 
Equity and Social Justice Issues.” Orange County Transportation Authority. 
13 Ibid. 
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These trainings typically are in-person, however during COVID-19 have 
transitioned to be virtual.14 

Employee Rotation Program. OCTA practices employee rotation, 
which exposes selected staff to new facets of OCTA operations and the 
workplace. Such programs have been found to: 

 Motivate and retain participating employees; 

 Increase skills and capacity; and 

 Assist participants in creating broader networks. 

However, job rotation programs are not without disadvantages. Many 
organizations lack an understanding and recognition of value 
accumulated through such programs. Additionally, participating 
employees may lose some specialization that they originally were hired 
for, as well as become less productive in particular tasks.15 

Employee Engagement Survey. In the spring of 2021, consultant 
McLean and Company performed an employee engagement survey, 
which provided information about OCTA workplace climate. Survey 
results showed the following: 

 OCTA employees have grown more engaged in the agency, 
compared to 2020 survey results. Additionally, OCTA 
employees were more engaged than other organizations of 
similar size and scope overall. 

 

14 OCTA. (202). “2020: A Progress Report on OCTA Accomplishments.” Orange County 
Transportation Authority. 

 Most employees are proud of the work they do, feel that their 
efforts contribute to the success of their department and 
regularly offer help to coworkers. 

 Three areas that respondents noted could be improved were:  

 Department relationships;  

 Senior management relationships; and  

 Company potential. 

 Employees reported that OCTA’s competitiveness of 
compensation was average among peer organizations. 

OCTA should continue assessing employee engagement and sentiment 
on a regular basis (e.g., annual or biennial), as findings provide broad 
insight into the workforce and highlight common issues. It should 
expand the survey to be organization-wide, including operations staff. 

 

15 Leddy, C. (2017). “The Benefits and Challenges of Job Rotation.” Forbes. Retrieved 
December 29, 2021, from https://www.forbes.com/sites/adp/2017/12/05/the-benefits-
and-challenges-of-job-rotation/?sh=164b13b16ff5 
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Recommendations 
Based on information discussed in this report, Keen Independent 
recommends OCTA consider the following:  

 Including information about Equal Employment Opportunity 
(EEO) and the EEO complaints and investigations processes 
into the Code of Conduct Policy. 

 Add more information about the whistleblowing process to 
the Code of Conduct Policy, particularly how staff should make 
claims (e.g., by ethics hotline, online portal, Ethicspoint,  
in-person claim to Human Resources or other method). 

 Continue current approach to organization-wide messaging 
regarding the expansion and inclusion of diverse concepts, as 
was used with gender pronouns. 

 Consider incorporating elements of DEI into the existing  
Mission, Vision and Values Policy. 

 Continue implementing DEI-related training that is 
appropriate in topic and tone and does not occur so often as 
to induce training-fatigue or cynicism from staff. 

 Continue conducting OCTA-wide employee surveys with all 
employees on an annual or biennial basis to gauge 
organizational sentiment. 
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Keen Independent Research conducted in-depth interviews and 
attended group meetings with a broad range of Orange County 
Transportation Authority (OCTA) staff to gain a better understanding of 
diversity, equity and inclusion (DEI) at the agency and within the 
community. The study team interviewed 26 members of the leadership 
and staff over the course of the study. Interviews were conducted 
virtually.  

The in-depth interview analysis consists of the following sections: 

 Internally focused equity; 

 Equity and fairness in how OCTA serves the Orange County 
community; 

 Community engagement efforts; 

 OCTA’s current approach to equity; 

 Constraints to equity at OCTA; 

 DEI and employment data; 

 Equity in OCTA’s procurement processes; 

 Improvement to equity at OCTA; and 

 Impacts of legislation on equity at OCTA. 

Examples of key topics are found in the following sections.

Source:  OCTA, Ted Nguyen. 
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Keen Independent asked interviewees to describe equity and 
fairness within OCTA. Responses varied among interviewees.  

Opportunities Based on Job Role 
Several interviewees reported that internal equity and fairness practices 
vary based on job role. For example, one interviewee commented that 
opportunities such as supervisor training are offered to administrative 
employees during the workday, but coach operators must attend the 
training on their own time. 

Another interviewee added that she did not believe there were any 
issues related to fostering diversity, but later found that diverse 
employees face many barriers within the agency. 

Diverse Employees  
Another interviewee indicated that OCTA makes efforts to increase 
equity for women by providing opportunities for female employees to 
learn new skills and work within the Maintenance Division. The same 
interviewee added that OCTA has an Affirmative Action program with 
goals in place to ensure women are afforded the opportunity to work in 
the maintenance division but added that it has been difficult to meet 
the goals. 

One interviewee indicated that OCTA is making a good effort to 
maintain and increase equity within the agency. 

We have programs that foster [diversity], and they’re open to 
anyone. This discussion is an interesting one to me because I didn’t 
think about it a lot because it was just in my mind part of who we 
already were — [that] there are not barriers here. But talking to the 
staff, as this issue became more front and center for folks, [there are 
barriers] for folks, whether it [is] actual or their perception of it, and 
then sort of working to overcome those challenges .… 

OCTA leadership 

I think to a certain degree there’s … more diversity in the operations 
group, and I think the organization still struggles with people in 
operations figuring out how they can knock on the door in another 
division or another function and create opportunity, and they’re 
nervous about applying; they see it as a separate organization, which 
it’s not. 

OCTA leadership 

We do have an Affirmative Action program, and we do [have] goals, 
and we try to get more females into the maintenance space. It has 
been very difficult to meet those goals. 

OCTA leadership 

Internally I think we do a good job about being inclusive [and] 
making sure people’s voices are heard. 

OCTA leadership 
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Several interviewees described equity-related practices at OCTA. 

Equity-Related Practices at OCTA 
Regarding equity-related practices at OCTA, one interviewee reported 
that building relationships with colleagues is an important equity-
related practice. Another interviewee added that meeting virtually has 
fostered a sense of camaraderie among employees as people are more 
likely to participate in virtual meetings.  

One interviewee indicated that OCTA has made considerable efforts 
related to DEI over the past year and that it is currently making up for 
lost time. One comment suggested that DEI is “the flavor of the 
decade,” suggesting that OCTA is now more active in response to state 
and national trends.  

Recruitment and Hiring 
An interviewee reported that hiring staff at OCTA visited a nearby  
high school to recruit potential employees for mechanic jobs and that 
half of the interns hired were female. She added that applicant pools 
are typically diverse, especially in more recent years, but noted that it is 
difficult to recruit women to coach operator positions.  

One interviewee remarked that OCTA has an equitable recruiting 
process because the applicant pool is quite diverse. 

Complaints Process 
One interviewee reported that OCTA has a complaints process in place 
but added that there should be a process for employees to suggest new 
ideas as well. Another interviewee reported that OCTA has not received 
race- or gender-related complaints in recent years.  

Just the relationship-building that we do, getting to know folks, what 
we do, what they do, developing a professional friendship … I just got 
back from a … conference, where we got to interact with our peers 
within different industries. 

OCTA leadership   

[DEI is] the flavor of the decade. 

OCTA staff member  

We had interns [previously] come into the maintenance [area] and it 
was half male and half female. And we will start that up again once 
schools are sort of back to normal. 

OCTA leadership  

Internally as far as our hiring process … I think we do a pretty good 
job on recruiting … the industry has a pretty diverse audience that 
wants to come in and work for us. 

OCTA leadership 

[OCTA should have] a process for employees to suggest new or 
innovative ideas. 

OCTA staff member 

We’ve had complaints that it’s kind of interesting that only Hispanics 
get promoted, yet we have … three base managers … that are African 
American, but that was the latest big complaint. It was because 
people didn’t get promoted up into the bus operations position, which 
then leads to them getting those higher-level management positions. 
But then we resolved it [and] we found no bias. 

OCTA leadership 
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Interviewees were asked to describe equity and fairness in how OCTA 
serves Orange County.  

Equity in Transit Projects 
One interviewee reported that although freeways and transportation 
corridors were established long before OCTA, the agency still has a 
responsibility to maintain and increase equity in transportation.  

Another interviewee added that OCTA considers equity within the 
community when planning for projects like the OCTA streetcar.  

Community Outreach  
Regarding external equity, one interviewee noted that it is important for 
members of the community to understand how they can participate in 
project processes and added that OCTA would like to ensure that the 
community is aware of the agency’s role in Orange County.  

The same interviewee commented that it is important for OCTA to 
acknowledge whether its projects are representative of and have the 
support of its community members.  

Regarding OCTA’s past community outreach efforts, one interviewee 
commented that the agency established the Diversity Outreach team 
and that the team is very involved with OCTA’s communities. In addition 
to the Diversity Outreach team, OCTA also releases a quarterly diverse 
communities outreach report.  

We’re still a new organization, 30 years old, [and] we don’t 
necessarily have past decisions that we’re trying to rectify, but we 
have to be thoughtful about making sure we don’t create those 
mistakes of the past and that we have the opportunity to do it better 
going forward. 

OCTA leadership 

The streetcar is a great … example [of equity-related efforts], [and] 
frankly there are any number of projects that we’ve undertaken that 
we have the same considerations …. 

OCTA leadership 

[We want to know] whether our outreach efforts are working … I 
think … the base of things is to make sure that people know who we 
are. 

OCTA leadership  

One of the things that OCTA did a long time ago … is they created a 
diversity outreach team …. The person that heads that up is very 
engaged with communities throughout Orange County, so I think we 
have a good baseline. I think there’s some [room for] improvement … 
we have some work to do there, but I think we’re heading in the right 
direction. 

OCTA leadership 

I like to really dig into [the quarterly diverse communities outreach 
report] and talk to the staff who prepare that report and get some of 
those details. 

OCTA leadership 
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Interviewees described community engagement in how it relates to 
equity and inclusion at OCTA. Some interviewees discussed whether 
community engagement efforts have been successful in impacting 
equity and inclusion.  

Community Engagement Practices 
Citing results of the COVID-19 pandemic, several interviewees explained 
that virtual meetings have increased community participation and 
interaction because participants do not need to travel to participate.  

An interviewee commented that setting up booths or going to fairs is an 
effective form of community engagement. Another interviewee added 
that OCTA relies on its external affairs team to engage with the 
community by going to meet them where they are.  

Successes/Challenges  
Several interviewees reported that OCTA is successful in its community 
engagement practices. One interviewee added that outreach materials 
are translated to different languages which contributes to the success.  

Regarding challenges, one interviewee noted that there are challenges 
related to virtual meetings as some community members do not have 
access to the internet. He added that accessing some groups within the 
community is more difficult than others, and that OCTA must do more, 
such as attending church events and visiting shopping centers to reach 
those groups.  

One interviewee noted the success of a recent community outreach 
meeting due to OCTA’s direct engagement and collection of input from 
all attendees.  

[As] a result of the pandemic … [we have] the ability to go out to these 
meetings virtually. So that’s one method where we’re getting more 
interaction because people don’t have the drive time. 

OCTA leadership 

We’ve found that we’re putting several of our projects or planning 
studies together and going out where we can meet the community 
where they live, so going to fairs … [or] festivals, and then putting up 
a booth, either for active transportation or for our long-range 
transportation plan, and then so when they come, we can [ask] 
questions on several of these studies [at once]. 

OCTA leadership 

We also have the way we do our outreach …. We do it very well …. We 
look at particular communities, whether it’s the Vietnamese 
community in Garden Grove, the Asian community maybe in Irvine, 
the Hispanic communities all over, and we seek to put [outreach 
materials] out in different languages …. 

OCTA leadership 

So virtual is great, but there’s at least a handful of communities 
where we have to go to them and be very proactive in terms of 
communication and outreach. 

OCTA leadership 

[OCTA] knew the people attending [the meeting], engaged directly 
and got input from everyone. 

OCTA staff member 
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Keen Independent asked interviewees to describe OCTA’s current 
overall approach to equity. Some reported a fragmented approach 
while others described cohesive efforts by OCTA to increase equity.  

Equity as an Idea 
One interviewee reported that equity-related efforts at OCTA consist of 
a series of separate initiatives and not a cohesive strategy.  

Another interviewee commented that OCTA must develop a cohesive 
vision of equity at the Authority to gain the support of the community. 

When asked if the OCTA implements a cohesive DEI strategy, one 
interviewee commented that it varies by division and groups of people 
within the agency.  

Changes to OCTA’s Approach to Equity 
Another interviewee indicated that the current Board is becoming more 
focused on social issues and issues related to diversity and equity. The 
same interviewee added that the change to the Board’s approach to 
equity is leading to the incorporation of diversity and inclusion efforts in 
projects and programs. 

One interviewee commented that he has observed OCTA evolve in its 
approach to externally focused equity but must work to improve equity 
within the organization. 

Equity in Employee Evaluations 
One interviewee indicated that OCTA makes efforts to flag and resolve 
biases in its employee evaluation processes.  

 

I think that if we … consider adopting a wide-ranging social equity 
statement, we would have some resistance … but I think if we take 
pieces over time and show that they … are supportive of the 
community, I think that’s a better approach …. 

OCTA leadership 

We need to have a better vision so that people can really get on board 
with [our equity strategy]. 

OCTA leadership 

I think there are parts of the organization that do a better job of 
[implementing a cohesive DEI strategy than others] …. 

OCTA leadership 

[The organization] has changed and morphed over time, just as we 
are seeing the population as a whole change and morph over time .… 
We have Board [members] who are now a lot more focused not just 
on projects and programs and money, they are focused on social 
issues and things of that nature … and that [culture shift is leading to] 
… this discussion and more inclusion of these types of efforts and 
projects and programs in the things that we do. 

OCTA leadership 

[OCTA has not done well at] taking care of ourselves [internally in 
budgeting and staffing]. 

OCTA staff member 

[For] talent assessments … we have managers [assess their 
employees’ potential and performance] …. After the managers go 
through all that … is it all white people that are [rated as] high 
potential [and] high performer? 

OCTA staff member 
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Keen Independent asked interviewees whether there are any current or 
future constraints that affect how OCTA implements equity and 
inclusion practices. 

Hierarchical Constraints 
One interviewee reported that it is difficult to determine where 
improvements can be made to equity and inclusion practices due to the 
top-down nature of working with the state and federal government.  

Another interviewee reported that local governments make the final 
decisions regarding implementation of projects that consider equity and 
any effects, positive or negative, on diverse communities.  

Regarding constraints to equity and inclusion at OCTA, one interviewee 
reported that management is often resistant to new ideas.  

Consistent Definition of Terms 
An interviewee added that having a more consistent approach to equity 
when working with state, federal and local requirements would be 
helpful.   

Two interviewees reported that the definition of a disadvantaged 
community varies between federal, state and regional agencies and that 
they interpret equity and diversity differently. One of the interviewees 
indicated that the State’s definition of a disadvantaged community 
limits the implementation of Active Transportation Projects because the 
definition is so strict.  

Ideally it would have been nice to have a bottom-up ability to define 
… where we can make improvements, but [instead] we’re getting a lot 
of top-down [direction] from [various agencies] … I think that really 
ties our hands to create a more Board-driven paradigm on how we 
look at things …. 

OCTA leadership 

While we can make a recommendation … that considers equity and 
impacts or benefits to disadvantaged communities, the ultimate 
implementer on many of these projects is the local agencies. 

OCTA leadership 

Change management …. Any time I bring a new idea forward [people 
ask], ‘Why are we doing this? Why would we want to do this?’ 

OCTA leadership 

Maybe a more consistent [equity] playbook for us that’s not all over 
the board when we deal with the state, federal and local 
[requirements]. 

OCTA leadership 

From the legislative perspective I would say there’s a huge push right 
now to target our investments to more disadvantaged communities, 
however that’s defined — there’s a different federal definition, state 
definition, local definition …. 

OCTA leadership 

There is quite a lot of diversity of definition[s] when it comes to 
disadvantaged communities …. [F]ederal and state and regional 
agencies … all take a little bit of a different lens on the equity and 
diversity issue. 

OCTA leadership 
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Keen Independent asked interviewees whether they have access to good 
data regarding equity and inclusion at OCTA.  

Inadequate Data 
One interviewee reported that more comprehensive data would be 
helpful for understanding where OCTA needs to make improvements in 
recruiting potential employees.   

The same interviewee added that it is difficult to get clean data and that 
sometimes, when employee data are pulled, it proves to be inaccurate.  

Employee Separations Data 
Another interviewee reported that African American women leave the 
coach operator job more often than any other group and added that it 
is difficult to get employees who have left OCTA to fill out a separation 
survey.  

Regarding the employee exit interview process, one interviewee 
explained that the process could be improved. She added that the 
employee exit survey data is not very helpful.  

Employee Retention 
One interviewee noted the high turnover rate of recent college 
graduates hired at OCTA and suggested that OCTA must develop a good 
retention plan to keep employees.  

Another interviewee reported that some employees leave because they 
are unable to come to an agreement with OCTA on a small percentage 
increase in pay. He added that OCTA has room for improvement for 
retaining employees.  

Data. I just can’t get it. I’d like to have more of it. I’d like to 
understand more where we need to be [with] recruiting [and] 
attracting people, but I get it quarterly. 

OCTA leadership 

[The] data is not as good as it should be. We have an old HRIS system 
…. To pull our Affirmative Action [data] …. [We are] getting a new 
HRIS system, but it’s two years away …. [We] cannot get good, clean 
data and I can’t pull it myself …. 

OCTA leadership 

African American females leave the coach operator job at a higher 
rate than any other group, followed by male African Americans, and 
I’ve asked that question for three years — Why is it that that group 
leaves at a higher rate than everybody else? …. [People] don’t know 
the answer to it …. The issue is that, on the coach operators, we have 
a hard time getting them to fill out our survey …. We’ll get the retirees 
to fill out the survey … but we won’t get the people that are just 
quitting. 

OCTA leadership 

Not much information can be gathered from the [employee exit 
survey]. 

OCTA leadership 

OCTA needs a good retention plan. 

OCTA staff member 

Sometimes a two percent request is denied only to end up spending 
more in losing employees … OCTA could do better at retaining good 
employees. 

OCTA staff member 
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Several interviewees provided insights related to equity in procurement 
at OCTA.  

DEI in Procurement  
One interviewee reported that DEI in procurement is important as 
business opportunities for diverse firms are prioritized at OCTA. Another 
interviewee added that OCTA does not have a policy in place for local 
vendor preferences and that the organization currently seeks out lowest 
cost and best value for taxpayers.  

Regarding legislation that would require OCTA to make certain 
considerations when awarding contracts, one interviewee noted that 
the person proposing the legislation may see it as a benefit to equity 
and inclusion, but others may see it as a hindrance to delivering projects 
due to higher costs.  

One interviewee reported that pending legislation may change OCTA’s 
contracting processes to prioritize local businesses and added that 
efforts are being made at the state level to allocate portions of funding 
to disadvantaged communities.  

You get … tension when you see legislation being proposed that might 
require us to [consider] certain factors when awarding contracts or 
requiring more unionization effort …. Whoever’s proposing it may 
see it as the solution to allow more equity [and] inclusionary 
practices, but someone else might say, ‘No, that actually makes it 
harder to deliver projects, more expensive and we can’t do as much 
with the funding and ensure that that we can improve mobility for 
the broader population.’ I think it depends on your hat. 

OCTA leadership 

I think that there’s pending legislation … that would change some 
priorities related to our contracting for transportation projects to 
prioritize local preference [including] some income-based 
[requirements]. 

OCTA leadership 
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Finally, Keen Independent asked interviewees to report whether  
they believe there are opportunities for improvement to OCTA’s  
equity-related efforts.  

Improvement Over Time 
When asked if OCTA’s equity practices have improved or worsened over 
time, one interviewee reported that OCTA has always had the 
Affirmative Action plan in place, but that the DEIB team was borne out 
of events happening around the country. 

One interviewee described improvements to OCTA’s equity processes as 
an “evolution.” 

Another interviewee cited several initiatives at OCTA that have 
improved equity within the agency. 

DEIB Team 
One interviewee reported that belonging was added to create DEIB to 
ensure that employees feel as though they fit in when they are at work. 

Noting the role of the DEIB and Equity Task Force teams, one 
interviewee reported that equity-related efforts should be integrated 
throughout OCTA and not the responsibility of one team. 

Mentor Program 
An interviewee added that OCTA will incorporate a mentor program at 
the bases for new hires. 

Some interviewees reported that there is room for growth, especially 
related to helping diverse employees move up within OCTA. 

The DEIB team was sparked out of the things that were happening in 
the country …. We had the Affirmative Action plan … but that was 
never enough …. I think it gave us the springboard to get the rest of 
the employees involved …. 

OCTA leadership 

There’s been an evolution [in terms of equity processes] …. 

OCTA leadership 

OCTA has made positive changes that include providing Unconscious 
Bias training, improvements to the selection process, forming the 
DEIB and Equity Task Force and recognizing important holidays. 

OCTA staff member 

The DEIB team … the reason why we added belonging was because … 
you can get hired in, and you can have the same job as somebody 
else, but do you ever feel like you belong? 

OCTA staff member 

There should be more integration, responsibility and investment of 
time and resources across the organization and not just one team 
doing all of the work.] 

OCTA staff member 

 [We are] planning on doing … a mentor program at the bases, so 
[new hires] have somebody that they can turn to when they’re 
struggling …. 

OCTA leadership 

Folks don’t feel that the right doors are being opened for them …. 

OCTA leadership 
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Some interviewees discussed the impacts of legislation on equity in the 
community. 

Pending and Proposed Legislation 
One interviewee reported that efforts related to funding ensure funds 
are distributed across a wide variety of projects to serve disadvantaged 
communities. 

The Justice40 Initiative requires the U.S. Department of Transportation 
to distribute at least 40% of funds from federal investments to 
disadvantaged communities through improvements to transportation 
infrastructure and public services.1 In reference to this initiative, one 
interviewee reported that it will impact OCTA decision-making at the 
federal level. 

Regarding proposed legislation, an interviewee indicated that one bill 
would require OCTA to survey specific demographic groups to 
understand how it can make public transportation safer with the goal of 
increasing ridership.

 

1 U.S. Department of Transportation. (n.d.). “Justice40 Initiative.” Retrieved on August 
28, 2022, from https://www.transportation.gov/equity-Justice40 

At the state level, there’s a whole slew of statutory and regulatory 
efforts to ensure either [that] a certain percentage of certain pots of 
funding go to disadvantaged communities … or that [those 
communities] are prioritized in some way. 

OCTA leadership 

Justice 40 will impact OCTA decision-making. 

OCTA leadership 

There’s the funding component [to] make sure that our funding goes 
to a broad spectrum of types of projects, so that it’s not just serving a 
specific population … [and] fund projects in a manner that’s cost-
effective. 

OCTA leadership 

There is another bill out there that would make us do a survey of 
certain demographic groups in seeking information on how we can 
make our transit systems more safe to attract a broad ridership. 

 OCTA leadership 
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Keen Independent Research facilitated two in-person focus groups with 
Orange County Transportation Authority coach operators on  
July 27, 2022, and July 28, 2022. Focus groups were conducted at the 
Santa Ana and Garden Grove bases. There were 18 participants in total. 
GCAP Services, Inc. moderated the discussions.  

This includes the following sections:  

 Background on equity at OCTA; 

 Equity in employment practices at OCTA; 

 Climate, policies and programs at OCTA; and 

 Equity in service delivery. 

Each section is discussed in the following pages. 

 

Source:  OCTA. Retrieved August 22, 2022, from https://www.OCTA.net.  
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GCAP, on behalf of the Keen Independent study team, asked focus 
group participants to describe factors that have affected equity and 
fairness at the agency, as well as any barriers that may hinder 
advancements in equity at OCTA. 

Aspects of the Job that Affect Equity 
The focus group was not designed to touch on overall work issues, but 
one participant described a lack of a work-life balance as an equity 
issue. This participant described being overworked as a driver and 
suggested changes to long hours for employees, such as longer breaks 
and shortened split shifts, to boost morale.  

Lack of Understanding Between Job Levels 
Several participants reported a lack of understanding by management of 
drivers’ experiences as well as the struggles they face and noted a lack 
of community between drivers and management. Some mentioned a 
divide between the coach operators who directly serve the public and 
management at the “White House.” 

Adding to this point, another participant explained that management 
could not empathize with their hardships as drivers because many in 
management had not been drivers themselves.  

Some comments suggested there was not an open door between coach 
operators and their supervisors or other management. 

… as far as the communication goes, it seems like there is a separate 
company with employees and management and I feel like the goal 
should be that we’re all under one boat, one flag. Without one we 
don’t have the other. And to keep that door open, anytime. I don’t 
want to go into the back office and talk to somebody and think that I 
might get in trouble for it.  

Focus group participant Garden Grove 

You get all these paddles with all this overtime on it, and then you 
have 2-3 hour splits on there. You come here do your work, split, do 
your overtime, you go home, go to bed, wake up and do it again. 
There’s no life, they’re not allowing us to have the balance we need ... 
shorten the splits, create longer breaks .… You can’t fix it completely 
but there are things you can do to boost the morale 

Focus group participant Santa Ana 

The drivers ourselves are the ones everyone sees out on the street and 
we get less thanks for everything we do, respect from people at the 
White House .…We’re taken for granted and were the ones doing 
most of the work.  

Focus group participant Garden Grove 

A lot of times people are your managers and they’ve never had 
transit experience, how can you lead me when you don’t even have 
the experience that it takes to be in this position of leadership …. 
You’re going to be in a management position and you’re a coach 
operator and you’ve been in the office all day all these years and now 
you’re my manager? Tell me how you can feel any empathy for me. 

Focus group participant Garden Grove
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Focus group participants were then asked to describe employment 
practices and opportunities at OCTA, specifically regarding inclusivity, 
equity and fairness in the hiring, onboarding, promotion and 
recruitment processes. 

Equity and Job Advancement 
Several participants expressed concern regarding how drivers must be 
careful if they wish to advance within the agency. One participant 
indicated that a disagreement with management will result in 
stagnation at OCTA. 

Equity in Recruitment, Hiring and Onboarding 
One participant expressed that diversity exists widely among drivers but 
not among management.  

Another participant brought up having been discriminated against 
based on age. 

One participant explained that OCTA must increase equity and diversity 
within the agency to make it a more desirable place to work for 
potential employees.  

With the employment growth to move up, I think it’s very biased, 
between discrimination, nepotism, sexual orientation .... I just think 
[management] needs to change their hiring process when it’s time to 
promote, maybe get an outside company to do it. Somebody that 
don’t even know you, because what they do in management is they go 
around and ask do you like this person, and then if one person don’t 
like you you’re not going to get [the job].  

Focus group participant Garden Grove 

I think [diversity] is good on the driver’s side, with the management 
no …. The drivers we are from everywhere, but the management and 
the supervisor, those kinds of things, no. 

Focus group participant Santa Ana 

We don’t have a promotion, if there is some opening in a position, we 
have to apply for it and go [there]. And like I’ve said, they discriminate, 
based on age and who you know. 

Focus group participant Santa Ana 

If OCTA does not treat their employees with respect, fairness, equity 
and diversity and treat them like they mean something, the word will 
get out and the word will spread .… Once you get a good reputation 
between [management] and the employees the word spreads.  

Focus group participant Garden Grove 

Why do we have to wear a mask [at the base], but people don’t have 
to wear masks on the buses. Safety is the same thing, we have all 
these locks [in the base], we are protecting what? Two years ago we 
had a couple of incidents so [management] started to think about the 
safety glass…I mean we have no safety on the bus. Not for [drivers] 
not for the public 

Focus Group participant from Santa Ana 
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The study team also asked about OCTA’s approach to addressing 
diversity and equity. Participants elaborated on what policies would 
better address diversity and equity and which current or past policies 
had previously worked in achieving these goals. 

Suggestions for Programs and Efforts to Address 
Barriers  
One participant indicated that there is a lack of recognition of the 
LGBTQ community at OCTA and that they often feel left out of 
consideration for management positions. 

Another participant explained that the requirement to provide a badge 
number in diversity questionnaires often prevents participants from 
being truthful out of fear of retribution. They suggested that removing 
that requirement would encourage more employees to be honest in 
diversity questionnaires. 

One participant reported that OCTA’s English-speaking requirement for 
jobs hinders diversity and equity in the workplace.  

Another participant indicated that management should work with other 
transit agencies to learn what policies have worked best for them. 

Experiences With Prejudice at OCTA Worksites 
Regarding workplace safety, one focus group participant reported that 
management does not make enough of an effort to protect Black 
drivers from the harassment and prejudice they experience on the job. 

There’s holidays for a lot of different things, and some people feel like 
there’s not a holiday yet for recognition here at OCTA for the LGBT 
community .… [The LGBT] community feels like they’re being left out, 
not only in the position for management but also in the position for 
better quality work for them.  

Focus group participant at Garden Grove 

First of all, when we do a questionnaire about diversity, or hiring 
process, don’t tell people its anonymous and then ask people for their 
badge number…. Now that’s why a lot of people they don’t want to be 
honest. And that’s not going to help the company change or get 
whatever goals they’re trying to meet. 

Focus group participant at Garden Grove 

How come they don’t hire people that speak other languages, how 
come it only has to be English [speakers]? And people that speak 
other languages are great drivers they have to accommodate in order 
to have great drivers. 

Focus group participant at Garden Grove 

I think [management] needs to meet with other agencies, especially 
MTA that’s a big organization, and learn from them, be a good 
leader, don’t be a manager, try to lead your workers don’t just jump 
on their throats right away, guide them, teach them. 

Focus group participant at Garden Grove 

The way people are treated on the buses, the drivers, I feel that Black 
[drivers] are extremely abused out there, especially in certain 
sections of the community. You go out there and they’re called names, 
and management doesn’t do anything about that. If you react to 
being called a certain word or name, you get in trouble, you get fired. 

Focus group participant at Garden Grove 
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Focus group participants were asked to share their thoughts regarding 
potential policies that would help support riders from diverse 
communities.  

Suggestions of Inclusive Policies for Riders 
One participant cited a previous OCTA program that educated residents 
of senior living centers about how to easily enter and exit OCTA buses. 
Residents were also taught which buses to ride to arrive at specific 
locations. He noted that the program was helpful to the community.  

Several participants suggested that OCTA provide greater support for 
riders who are not proficient in either English or Spanish. For example, 
one participant suggested that OCTA translate bus fliers and maps into 
languages other than English and Spanish. 

Another focus group participant indicated that families are often not 
aware of the free bus pass program offered to school children. They 
explained this often leads to families paying more than they should to 
ride the bus and suggested reaching out to families to increase 
awareness of those programs.  

One participant reported that previous community-based equity 
programs at OCTA have been unsuccessful due to the community’s lack 
of trust in the agency.  

We had a group at one time that went out to senior community 
centers. A person would actually go over there and spend the day 
there and would teach a class on how to get on a bus, which bus to 
take, we would give out a lot of pamphlets … as soon as the 
[organizer of the program] retired, they stopped that program. That 
senior citizen program would be a great program. 

Focus group participant at Garden Grove 

 Often times [non-English speakers] come on the bus, they don’t have 
the right change so you try to inform them, and they just stand  
there .… They should have multilanguage [support] and on the fare 
boxes they should have more information.  

Focus group participant at Garden Grove 

I think they should have multilanguage announcements to reach out 
to the community. Like for the bus, before the bus completes a stop, 
they have to make an announcement in English, “Please remain 
seated before the bus comes to a complete stop.” 

Focus group participant at Garden Grove 

We now give out free school passes for school kids aged 5-18. Half of 
those kids don’t know that you could get that free pass. A family is still 
having to get on with two or three kids and pay for the entire family 
when those kids could get those free passes. 

Focus group participant at Garden Grove 

People started losing trust in the way that we don’t want to help 
them, they see this company that’s making all this money and yet we 
don’t want to help people on the streets. We don’t want to help the 
community better themselves. A lot of those [community-based 
equity] programs are gone because I used to be involved in some of 
those programs ten, fifteen years ago. 

Focus group participant at Garden Grove 
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Keen Independent collected information from Orange County 
Transportation Authority (OCTA) employees through an internal virtual 
workshop. All employees were invited to participate. There were 51 
internal virtual workshop participants. Core questions were open-ended 
and were followed by demographic questions.  

Many respondents reported that, overall, OCTA is a diverse, equitable 
and inclusive workplace. Some provided suggestions on how to improve 
upon current efforts.  

The internal virtual workshop analysis consists of the following sections:  

 Vision of an equitable public transit system; 

 Equity at OCTA 

 Historically disadvantaged communities and OCTA; 

 Recommendations and barriers; 

 Bringing whole self to work; 

 Reporting discrimination at OCTA; 

 Factors impacting equity and fairness; 

 OCTA leadership and DEI; and 

 Other thoughts and comments. 

The following pages discuss each of these topics. 
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OCTA employees were asked to imagine a public transit system for a 
community like Orange County that is equitable to all. Some 
respondents reported that OCTA’s current practices match their vision, 
while many other respondents reported that an equitable public transit 
system must be more accessible, affordable and reliable.  

Examples of the wide variety of comments can be found to the right. 

Extensive Service to Groups who Need Transit 
The majority of the respondents indicated that an equitable public 
transit system must be available to those who need it. Their vision 
included concepts such as: 

 Transportation that is available to all socioeconomic groups; 

 Safe environments for transit users; 

 Coverage of large areas; 

 Longer service hours; 

 Accessible transportation for those living with disabilities; 

 Multilingual bus guides; and  

 Bike lanes. 

Several respondents mentioned that frequency and reliability of public 
transit are key indicators of an equitable public transit system. This 
includes regular and reliable service and less waiting time.   

Affordability 
Some respondents reported that affordability makes public transit more 
equitable. Affordability includes free or subsidized rides, or fare based 
on economic status. 

A system that would treat everyone with the same respect, same 
services, no matter their status, gender, ethnicity, etc. 

Internal virtual workshop participant 

… Available to people who need it … reach people of different ages, 
abilities, and those who live in diverse communities. Must create an 
inclusive environment in which people feel safe and welcome. 

Internal virtual workshop participant 

The highest subsidies go toward programs that help those who have 
the least access [to] opportunities and mobility options. 

Internal virtual workshop participant 

Inclusive Board make-up. Additional paid day-off for Juneteenth. 
Paid Spanish lessons for staff. Allow native clothing in workplace. 
Free transit for all. More transit choices in lower socio-economic 
areas. More bus shelters in lower socio-economic areas. More no-fee 
EV charging stations at transit centers. 

Internal virtual workshop participant 

The transit system must be extremely affordable, reliable, have 
frequent trips and a variety of easy to access and safe locations to 
wait for transit. Transit should go throughout all of Orange County 
and not be restricted/removed in some cities/areas, which is 
currently the case.  

Internal virtual workshop participant 

It would include a standard bike lane on every major street. 

Internal virtual workshop participant
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OCTA employees were asked whether OCTA fits their vision of an 
equitable transit system. Examples of comments are shown on the 
bottom right. 

Meeting the Vision 
Two-thirds of virtual workshop participants indicated that OCTA fits 
their vision of an equitable transit system. Common themes included: 

 Inexpensive fares;  

 Diverse staff;  

 Inclusivity of individuals from all backgrounds; 

 Expansive geographic coverage; and  

 Community involvement.  

Examples of positive comments are shown on the top right. 

Not Meeting the Vision 
Approximately 18 percent of respondents reported that OCTA did not 
meet their vision of an equitable public transit system. This was due to: 

 Complex fare system;  

 Poor scheduling and planning;  

 Feeling unsafe; and 

 Greater focus on some minority groups at the expense  
of others. 

OCTA strives to provide service to everyone in the county, with a 
specific focus on areas of the county that need public transportation 
the most. 

Internal virtual workshop participant 

Because we're committed to communication, training and 
representation so that everyone-passengers, employees, partners 
[have] a pleasure[able] ride. 

Internal virtual workshop participant 

 

A lot of focus on Spanish and Vietnamese speaking residents. Not 
much for other ethnicities, such as Chinese, Korean, Japanese,  
Middle Eastern. 

Internal virtual workshop participant 

Trickle down transit doesn't work. Build a great bus service and the 
riders will come. Don't wait for demand (overcrowded buses passing 
passengers at stops) …. 

Internal virtual workshop participant 

The current fare structure has too many layers. 

Internal virtual workshop participant  

There's so much politics around where we put projects, how things 
get built, and who makes those decisions, that I can't honestly say if I 
think we have an equitable and inclusive system. Do our Board 
members ride the bus? Do they go to the transportation centers? Are 
they really in touch with the folks that use our system? If not, then 
how can they make decisions that are fair, inclusive and equitable? 

Internal virtual workshop participant
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OCTA employees provided responses regarding whether individuals 
from disadvantaged communities are equitably served by OCTA.  

Disadvantaged Communities Equitably Served 
Many respondents (74%) reported that historically disadvantaged 
communities are being served equitably by OCTA. A few respondents 
reported that OCTA invests too many resources (such as more routes 
with greater stops and frequency) into disadvantaged communities at 
the expense of other areas.  

Other positive comments included diverse staff, buses that are  
ADA-compliant, adherence to Title VI guidelines and availability and 
frequency of buses. Examples of comments are shown on the top right. 

Disadvantaged Communities not Equitably Served 
A small number (6%) of respondents still indicated that historically 
disadvantaged communities are not equitably served. They cited 
examples such as: 

 Freeway improvements that rarely benefit local transit users 
who do not own a car;  

 Public transit that is costly to low-income families; and  

 Transit services that are better suited for advantaged 
communities.  

Examples of comments are provided to the bottom right.  

How to Better Serve Disadvantaged Communities 
Respondents were also asked what can be done to ensure that 
disadvantaged communities are equitably served by the OCTA. Many 
responded that OCTA could increase affordability, offer more frequent 

services and evaluate the needs of disadvantaged communities to 
better serve them. 
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OCTA provides bus guidance in multiple languages online and on 
paper copies available within the bus. Many bus drivers speak 
multiple languages. Each bus includes methods for wheelchair riders 
to receive a bus ride. 

Internal virtual workshop participant 

We have ACCESS service and other programs for the people in 
serious need. OCTA is a great organization. 

Internal virtual workshop participant 

We offer discounted fares (Value Pass) and free fares                      
(Youth Ride Free). It would be hard to find a more equitable system. 

Internal virtual workshop participant 

They [disadvantage communities] are more served than advantaged 
communities. 

Internal virtual workshop participant 

OCTA's bus service is concentrated in the core of the county, which 
has high rates of minority and low-income populations. However, 
buses travel in automobile lanes, which slows them down and makes 
a transit trip take much longer than the same trip in an automobile. 
Since disadvantaged communities are more likely to take transit, 
they are not receiving service that is equitable as someone who has 
access to a car.  

Internal virtual workshop participant 

The type of bus, routes, and convenience is better served for 
advantaged communities. 

Internal virtual workshop participant 
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Some respondents anecdotally indicated that OCTA is already a just, 
inclusive and diverse organization. They commended OCTA for hiring 
diverse and qualified staff and providing quality trainings. Examples of 
comments are shown on the top right. 

Employees who thought OCTA could improve were asked to 
recommend how to achieve a more just, inclusive and diverse 
organization.  

Comments about Improving how to Serve Community 
Participants recommended that OCTA invest more in public transit in 
disadvantaged communities, provide free rides for all, ensure cleaner, 
safer and more reliable transit systems, engage more with community 
leaders to understand the needs of the communities OCTA serves and 
establish more accessible route documentation.    

Comments about Internal Improvements 
Several respondents recommended changes in leadership and 
management style, such as:  

 A more racially diverse board and upper management; 

 Upward mobility for lower-level staff; 

 Awareness of implicit biases towards minority groups, such as 
LGBTQ persons; 

 Continuous training of employees; and 

 Clearer coordination and communication between 
managements and lower-level staff. 

The comments on the bottom right are examples of recommended 
improvements for OCTA. 

This is the most inclusive company I've ever worked for. I think we 
are doing a great job already. 

Internal virtual workshop participant 

It would be helpful if OCTA openly and continually announced that 
all managers should allow and encourage lower staff to share ideas, 
join meetings to voice opinions & questions. Too many "managers 
only" meetings, where lower staff can't participate or even know 
what decisions are being made, make some managers feel they are 
already having lots of communication and meetings, but lower staff 
get left behind from discussions that are opportunities for 
collaborating and ultimately improving transportation for all. 

Internal virtual workshop participant 

Continue to hire quality staff who are most qualified for a given 
position. In this manner, it will be clear that OCTA is acting as a just 
organization who values merit and achievement …. Help foster equal 
opportunity early on in the process (perhaps sponsor scholarships or 
contribute transportation funding to disadvantaged school districts) 
to broaden the pool of qualified applicants. 

Internal virtual workshop participant 

Individuals at the highest positions be given a more robust training 
of tolerance, thus their perspective on how to treat others below 
them, including customers, is more open-minded and understanding. 

Internal virtual workshop participant 

To have zero tolerance for actions that indicate discrimination of any 
kind. Moreover, training for its employees to improve cultural 
sensitivity and awareness. 

Internal virtual workshop participant  
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Respondents were asked what could prevent OCTA from implementing 
their recommendations. Identified barriers included: 

 Lack of funding; 

 Managers not being held accountable; 

 Uncooperative agencies; 

 Implicit biases;  

 Lack of transparency by executive leadership and 
management; 

 Lack of community involvement; 

 Not enough collaboration with other city agencies; 

 Office politics; and  

 Causes beyond OCTA’s control, such as inflation and high cost 
of living in Orange County. 

The quotes to the right are examples of barriers mentioned by  
OCTA staff. 

Everyone knows it starts at the top. If managers and executives don’t 
practice or encourage this, it will not trickle down. And it's ok to 
correct or strongly encourage someone to begin changing the culture. 

Internal virtual workshop participant 

As mentioned ... leaving out prominent groups such as LGBTQ in 
doing diversity highlights is a big piece that is missing. 

Internal virtual workshop participant 

Many factors, low employee morale, very low starting pay, splits 
over 2 1/2hours. Management not on the side of their employees. 
These are just a few factors that need addressing. 

Internal virtual workshop participant  

Not having dedicated funding specific for diversity/cultural training 
and not making it a priority for business. 

Internal virtual workshop participant 

Special attention should be given to unhoused people, both for their 
own safety, and the safety of those around them. OCTA must work 
with city and county governments and community organizations to 
ensure proper services are provided. 

Internal virtual workshop participant 

The ‘good ol' boys’ mentality. 

Internal virtual workshop participant
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Employees were asked whether they can bring their whole selves to 
work.  

 A majority of respondents (82%) agreed or strongly agreed 
that they could (chose a value of 5 or greater).   

 Some respondents indicated that they choose not to bring 
their whole selves to work. Others reported that a change in 
work culture and leadership would allow them to bring their 
whole selves to work. Examples of comments are shown on 
the right. 

The response distribution for this question is shown in Figure H-1 below. 

H-1. Respondents’ opinion distribution on whether they can bring their whole 
selves to work, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  
June 2022–July 2022. 

 

Another question … I come to work to do a job. My outside self is not 
relevant to getting the work done. This type of thinking is such a 
distraction on what the goal really is 

Internal virtual workshop participant 

Christian beliefs are taboo. Not speaking Spanish is a barrier. 

Internal virtual workshop participant 

This is not OCTA's issue, its mine, I am a kid at heart and won’t be 
changing that. 

Internal virtual workshop participant 

More support and mentorship from management on daily tasks and 
project. More support on creativity, not being complacent with "this 
is how it always has been done". 

Internal virtual workshop participant 

 



H. Analysis of Internal Virtual Workshop — Reporting discrimination at OCTA 

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX H, PAGE 9 

Most respondents reported that they understand how to report 
discrimination at OCTA (86%). These results are shown in Figure H-2. 
The few “no” responses mostly came from employees of color.  

H-2. Respondents’ opinion distribution on whether they understand how to 
report discrimination at OCTA, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  

June 2022–July 2022. 

Respondents were then asked if they would feel comfortable reporting 
discrimination or harassment while working at OCTA. Most respondents 
reported that they would feel comfortable (80%). However, a few 
respondents reported retaliation as a reason why they would not feel 
comfortable reporting discrimination at OCTA. Their comments are 
shown to the right. 

Additionally, out of those respondents that reported they wouldn’t feel 
comfortable reporting discrimination, more than half were minorities. 

Fear retaliation. Fear I would not be considered for growth 
opportunities when the time came. 

Internal virtual workshop participant 

Because I don't fall into a protected category. 

Internal virtual workshop participant 

I have reported instances of discrimination and it wasn't handled 
according to legal requirements. I feel like ‘yes’, the organization can 
say that they follow the law but most times it is the reporting 
employee who suffers the most and is harmed. HR is only interested 
in protecting the organization, not the employees. It's better just to 
bear it and attempt to keep going. 

Internal virtual workshop participant 

I feel the HR management are not looking out for the employee's best 
interest, only their own. 

Internal virtual workshop participant 
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Respondents were asked what factors impact equity and fairness at 
OCTA. Some respondents reported that they were unsure, while others 
described both negative and positive factors. Responses are as follows: 

Positive Factors 
Positive factors included the following: 

 Diverse and inclusive hiring practices; 

 Continuous improvement of policies and procedures; 

 Diversity trainings;  

 Workplace equity practices; and 

 No over-management. 

Some examples of positive comments are shown on the top right. 

Negative Factors 
Examples of negative factors are shown below: 

 Favoritism; 

 Executive leadership’s outdated views; and 

 Implicit biases of upper-level management. 

An example of these types of comments is provided on the right. 

There was a comment that OCTA could be moving too far toward equity 
and inclusion, which is shown on the bottom right.  

 

I am an older worker. OCTA hired me when others wouldn’t due to 
my age. 

Internal virtual workshop participant 

For the most part I have only seen positive strides. For example, a 
company-wide email went out suggesting people add pronouns to 
their email signature. This was a good thing to do.  

Internal virtual workshop participant 

I think OCTA value equity and fairness since employees stay longer 
with the company and we have equitable practices. 

Internal virtual workshop participant 

I think OCTA has done well in making the topic of diversity 
prominent in the conversation, whether its internally or even in 
interacting with the Board. 

Internal virtual workshop participant 

Outdated views of executive leadership. Maybe for their generation 
they could afford to have a stay-at-home wife who took care of the 
domestic needs of the home. This is not possible anymore. Families 
need dual incomes just to survive and their unique struggles aren’t 
always understood or appreciated. 

Internal virtual workshop participant 

We’re already a fair company that’s about to become less fair if we 
move in the direction of wokeness. 

Internal virtual workshop participant



H. Analysis of Internal Virtual Workshop — Factors impacting equity and fairness 

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX H, PAGE 11 

Employees were asked to make recommendations to address or avoid 
exclusion and biases within the agency. Some responses included: 

 Including lower-level staff in decision making; 

 Creating a more accepting work environment, where 
employees can be their authentic selves; 

 More equity and inclusion training; 

 Interdepartmental collaboration during the hiring process; 

 Focusing more on merits and performance; 

 Open communication between employees and management; 
and 

 Hosting group activities, such as team building exercises. 

The quotes to the right provide some examples of employee feedback. 

I think there needs to be emphasis on patience. Sometimes it hard for 
diverse groups to explain themselves and if you are the recipient of 
this conversation, you have to be patient and helpful. Maybe put up 
signs in different languages where appropriate to invite or welcome 
members of the public who don't read or speak English that well, 
letting them feel that OCTA is a safe place if they have questions. 

Internal virtual workshop participant 

I believe open lines of communication and a culture where bias and 
exclusion are shunned is imperative for equity and inclusion efforts. 

Internal virtual workshop participant 

I would suggest more related workshops and information to help 
build and maintain awareness of what employees can do as well as 
what they should not do to support equity and inclusion efforts in 
helpful ways. 

Internal virtual workshop participant 

Talk about the uncomfortable things. Encourage difficult 
conversations. 

Internal virtual workshop participant 

I would like to see more openness and willingness from everyone to 
accept people who are quite different from the ‘typical’ OCTA worker. 
Example: Young people with different gender identities or expression 
should feel welcome to work here, but I think currently they would 
not feel completely welcome in the current OCTA environment. I 
would like to see supporting groups or activities, for example, for 
LGBTQ employees. It may be worth considering adding more ‘gender 
neutral’ restrooms as well. From what I know there is only one in the 
main administrative building, in the basement. 

Internal virtual workshop participant
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Participants were asked whether they perceived that OCTA leaders 
prioritize diversity, equity, inclusion and belonging. They were then 
asked to explain their responses.  

View OCTA Leaders Prioritizing DEI 
Two-thirds of respondents (67%) reported that OCTA leaders prioritize 
DEI. Reasons included: 

 High employee retention; 

 Diverse staff and hiring practices; 

 Constant training, emails and surveys about equity, inclusion 
and belonging; and 

 Creation of task forces, such as an Equity Task Force and a 
DEIB Committee. 

OCTA Leaders not Prioritizing DEI 
However, some respondents did not agree that members of leadership 
prioritize DEI. Their reasoning included: 

 Not all leaders openly express support of DEI; 

 Seemingly performative leadership; and 

 Activities and employee events that do not reflect DEI. 

Comments to the right provide some examples of employee feedback. 

It is not very difficult to see that OCTA is very diverse  …  Most 
employees want to be here. That's my general opinion of almost 
everyone that I work with. I would not be here if I did not believe this. 

Internal virtual workshop participant 

Our leadership and staff are involved in activities that promote 
diversity, whether it’s the Women's Transportation Seminar or 
attending cultural events in the community. 

 Internal virtual workshop participant 

The leadership at OCTA strives to make sure everyone at OCTA has a 
voice and is represented. 

Internal virtual workshop participant 

I think our hiring practices reflect this. 

Internal virtual workshop participant 

Hiring diverse candidates is not enough to show OCTA is supportive 
of DEIB. Activities and employee events should also emulate the 
mission. 

Internal virtual workshop participant 

Other than the past few surveys and performative gestures of 
recognizing holidays, I don't see any actionable items being pushed 
through. 

Internal virtual workshop participant 

I feel it's a priority for a few of the leaders, but not all. Partially 
because we don't hear the others speak of DEI, so there's no way to 
know where they stand on DEI. 

Internal virtual workshop participant 
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Respondents provided final thoughts and recommendations related to 
diversity, equity and inclusion at OCTA. Responses included the 
following: 

 OCTA is doing well regarding diversity and inclusion; 

 The agency should expose staff to unconventional minority 
groups; 

 OCTA should consider hiring a DEI facilitator; 

 Connecting staff who are not multilingual with those who are 
can be beneficial; 

 The agency board must become more diverse; 

 Communicating and listening to the needs of employees is 
vital; 

 The organization is becoming more political (or “woke”); and 

 OCTA should continue to create equal opportunities. 

The  quotes provided to the right provide examples of these comments.  

Again, I feel that this organization is diverse and inclusive, we have a 
very diverse make up, more diverse than the makeup of the county. 
When I started with the company we had a female CEO, we currently 
have a female [deputy] CEO and many different genders, ethnicities 
and other diverse individual nature employees in all areas of 
employment at the company. 

Internal virtual workshop participant 

Continue to provide lots of opportunities for lower staff to be involved 
without the need to go directly through their managers, or at least 
without the need for their managers to have to invite them to be 
involved. OCTA-wide trainings, the leadership academies, the 
innovation team, and the educational reimbursement programs are 
all great things and there should be more opportunities like those. . . 
Offering a 2-3 month job rotation program would be awesome and I 
would definitely apply. 

Internal virtual workshop participant 

I feel like many managers and executive staff seek to intimidate 
others to get things done the way they want them to get done just 
because they are management. A more servant leadership approach 
may help raise the voices of minority groups to create a more 
equitable workplace. 

Internal virtual workshop participant 

Less corporate and more employee events celebrating other cultures 
holidays, traditions, and events. 

Internal virtual workshop participant 
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Demographics of Virtual Workshop Participants  
At the end of the survey, virtual workshop participants were asked to 
provide demographic information. 

Gender. A majority of the respondents who completed this survey were 
male. Figure H-3 on the top right presents these results.  

“Self-describe” refers to individuals who do not identify as cisgendered 
males or females, and therefore were given the option to enter in 
personal descriptors of their gender. 

Age group. A majority of respondents were between the ages of 35  
and 54. Figure H-4 on the bottom right presents these results.  

H-3. Respondent gender distribution, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  

June 2022–July 2022. 

H-4. Respondent age distribution, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  

June 2022–July 2022. 
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Race and ethnicity. A majority of respondents (62%) were minorities. 

Of those respondents, 9 percent selected “other” and then  
self-described their race/ethnicity. Many of these participants described 
themselves as biracial or of mixed race. 

Figure H-5 on the top right presents these results. 

Highest level of education. About three out of four respondents 
reported that they had at least a college degree. 

Figure H-6 on the bottom right presents these results. 

H-5. Respondent race and ethnicity distribution, 2022 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  
June 2022–July 2022. 

H-6. Respondent education attainment distribution, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  
June 2022–July 2022. 
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Persons with disabilities. Respondents were asked if they identified 
themselves as a person with a disability. Approximately 6 percent of 
respondents reported that they did. 

Figure H-7 on the top right presents these results. 

H-7. Distribution of respondents who identified  
as persons with a disability, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  
June 2022–July 2022. 
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Sexual orientation. Respondents were also asked about their sexual 
orientation. Approximately 81 percent of respondents reported that 
they identified as heterosexual/straight. Out of those that did not 
identify as such, 11 percent self-described their sexual orientation. 

Figure H-8 on the top right presents these results. 

H-8. Distribution of respondents’ reported sexual orientation, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  
June 2022–July 2022. 

  



H. Analysis of Internal Virtual Workshop — Other thoughts and comments 

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX H, PAGE 18 

Union Representation 
Additionally, virtual workshop participants were asked whether they 
were represented by a union at OCTA. A majority (87%) reported that 
they were not. 

Figure H-9 to the right presents these results. 

H-9. Distribution of respondents reporting being represented by a union, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  
June 2022–July 2022. 
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Departments Represented 
Virtual workshop participants were also asked what OCTA department 
or division employs them.  

There was wide representation across the organization.  

Figure H-10 to the right presents these results. 

H-10. Distribution of departments represented in the survey, 2022 

 

Source:  Keen Independent Research OCTA Internal Virtual Workshop Survey,  
June 2022–July 2022. 
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Employee Survey Instrument 
This document provides a diversity, equity and inclusion employee 
survey instrument that can be coded into any online survey platform 
(e.g., Survey Monkey, Qualtrics, etc.) and delivered virtually to  
Orange County Transportation Authority (OCTA) staff.  

 Most questions are designed to be primarily closed-ended 
(using a 7-point Likert scale) for ease of quantitative analysis, 
followed by demographic questions. Respondents will spend 
about 10 to 15 minutes completing the survey. 

 Note that the number of survey questions can be scaled back 
to create an even shorter survey, or certain DEI questions can 
just be added to other employee surveys.  

 Keen Independent recommends that the same questions be 
consistently used over time to quantitatively analyze changes 
in employee perceptions. However, survey practices on how 
to ask about race/ethnicity, gender, sexual orientation and 
ability evolve, and response categories or the questions 
themselves should change to reflect best practices. (There is a 
tradeoff between nuance in response categories and wide 
understanding of terms, which Keen Independent tried to 
balance in this survey and OCTA will need to do in the future.) 

 Finally, OCTA can use results of this and other employee 
surveys to identify equity issues by comparing different 
group’s responses to a survey question (e.g., how favorably 
employees of color respond to a question compared with non-
Hispanic white employees, or any differences based on 
gender). Even if an employee survey does not have specific 
DEI questions, it can still provide insights on diversity, equity 
and inclusion through these comparisons. 

Survey Introduction 
Orange County Transportation Authority (OCTA) seeks to become a 
more equitable, inclusive and diverse organization. OCTA seeks your 
input and comments.  

Results will help OCTA improve equity, inclusiveness and diversity 
internally and in how it serves the public. For questions, reach out to 
[Insert name, title and email]  

Results will be reported in aggregate. Your privacy is protected. 

This survey will take approximately 10–15 minutes to complete. 
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Questions 
Please respond to each question using a scale of 1 to 7, where 7 is 
strongly agree, unless otherwise noted. 

Q1.  I feel good about the ways OCTA contributes to the 
communities we serve. 

 [Insert Likert scale 1 to 7] 

Q2.  OCTA takes a genuine interest in the communities we serve. 

 [Insert Likert scale 1 to 7] 

Q3.  Where I work, people are held accountable for delivering 
what they have promised. 

[Insert Likert scale 1 to 7] 

Q4.  The executive leadership team at OCTA gives employees a clear 
picture of the direction their departments are heading. 

[Insert Likert scale 1 to 7] 

Q5.  The executive leaders’ actions are consistent with what they 
say. They “walk the walk.” 

[Insert Likert scale 1 to 7] 

Q6.  Senior leaders and managers encourage up-the-line reporting of 
important information by staff, even if it is bad news. 

[Insert Likert scale 1 to 7] 

Q7.  Employees can express their ideas and views without fear of 
negative consequences. 

[Insert Likert scale 1 to 7] 

Q8.  I understand how to report issues at the workplace. 

[Insert Likert scale 1 to 7] 

Q9.  I believe the results from this survey will be used constructively. 

[Insert Likert scale 1 to 7] 

Q10.  Where I work, people accept a variety of ideas, perspectives and 
working styles. 

[Insert Likert scale 1 to 7] 

Q11.  OCTA has an environment where people of diverse 
backgrounds can succeed. 

[Insert Likert scale 1 to 7] 

Q12.  OCTA actively supports diversity (which is recognizing and 
respecting differences between people). It works to make all 
staff feel included. 

[Insert Likert scale 1 to 7] 

Q13.  Where I work, promotions go to those who deserve them. 

[Insert Likert scale 1 to 7] 
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Q14.  Where I work, the work is well-organized. There is a 
smooth workflow, good methods and procedures, etc. 

[Insert Likert scale 1 to 7] 

Q15.  I feel like I have some say in the decision-making process 
at work. 

[Insert Likert scale 1 to 7] 

Q16.  I feel safe while working at OCTA and being on OCTA 
property. 

[Insert Likert scale 1 to 7] 

Q17.  Why/why not? 

[Open-ended, 750-character limit] 

Q18.  My supervisor (or manager) works to remove obstacles 
that may impede my work processes. 

[Insert Likert scale 1 to 7] 

Q19.  My supervisor (or manager) is competent in the technical 
aspects of the job. 

[Insert Likert scale 1 to 7] 

Q20.  My supervisor (or manager) gives me feedback that helps 
me improve my performance. 

[Insert Likert scale 1 to 7] 

Q21.  My supervisor (or manager) recognizes me when I do a good 
job. 

[Insert Likert scale 1 to 7] 

Q22.  My supervisor (or manager) treats me with respect and dignity. 

 [Insert Likert scale 1 to 7] 

Q23.  My supervisor (or manager) listens to my concerns and 
suggestions. 

 [Insert Likert scale 1 to 7] 

Q24.  My supervisor (or manager) is competent in dealing with 
people. 

 [Insert Likert scale 1 to 7] 

Q25.  I can maintain a reasonable balance between my personal life 
and work life. 

 [Insert Likert scale 1 to 7] 

Q26. The amount of work expected of me is reasonable. 

 [Insert Likert scale 1 to 7] 

Q27. I experience manageable levels of stress and tension in my job. 

 [Insert Likert scale 1 to 7] 
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Q28.  I have the decision-making authority I need to do my job 
effectively. 

 [Insert Likert scale 1 to 7] 

Q29.  I have the right technical resources, software and IT support 
needed to do my job, as well as the tools, equipment and 
supplies to do my job. 

 [Insert Likert scale 1 to 7] 

Q30.  I am satisfied with my physical working environment, including 
the facilities, workspace, parking, safety, lighting, air quality, 
temperature, etc. 

 [Insert Likert scale 1 to 7] 

Q31. I have participated in any OCTA diversity, equity and inclusion 
training or professionalization training. 

 Yes 

 No 

 Don’t know 

 

Q32. [If yes to Q31] Can you describe the training? Was it effective? 

 [Open-ended, 750-character limit] 

Q33.  I have received the training I need to perform my job well and 
safely. 

 [Insert Likert scale 1 to 7] 

 

Q34.  I have the opportunity to continually learn and grow. 

 [Insert Likert scale 1 to 7] 

Q35.  I am satisfied with my opportunity for advancement. 

 [Insert Likert scale 1 to 7] 

Q36.  I understand the promotion process at OCTA, and what I need 
to do to advance in the organization. 

 [Insert Likert scale 1 to 7] 

Q37.  I feel that my career goals can be met at OCTA. 

 [Insert Likert scale 1 to 7] 

Q38.  I believe I am compensated fairly for what I do. 

 [Insert Likert scale 1 to 7] 

Q39.  My work gives me a feeling of personal accomplishment. 

 [Insert Likert scale 1 to 7] 

Q40.  I am proud to work for OCTA. 

 [Insert Likert scale 1 to 7] 

Q41.  I am motivated to go beyond what is normally expected to help 
OCTA be successful. 

 [Insert Likert scale 1 to 7] 



I. Internal Survey Instrument  

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX I, PAGE 5 

Q42.  I would choose to stay with OCTA even if offered the same pay 
and benefits elsewhere. 

 [Insert Likert scale 1 to 7] 

Q43.  I would recommend OCTA as a place to work. 

 [Insert Likert scale 1 to 7] 

Q44.  Overall, I am satisfied with OCTA as a place to work. 

 [Insert Likert scale 1 to 7] 

Q45. OCTA fits my vision of an equitable and inclusive public transit 
system.  

 [Insert Likert scale 1 to 7] 

Q46. Why/why not? [Optional] 

 [Open-ended, 750-character limit] 

Q48.  At OCTA, I can bring my whole self to work. 

 [Insert Likert scale 1 to 7] 

Q49. Why/why not? [Optional] 

 [Open-ended, 750-character limit] 

Q50.  OCTA seeks to become a more just, inclusive and diverse 
organization. Do you have recommendations for what is most 
important for the agency to do to achieve this? [Optional] 

 [Open-ended, 750-character limit] 

Q51. What could get in the way of OCTA achieving this objective? 
[Optional] 

 [Open-ended, 750-character limit] 

Q52.  Do you understand how to report any instances of 
discrimination at OCTA? 

 Yes 

 No 

Q53.  Would you feel comfortable reporting a case of discrimination 
at OCTA?  

 Yes 

 No 

Q54.  Have you experienced or observed retaliation after making a 
complaint about discrimination or inequities? 

 Yes 

 No 

Q55.  In the last three years, have you had any experiences at OCTA 
during which someone at work treated you unfairly because of 
your race, ethnicity, national origin, sex, gender, sexual 
orientation, and/or any other characteristic protected by law?  

 Yes 

 No 

 Don’t know 

 

 



I. Internal Survey Instrument  

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX I, PAGE 6 

Q56. [If yes to Q55] Did you report the incident? 

 Yes 

 No 

 Don’t know 

Q57. [If no to Q56] Why not? [Optional] 

 [Open-ended, 750-character limit] 

Demographics 

Q57.  Select one: 

☐ Male 

☐ Female 

☐ Self-describe:  _____________________  

Q58.  Please select age group: 

☐ 18-24 

☐ 25-34 

☐ 35-44 

☐ 45-54 

☐ 55-64 

☐ 65 and above 

Q59.  Please check all that apply: 

☐ African American 

☐ Asian American or Pacific Islander 

☐ Hispanic American 

☐ Native American 

☐ White 

☐ Other:  ___________________________  

Q60.  Highest level of education. (Select one) 

☐ High school or less 

☐ Some college 

☐ College degree 

☐ Graduate work/degree 

Q61.  Do you identify as a person with a disability? 

☐ Yes 

☐ No 

☐ Prefer not to answer 
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Q62.  Which of these describes your current sexual orientation? 
(Check all that apply): 

☐ Asexual 

☐ Bisexual 

☐ Gay or Lesbian 

☐ Heterosexual/Straight 

☐ Queer 

☐ Self-describe:  _____________________  

Q63. Department: 

☐ Department 1 

☐ Department 2 

☐ Department 3 
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Federal, state and local laws impact agencies providing public 
transportation and govern the actions of these agencies. As a recipient 
of Federal Transit Administration (FTA), Federal Highway Administration 
(FHWA) and State monies, Orange County Transportation Authority 
(OCTA) is required to comply with such laws, some of which pertain to 
diversity, equity and inclusion (DEI) regarding: 

 Employment; 

 Contracting; 

 Service provision; and 

 Other aspects of operations. 

This document outlines many of the regulations that OCTA must 
consider in its planning and operations. Information is derived largely 
from the Transportation Research Board “Resource Guide for Improving 
Diversity and Inclusion Programs for the Public Transportation 
Industry,”1 written by Keen Independent Research and published by the  
National Academies of Sciences, Engineering and Medicine in 2021. 

 

 

1 Keen, D., Kyritsis, J., Meiser, E., & Rosales, M. (2021). Resource guide for improving 
diversity and inclusion programs for the public transportation industry. Washington, 
D.C.: The National Academies Press. 
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Federal Regulations 
Federal requirements apply to different aspects of equity and inclusion 
in employment, contracting, service provision and other aspects of 
transit agencies. 

Federal law prohibits transit agencies from discriminating against 
certain groups of individuals in employment. As USDOT fund recipients, 
agencies must comply with Equal Employment Opportunity (EEO) 
provisions of federal law, including those listed in Figure J-1. 

J-1. Federal regulations that impact EEO provisions  

 

 

Federal requirements

Americans with Disabilities Act of 1990 (ADA)
Title VI of the Civil Rights Act of 1964 (Title VI)
Title VII of the Civil Rights Act of 1964 (Title VII)
Section 504 of the Rehabilitation Act of 1973
Uniformed Service Employment and Reemployment Rights Act of 1994
Equal Pay Act of 1963
Age Discrimination in Employment Act of 1967
Title II of the Genetic Information Nondiscrimination Act of 2008
U.S. DOT EEO implementing regulations (49 CFR Part 21)
FTA Master Agreement
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Groups Considered  
Federal requirements. Different federal laws prohibit employment 
discrimination for different groups. For example, Title VI prohibits 
discrimination based on race, color and national origin for organizations 
receiving federal funds.2 Title VII includes these same prohibitions for 
employers with 15 or more employees, alongside discrimination on the 
basis of religion or sex.  

Federal regulations3 protect each of the above groups from 
employment discrimination, and includes protections based on 
disability, age and sex, the latter which applies to pregnancy and 
childbirth, gender identity and sexual orientation.4 And, Title II of the 
Genetic Information Nondiscrimination Act of 2008 prohibits 
employment discrimination based on genetic information (including 
family medical history). 

Certain regulations extend to companies working on federally funded 
contracts awarded by public transportation providers.  

State requirements. State of California Government Code §§ 12900-
12996, also known as the California Fair Employment and Housing Act of 
1959 (FEHA), reinforces federal laws prohibiting discrimination by 
employers with five or more employees. FEHA provides provisions for 
the protected groups outlined in Figure J-2, with the addition of marital 
status and exception of gender identity.5 

 

2 See, e.g., regulations at 49 CFR § 21.5(c) 
3 49 U.S.C. Section 5332 
4 FTA Circular C 4704 1A 

J-2. Examples of employment discrimination prohibited by  
federal requirements 

 
Notably, FEHA is more amenable to complainants than federal 
regulations. For example, FEHA laws pertain to businesses with five 
employees or more, while federal mandates, like ADA, apply to those 
with 15 or more. Also, some protections apply to independent 
contractors under FEHA, which is not the case for federal law.6 

5 California Department of Fair Employment and Housing. (n.d.). Employment 
discrimination. State of California. Retrieved from 
https://www.dfeh.ca.gov/employment/ 
6 Smith, K. (n.d.). Disability discrimination laws in the California workplace. Work 
Lawyers Serving California. Retrieved from https://www.worklawyers.com/disability-
discrimination-california/ 

Examples of prohibited discrimination

Race
Color
National origin
Religion
Sex
Disability
Age
Pregnancy and childbirth
Gender identity
Sexual orientation
Genetic information (and family medical history)
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Employment Goals and Affirmative Action Programs  
Title VII also requires virtually all state and local governments to comply 
with employment reporting requirements and to develop affirmative 
action plans. These plans must provide goals and timetables to achieve 
a representative workforce. 

Limits to Affirmative Action Programs 
Public sector decision-making that considers factors such as race or 
gender can be subject to legal challenge in federal or state court. These 
legal constraints differ by group (e.g., race compared with gender or 
physical ability) and by state. For example, California limits a state or 
local government’s use of preferences based on race or gender in 
employment and contracting (unless required to receive federal funds).  

U.S. Constitution limits. The Equal Protection Clause of the  
14th Amendment to the U.S. Constitution affects the ability of any 
government entity to apply race in decision-making. For public transit 
agencies, this limits voluntary affirmative action programs for 
employment and minority business enterprise programs related to their 
non-USDOT-funded contracts.  

 

7 Rudebusch v. Hughes, 313 F.3d 506, 514 (9th Cir. 2002) (citing City of Richmond v. J.A. 
Croson Co., 488 U.S. 469, 493–94 (1989)). 
8 Officers for Justice, 979 F.2d at 726.  
9 Monterey Mech. Co. v. Wilson, 125 F.3d 702, 713 (9th Cir. 1997). 

 
Strict scrutiny is the standard of legal review courts apply when 
examining the constitutionality of a federal, state or local government 
voluntary race-conscious program.7 This is even when race is used as a 
“plus” factor, and not the only factor. Under the strict scrutiny test, 
“[p]ublic employers are permitted to use race as a factor in selecting 
between qualified applicants pursuant to a ‘narrowly tailored’ 
affirmative action plan designed to remedy past unlawful 
discrimination.”8    

The referenced past discrimination to be remedied may be either active 
or passive discrimination by the governmental entity making the 
classification9, as well as acts committed by private parties within the 
entity’s jurisdiction, as long as the entity in some manner perpetuated 
the discrimination.10 A government interest is compelled to justify racial 
classifications “only if actual, identifiable discrimination has occurred.”11  

10 Assoc. Gen. Contractors of Cal., Inc. v. Coal. for Econ. Equity, 950 F.2d 1401, 1413 (9th 
Cir. 1991). 
11 Rudebusch, 313 F.3d at 514 (quoting Coral Constr. Co. v. King Cnty., 941 F.2d 910, 916 
(9th Cir. 1991).) 

Some of these federal requirements have been in 
place for more than 50 years, and as federal law 
has evolved, so has FTA guidance to transit 
agencies regarding compliance. 
FTA Circular C 4704 1A summarizes requirements 
for FTA grantees and subgrantees regarding these 
and other aspects of federal law that prohibits 
employment discrimination.
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Title VII of the Civil Rights Act of 1964 (Title VII). Although Title VII 
prohibits discrimination in employment based on race and gender, a 
voluntary race- or gender-conscious program is permissible if (1) there 
is a “manifest imbalance” in the work force; (2) the plan does not 
“unnecessarily trammel” the rights of members of the non-preferred 
class or “create an absolute bar to their advancement” and (3) the plan 
does no more than is necessary to attain a balance.12  

Additional limitations in the California State Constitution.  
In California, government-created affirmative action programs must also 
consider the impact of Section 31 of the California Constitution 
(Proposition 209), which makes it unlawful for the state to discriminate 
against or grant “preferential treatment” to anyone on the basis of race, 
sex, color, ethnicity, or national origin in the operation of public 
employment, public education or public contracting.13  

In 1996, California voters passed Proposition 209, which added  
Section 31 to Article I of the California Constitution.14 Section 31 
provides: “The State shall not discriminate against, or grant preferential 
treatment to, any individual or group on the basis of race, sex, color, 
ethnicity, or national origin in the operation of public employment, 
public education or public contracting.”15  

 

12 Doe v. Kamehameha Sch./Bernice Pauahi Bishop Estate, 470 F.3d 827, 840 (9th Cir. 
2006) (citing Rudebusch v. Hughes, 313 F.3d 506, 520-21 (9th Cir. 2002)). 
13 Cal. Const., art I, § 31(a). 
14 In 2020 the voters rejected a proposition that would have repealed Proposition 209. 

 
Section 31 limits the flexibility of public entities in California to take 
affirmative action measures to prevent race and gender discrimination 
and address residual effects of past discrimination. These limits, 
however, are not absolute. In some circumstances, including where 
federal funding is involved, public entities may take affirmative action 
despite Section 31. 

There have been attempts to overturn this restriction. In 2020, the state 
ballot included Proposition 16, “Repeal Proposition 209 Affirmative 
Action Amendment.” However, the proposition did not obtain enough 
votes to pass, and Section 31 continues to be enforceable.16

15 Cal. Const., art I, § 31(a). 
16 Wolf, J. & Abraham, M. (2020). Prop. 16 failed in California. Why? And what’s next? 
University of California Los Angeles Newsroom. Retrieved from 
https://newsroom.ucla.edu/stories/prop-16-failed-in-california 
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Nondiscrimination in contracting is another requirement pertaining to 
transit agencies when they award contracts using USDOT funds.  

Federal DBE Program for USDOT-funded Contracts 
The federal government requires state and local agencies operate the 
Federal Disadvantaged Business Enterprise (DBE) Program if they use 
USDOT funds for transportation projects.17 There is also Official USDOT 
Guidance to state and local agencies operating the program. Some form 
of these requirements regarding nondiscrimination in contracting have 
been in place since the 1970s.  

Groups considered in the requirements. The Federal DBE Program 
applies to socially and economically disadvantaged businesses. Under 
the Program, the racial, ethnic and gender groups presented in  
Figure J-3 can be presumed to be socially disadvantaged. Firms owned 
by white men can also be certified as DBEs if the owner can show both 
social and economic disadvantage.  

 

17 Federal regulations governing the Federal DBE Program are provided in 49 Code of 
Federal Regulations (CFR) Part 26. 

J-3. Groups presumed to be disadvantaged in the  
Federal DBE Program 

 

Socially and economically disadvantaged groups

Black Americans
Hispanic Americans
Native Americans
Asian-Pacific Americans
Subcontinent Asian Americans
Women of any race or ethnicity
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Federal DBE Program elements. The Federal DBE Program includes 
three key elements presented in Figure J-4. 

1. Setting an overall goal for DBE participation. Every three years, a 
transit agency must develop an overall annual goal for DBE participation 
in its FTA-funded contracts (and, separately, FHWA-funded contracts, if 
it receives those funds). The Federal DBE Program sets forth the steps 
an agency must follow in establishing its goal, including development of 
a “base figure” and consideration of possible “step 2” adjustments to 
the goal.18 

An overall DBE participation goal is aspirational. Failure to meet an 
annual DBE goal does not automatically cause any USDOT penalties 
unless that agency fails to administer the DBE Program in good faith. 
However, if an agency does not meet its overall DBE goal, federal 
regulations require it to analyze the reasons for any shortfall and 
develop a corrective action plan to meet the goal in the next fiscal 
year.19 Noncompliance can cause suspension of federal funding. 

In federal fiscal years 2015 to 2020, OCTA met and exceeded overall 
DBE goals, with a median exceeded ratio of 4.8 percent from  
2015 to 201720, and 1.8 percent from 2018 to 2020.21 

 

 

18 49 CFR § 26.45 
19 49 CFR § 26.47 
20 OCTA. (2018). Goal setting methodology for federal fiscal year 2019/21. Orange 
County Transportation Authority. 

J-4. Key elements of the Federal DBE Program 

 

2. Establishing the portion of the overall DBE goal to be met 
through neutral means. The Federal DBE Program allows for state and 
local governments to operate the program without the use or with 
limited use of race- or gender-based measures such as DBE contract 
goals. (DBE contract goals require a prime contractor to use DBE 
subcontractors for a certain percentage of the dollars on a contract or 
make good faith efforts to do so.) Program regulations require a state or 
local agency to meet the maximum feasible portion of its overall goal 
for DBE participation through “race-neutral means.”22  

 

21 OCTA. (2021). Goal setting methodology for federal fiscal year 2022/24. Orange 
County Transportation Authority. 
22 49 CFR Section 26.51 

1. Setting an overall goal for DBE Participation

2. Establishing the portion of the overall DBE goal 
to be met through neutral means

3. Determining whether all racial/ethnic/gender 
groups will be eligible for race- or gender-
conscious elements of the Federal DBE 
Program
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Race-neutral program measures include those assisting small businesses 
in general (see Figure J-5).  

If an agency can meet its goal solely through race-neutral means, it 
must not use race-conscious elements. The Program requires that an 
agency project the portion of its overall DBE goal that it will meet 
through neutral measures and the portion, if any, to be met through 
race-conscious measures, such as DBE contract goals. USDOT has 
outlined factors for an agency to consider when making that 
determination. 

Some transit agencies operate a 100 percent neutral program and do 
not apply DBE contract goals; others use a combination of race-neutral 
and race-conscious measures. OCTA utilizes both race-neutral and  
race-conscious programs. 

 

J-5. Examples of race- and gender-neutral efforts in the Federal DBE Program 

 

Source: Keen, D., Humm Keen, A., Kyritsis, J., & Monter, B. (2019). Compendium of successful 
practices, strategies, and resources in the USDOT Disadvantaged Business Enterprise Program. (Rep. 
No. 913). Washington, D.C.: The National Academies Press. 

Examples of neutral efforts in the Federal DBE Program

Providing classes, training sessions or online training
Training academies and general training courses
One-on-one business assistance from state DOT staff or consultants
Reimbursement for training or other expenses
Mentor-protégé programs
Business development programs
Dissemination of DBE directory
Routine notification of DBEs of contract opportunities
Meet and greets with public sector staff
General networking events with primes
DBE conferences and events
Project-specific outreach events
Prompt payment and return of retainage requirements
Small contract bidding restricted to small businesses
Unbundling of contracts suitable for bidding by DBEs as primes
Small business contract goals and
Other efforts to increase DBE participation as primes 
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3. Determining whether all racial/ethnic/gender groups will be 
eligible for race- or gender-conscious elements of the Federal DBE 
Program. To be certified as a DBE, the firm’s owner must be both 
socially and economically disadvantaged. The groups presumed to be 
socially disadvantaged are identified on page 6. 

To be economically disadvantaged, a company must be below an overall 
revenue limit and an industry-specific limit, and its firm owner(s) must 
be below personal net worth limits.23 Under 49 CFR Section 26.67(b), a 
certifying agency may also consider other factors to determine if an 
individual is able to accumulate substantial wealth, in which case 
certification is denied. 

White male-owned firms and other ethnicities not listed previously can 
also meet the federal certification requirements and be certified as 
DBEs if they demonstrate that they are both socially and economically 
disadvantaged.24 

Some transit agencies, especially under the jurisdiction of the U.S. Ninth 
Circuit Court of Appeals (which applies to agencies in California), limit 
participation in race- and gender-conscious elements of the program to 
groups independently identified as affected by discrimination related to 
that agency’s contracting. In such instances, only DBEs in the identified 
groups can count toward meeting an assigned DBE contract goal.  

Transit agencies and other local and state governments sometimes 
perform “disparity studies” to determine their overall DBE goal, assess 
whether race- and gender-conscious program elements are needed, and 
identify the individual DBE groups to participate in those program 
components. 

 

23 49 CFR § 26 (d) 

USDOT has provided guidance to transit agencies under the jurisdiction 
of the Ninth Circuit Court of Appeals to perform disparity studies in 
order to provide information to support operation of the Program. 

Equity Programs for Non-Federally Funded Contracts 
Some transit agencies across the country operate Minority Business 
Enterprise and Women Business Enterprise (MBE/WBE) programs or 
small business enterprise (SBE) programs related to their non-federally 
funded contracts. Some operate programs to assist all small businesses. 
OCTA has employed efforts to help provide opportunities to small 
businesses for both its USDOT- and non-federally funded contracts 
(based on the Small Business Element of its DBE Program Plan). 

Limits to Contract Equity Programs 
As discussed in previous pages, public sector decision-making that 
considers factors such as race or gender can be subject to legal 
challenge. These legal constraints differ by group (race compared with 
gender or physical ability, for example) and by state.  

Prior to passage of Proposition 209 by California voters in 1996, many 
state and local agencies in California had MBE/WBE programs related to 
their non-federally funded contracts. Those programs have dissolved or 
adapted in response to the new state constitutional limitations on 
preferential treatment based on race, ethnicity or sex. 

 

24 As described in 49 CFR Part 26.67(d). 
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Nondiscrimination Provisions and Prohibitions on 
Adverse Effects in Transit Activities 
Federal regulations pertaining to Title VI and Environmental Justice 
require certain actions relating to nondiscrimination and avoiding 
adverse effects on certain groups. California Civil Code § 51(b) 
reinforces these federal policies at the State level.25  

Section 601 of Title VI of the Civil Rights Act of 1964 prohibits 
discrimination on the basis of race, color or national origin under any 
program or activity receiving federal financial assistance. It also 
prohibits exclusion from participation in or denial of benefits of any 
such program or activity based on these personal characteristics.  

Adding to Title VI is Executive Order 12898, “Federal Actions to Address 
Environmental Justice in Minority Populations and Low-Income 
Populations,” which was signed in 1994. The USDOT Order 5610.2(a) 
and FHWA Order 6640.23A, both named “Actions to Address 
Environmental Justice in Minority Populations and Low-Income 
Populations,” outline how the order applies Environmental Justice (EJ) 
principles.26 Any transit agency receiving USDOT funds must incorporate 
EJ principles into its transportation decision-making and environmental 
review.  

Groups considered in the requirements. As summarized in  
Figure J-6, Title VI focuses on nondiscrimination based on race, color 
and national origin. It also pertains to denial of meaningful access for 
limited English proficient (LEP) persons.  

 

25 California Department of Transportation. (n.d.). I. Caltrans. Retrieved from 
https://dot.ca.gov/programs/civil-rights 

J-6. Focus of Title VI and Environmental Justice regulations 

 
On the other hand, EJ regulations pertain to actions that will have a 
disproportionately high and adverse effect on minority populations or 
low-income populations. 

  

26 77 FR 27534, (May 10, 2012); FHWA Order 6640.23A, (June 14, 2012). 

Focus of regulations

Title VI

Discrimination based on race and color

Discrimination based on national origin, including the nation a person was 
born or where their parents or ancestors were born

Meaningful access for limited English proficient (LEP) persons

Environmental Justice (EJ)

Minority populations including:
American Indian and Alaska Natives, 
Asians, 
Black or African Americans, 
Hispanic or Latinos, and 
Native Hawaiian or Other Pacific Islanders

Low-income populations, or a group of persons living in geographic proximity 
that have median income at or below the federal poverty guidelines set by 
the U.S. Department of Health and Human Services
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OCTA follows Title VI and LEP-related regulations.  

Prohibited actions. Federal Title VI and EJ regulations overlap, but are 
still distinct, as they apply to different groups and types of impacts.  

Title VI. Title VI prohibits practices that have discriminatory effects.  
FTA Circular 4702.1B includes definitions of discrimination, disparate 
treatment and disparate impact (shown to the right). 

 Intentional discrimination based on race, color or national 
origin is prohibited.  

 Facially neutral (i.e., unintentional) actions that result in 
discrimination (as defined to the right) on the basis of race, 
color or national origin also violate USDOT regulations “unless 
the recipient can show the policies or practices are 
substantially justified and there is no less discriminatory 
alternative.”27 

EJ. Regarding USDOT programs, EJ regulations provide that:  

 Programs, policies or activities that have a disproportionately 
high and adverse effect on targeted groups are only allowed if 
“further mitigation measures or alternatives that would 
reduce the disproportionately high and adverse effects are not 
practicable.”  

 The regulations state that “social, economic (including costs) 
and environmental effects of avoiding or mitigating the 
adverse effects will be taken into account” when determining 
whether mitigation or an alternative is “practicable.”28 

 

27 FTA Circular C 4702.1B. 

Discrimination (Title VI): 

Any action or inaction, whether intentional or unintentional, in any 
program or activity of a Federal aid recipient, subrecipient, or contract 
that results in disparate treatment, disparate impact, or perpetuating 
the effects of prior discrimination based on race, color or national 
origin. 

Disparate treatment (Title VI): 

Actions that result in circumstances where similarly situated persons are 
intentionally treated differently (i.e., less favorably) than others because 
of their race, color or national origin.  

Disparate impact (Title VI): 

A facially neutral policy or practices that disproportionately affects 
members of a group identified by race, color, or national origin, where 
the recipient’s policy or practices lacks a substantial legitimate 
justification and where there exists one or more alternatives that would 
serve the same legitimate objectives but with less disproportionate 
effect on the basis of race, color or national origin. 

Disproportionately high and adverse effect (EJ): 

An effect on a minority population or low-income population that (a) is 
predominately borne by that population or (b) will be suffered by that 
population and is appreciably more severe or greater in magnitude than 
the adverse effect that will be suffered by non-minority and/or non-low-
income populations.

28 FTA Circular C 4703.1. 
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Service and fare equity analysis. This report does not cover every 
aspect of a transit agency’s operations affected by Title VI and EJ 
regulations, which are very broad. The following just focuses on 
requirements regarding equity in services and fares for fixed route 
transit providers . 

To comply with 49 CFR Part 21, all fixed route transit providers must set 
service standards and policies for each mode of service that identify 
how “service is distributed across the transit system and must ensure 
that the manner of the distribution affords users access to these 
assets.”29 This requirement extends to service policies “to ensure 
service design and operations practices do not result in discrimination 
on the basis of race, color, or national origin.” 

Basic requirements pertain to any fixed route service transit provider. 
All fixed route providers must develop quantitative standards of service 
for each metric presented in Figure J-7. All fixed route operators must 
also develop Title VI Programs that outline system-wide service 
standards and policies. 

Additional requirements apply to large transit providers that operate 50 
or more fixed route vehicles in peak services and are located in an 
urbanized area with a population of 200,000 or more. The additional 
requirements for these Title VI plans are detailed in Figure J-7.  

Although low-income populations are not included under Title VI,  
FTA Circular C 4702.1B requires transit providers to evaluate service 
equity for low-income populations including whether they will bear a 
disproportionate burden of service or fare changes. 

 

29 FTA Circular C 4702.1B 

No person or group of persons shall be discriminated against 
with regard to the routing, scheduling, or quality of service of 
transportation service furnished as a part of the project on the 
basis of race, color, or national origin. Frequency of service, age 
and quality of vehicles assigned to routes, quality of stations 
servicing different routes, and location of routes may not be 
determined on the basis of race, color, or national origin. 

Section (3)(iii) Appendix C to CRF Part 21 

 

J-7. Standards required of fixed route service transit providers 

 

Required service indicators

All fixed route transit providers

Vehicle lead for peak and off-peak
Vehicle headway 
On-time performance 
Service availability
Distribution of transit amenties for each mode
Vehicle assignment for each mode

Additional requirements for large transit providers

Demographic analysis of service area
Passenger surveys for customer demographics and travel patterns
Monitoring program of service standards and policies
Public engagement process in setting the major service change and disparate impact policy
Equity analyses for effects of major service and/or fare changes
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Incorporating EJ principles into NEPA process. The National 
Environmental Policy Act (NEPA) requires consideration of 
environmental and other impacts in decision making regarding major 
federal actions.30 Federal regulations direct agencies to: 

 Take certain actions, including examining ways to “avoid, 
minimize, or mitigate adverse effects of these actions upon 
the quality of the human environment,”31  

 Consider the “social, economic, and environmental impacts of 
the proposed transportation improvement”32; and  

 Encourage public involvement in these decisions.33 

Environmental reviews under NEPA must address disproportionately 
high and adverse effects on minority populations and low-income 
populations. Regulations in 23 CFR Part 771 address review under NEPA 
(see Figure J-8 for more details). The FHWA has issued a detailed step-
by-step guide that an agency should follow.34 

Examining effects on minority and low-income populations includes 
reviewing short-term and long-term effects and any mitigation and 
enhancement measures. Effects can include both adverse effects and 
positive benefits. FTA Circular C 4703.1 directs agencies to consider  
“the totality of the circumstances” before determining whether there 
will be a disproportionately high and adverse effects on minority 
populations or low-income populations.35 

 

30 42 U.S.C. § 4321 et seq. 
31 40 CFR § 1500.s 
32 23 CFR § 771 

J-8. 23 CFR Part 771 requirements for incorporating EJ into NEPA decisions for 
federally funded projects 

 
Note: CE describe actions that do not have a significant environmental effect;  
adverse environmental effects may include risks, aesthetic values, disruption  
of community, displacement, and increased isolation. 

33 40 CFR § 1500.2 
34 FHWA Technical Advisory T 6640.8A. 
35 FTA Circular C 4703.1, p. 46 (Aug. 15, 2012) 

Review under NEPA

Forms of review

Environmental Impact Statement (EIS)
Environmental Assessment (EA)
Categorical Exclusion (CE)

Steps an agency should take

1. Define the project area and identify EJ populations
2. Identify adverse environmental effects on EJ populations
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Agencies in the state of California must also abide by regulations set 
forth by the California Environmental Quality Act of 197036, as well as 
those implemented by the California Environmental Protection Agency 
(CalEPA).  

Most pertinent to the public transportation sector are initiatives 
enforced by the California Air Resources Board (CARB) across the state, 
and by smaller Air Quality Management Districts (AQMD) regionally. 
OCTA’s geographic region is covered by the South Coast AQMD. 
Relevant regulations enforced by these agencies to OCTA operations are 
shown in Figure J-9. 

A review of OCTA policies and practices finds that the agency has 
already begun efforts to convert the OC Bus fleet to zero-emission 
technology over the next 20 years and replace natural gas-run vehicles 
with all-electric vehicles.37 These two efforts are supportive of and 
incompliance with The Truck and Bus Regulation and Executive Order  
N-79-20. 

Additionally, the end of sales of gas-powered private vehicles, as 
stipulated in the Executive Order, will not impact OCTA operations. 
Instead, it likely will benefit the agency through the expansion of 
electric vehicle powering infrastructure via California Energy 
Commission’s Clean Transportation Program. 

 

 

36 California Public Resources Code § 21000 et seq. 
37 OCTA. (2020). A progress report on OCTA accomplishments. Orange County 
Transportation Authority. 

J-9. State environmental regulations related to OCTA operations 

 
In regard to environmental legislative efforts, it is important to note 
that, OCTA’s initiatives also include funding local measures to reduce 
traffic congestion (i.e., Measure M) and an allocation of $40 million to 
environmental improvements through 2026.38 

 

38 OCTA. (2021). Keeping Orange County moving: 2021 new board member orientation. 
Orange County Transportation Authority. 

1. The Truck and Bus Regulation. The required 
reduction of air contaminants caused by heavy-
duty trucks and buses, through installation of 
less-polluting engines and vehicle inspections. 

2. Executive Order N-79-20, Governor Newsom’s 
Zero-Emission by 2035. 
A State attempt at reaching carbon neutrality 
by 2045, which is to be achieved in large part 
by ending the sales of internal combustion 
passenger vehicles by 2035. 
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Nondiscrimination in Service Provision for  
Persons with Disabilities 
In addition to prohibiting discrimination in employment, transit agencies 
and private contractors to those agencies must ensure their services, 
vehicles and facilities are accessible to persons with disabilities.39 

Groups considered in the requirements. Disability is defined as a 
physical or mental impairment that substantially limits one or more of 
the major life activities of an individual. “Physical or mental 
impairment” includes a physiological disorder or condition as well as 
any mental or psychological disorder. The definitions specifically include 
emotional illness, drug addiction and alcoholism.40  

Requirements and prohibited actions. In addition to providing 
services, 49 CFR Part 37, FTA Circular C 4710.1 and various FHWA 
reports41 establish requirements and guidance for a transit provider 
regarding topics in Figure J-10. 

There are certain situations where a transit provider can deny service, 
such as when the “individual engages in violent, seriously disruptive, or 
illegal conduct, or represents a direct threat to the health or safety of 
others.”42   

 

39 49 CFR § 37.23 
40 49 CFR § 37.3. 

J-10. Guidance related to service provision for persons with disabilities 

 

41 See https://www.fhwa.dot.gov/civilrights/programs/ada/resources.cfm 
42 49 CFR § 37.5(h) 

Topics of guidance

Use and maintenance of accessibility-related equipment or features
Allowing service animals to accompany individuals with disabilities
Allowing an individual with a disability to travel with a respirator or portable oxygen supply
Providing information to individuals with disabilities through accessible formats
Training personnel about proper assistance for persons with disabilities
Reasonable modifications to avoid discrimination on the basis of disability
New construction of transportation facilities and alterations of existing facilities
Design of new, used and remanufactured transit vehicles
Service provision on fixed routes (e.g., priority seating and stop announcements)
Provision of demand responsive services and paratransit services
Services provided by passenger ferries
Transit services provided by monorails, trams and other less common vehicles
Processes for tracking and resolving complaints from persons with disabilities
Providing curb ramps when streets, roads or highways are altered through resurfacing
Design of accessible pedestrian signals, sidewalks and trails
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Keen Independent Research facilitated a virtual focus group with 
diverse community leaders on May 10, 2022. Ten people participated in 
the focus group. GCAP Services, Inc. moderated the discussion.  

This appendix provides an analysis of the focus group discussion, and 
includes the following sections:  

 Background on equity at OCTA; 

 Consumer impressions on equity within OCTA services; and 

 Equity in the contract and procurement processes at OCTA. 

The following pages discuss each of these sections. 

Source:  OCTA, Ted Nguyen.
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Focus group participants were asked to describe their personal 
background or experiences with OCTA services and the agency. 
Participants provided their perceptions regarding OCTA’s relationship 
with the Orange County Community. 

Community Outreach at OCTA 
One participant highlighted the importance of employing enough staff 
to reach out to marginalized communities.  

Adding to that point, another participant emphasized the importance of 
employing staff who represent the diverse communities OCTA is 
attempting to reach.  

Inclusive Practices and Efforts by OCTA 
One focus group participant praised the youth bus program at OCTA 
that allows youth to utilize bus services for free.  

Regarding disability inclusion, one participant reported that OCTA 
adequately recognizes the needs of people living with disabilities within 
its services and DEI efforts. 

One participant reported that with the increased rise in anti-Asian 
rhetoric, there has been a concerted effort within the API community to 
protect vulnerable members of the community, particularly seniors. 
They suggested that similar measures could be used to create 
connections throughout diverse communities. 

 

 

 

They need more staff in order to connect with the community because 
not only do they need to connect with the community members 
themselves, but they also need to be able to connect and establish 
relationships with nonprofit organizations because these other 
nonprofit organizations are the ones that are serving the community 
members. 

Focus group participant 

There’s a need to reach people in multiple languages, so I think some 
staff with those specific language skills, there are lots of community 
events, so it just seems like … for OCTA to reflect the communities 
they’re reaching out to would be important. 

Focus group participant 

The fact that [youth] can ride the bus for free is really good because 
once people get used to riding the bus, they will continue to do so.  

Focus group participant 

I feel like the disability community is often not part of the DEI 
conversation, so I’m glad to see disability inclusion is top of mind for 
OCTA especially as it relates to transit. 

Focus group participant 

I know within the API community, connecting with our elders and 
having them feel safe especially in all this rise in anti-Asian hate has 
been tough … I know this has happened in Chinatown where the 
younger generation has walked with senior citizens to make them feel 
safe … that’s a way to engage with the community and build more 
bridges through the generations and with those communities of color. 

Focus group participant 
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The study team also asked participants about OCTA’s approach to 
addressing diversity and equity within their services. Participants 
subsequently provided input towards what policies could better address 
diversity and equity within their services. 

Strategies for Creating an Equitable Transportation 
Network 
Regarding OCTA’s current DEI policies, one focus group participant 
stressed the importance of listening to and considering all voices and 
opinions. 

One participant suggested riding the bus to investigate how the services 
could be improved. 

Another participant suggested examining underserved areas throughout 
OCTA’s bus routes and transportation services to determine what would 
be required to reach those communities. 

Diversity Within the OCTA Board and Leadership 
One participant emphasized the importance of the Board in efforts to 
change the culture of an organization.  

Regarding leadership composition, another participant highlighted the 
significance of employing bicultural individuals who are knowledgeable 
about historical contexts of marginalized communities. 

 

 

 

We all must spend time making sure that we don't just keep listening 
to the yes people in our world. And if you really want to push the DEI 
work forward, I think it's really being intentional at all levels … it's 
not just diversity, it's not just inclusion … You know, you really have 
to move through that spectrum to make sure that, you know, like, 
hey, are we actually making decisions differently? Are they informed 
by different sources? Do we have dissenting voices in the room? 

Focus group participant  

Maybe one of the things we need to do is find a bus route and just go 
on it for a while … we talked about the need to do research, well let’s 
do some research ourselves.  

Focus group participant 

I think that one of the things you can immediately look at is 
accessibility. Can you get to all parts of the county every single day? 
And, you know, what is it going to take for us to get there? Is it more 
buses? More resources? 

Focus group participant 

If you want to change the culture of the community at OCTA, it starts 
with your board. What are the rules and regulations for people to be 
on that board? 

Focus group participant  

The question should be do we have key people … do we have top 
people on the board on the administrative ranks on the top ranks, 
that are bilingual, have bicultural understanding … that really 
understand the background, the history of the groups that you’re 
reaching out to? 

Focus group participant 



K. Diverse Community Leaders Focus Group — Equity in contract procurement  

KEEN INDEPENDENT RESEARCH — OCTA DEI STRATEGY FINAL REPORT APPENDIX K, PAGE 4 

Participants were asked about their experiences with OCTA’s contract 
and procurement processes and elaborated on any barriers they have 
experienced. GCAP then asked participants which factors could be 
implemented to create a more equitable and fair procurement process. 

Barriers Related to DEI in OCTA’s Procurement Process 
One focus group participant reported that OCTA’s lack of emphasis on 
DEI within their contract and procurement processes is creating 
difficulties for firms wanting to obtain contracts with the agency. 

Adding to that point, another participant suggested that OCTA’s recent 
discussions around increasing the proportion of certified businesses in 
contracts from 10 to 15 percent is not a large enough increase to the 
goal. 

Suggestions for Creating a More Equitable 
Procurement Process 
One focus group participant suggested adopting DEI into all aspects of 
the procurement process. They added that actively pursuing small firms 
for contract work would create a level playing field for small firms that 
lack the experience contracts often ask for. 

I’ve been learning a lot about the OCTA systems on the contract 
procurement side, not easy to navigate and sometimes you see 
similar companies getting the contracts. There has to be additional 
opportunities for the folks that are not as [familiar] with their 
operations as far as that goes. So, it could be improved. The root of 
this is that DEI is not in the forefront. 

Focus group participant  

[DEI] is always a small part of let’s say a contract is only 5-10 percent 
that has to include DEI and I know OCTA has talked about making it 
15 percent. Is that enough? 

Focus group participant 

Maybe you need to have that 100 percent of DEI overseeing everything 
as one uniform strategy, then you can say — hey were actively getting 
all these small contractors. To be able to have that opportunity, it’s like 
when you have a young graduate with a degree and you tell him oh, I 
can’t hire you because you don’t have the experience, at the same time, 
you were not given that experience whatsoever, how do you gain the 
experience? 

Focus group participant 
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