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SUBJECT: WOMEN AND GIRLS GOVERNING COUNCIL (WGGC)
— YEAR IN REVIEW

ISSUE

Last year, the WGGC was established to analyze how Metro’s programs, services, and
policies impact the lives of women and girls in LA County. To date, nine WGGC
recommendations have been approved by the CEO. This year in review report provides
a summary of accomplishments WGGC has made within its first year of the Program.

BACKGROUND

WGGC was established in September 2017 to examine Metro policies, programs and
services and make recommendations to the CEO. With consideration of the unique
obstacles faced by women and girls, the Council looks to find opportunities to remove
barriers to success and expand opportunities at, within, and on Metro.

The goals of WGGC are:

e To have a Gender Balanced Workforce;

e To accelerate change because progress for women is progress for everyone;
and



 To not seek just one solution, but a comprehensive strategy to address the
complex and inter-related causes of gender inequity, mobility and economic
challenges.

The Council is comprised of a diverse group of 60 Metro employees representing every
department—union and non-union, entry level to executive—meets monthly to develop
recommendations to the CEO to help advance and empower women and girls. This
group of women and men work together for effective, innovative and collaborative
change, examining Metro policies, programs and services through a gender lens. The
Council applies a gender lens in three focus areas: Metro as an Employer, Metro as a
Service Provider and Metro as a catalyst for Economic Development. It is the Council's
objective to reveal and identify challenges and barriers women may face and
incorporate an intentional change approach to remove those obstacles and challenges.

In February 2018, the CEO approved seven WGGC recommendations. In September
2018, the CEO approved two additional WGGC recommendations.

DISCUSSION

The Year in Review Report (Attached) provides the performance results of the first year
of the Council.

NEXT STEPS

WGGC will continue to work with departments on the successful implementation of
approved recommendations. WGGC will begin its second cohort on October 30t
where we received an overwhelming number of responses (over 200) from Metro

employees, which is inspiring to know that so many want to work together to Impact,
Advance and Empower lives of Women and Girls.

ATTACHMENT
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Background:

LA County?:

. e 5.2 Million Women and Girls live in LA County

e 5.6% Unemployment rate for women

e 635,000 women-owned businesses

e  Women on avg. earn 81% of what men earn

® 32% (more than a million) LA County households are headed by women
e 47% of women aged 25-34 have earned a post-secondary degree

Metro:2

55% of Metro bus riders are women; 47% of Metro rail riders are women
29% of Metro’s workforce are women.

37% of Sr. Management (DEO & Above) positions are held by women
53% of the Senior Leadership Team is female

2.6% contracts are awarded to women-owned businesses

August 2017- CEO authorizes the Women and Girls Governing Council:

Metro CEO, Phil Washington established the Women & Girls Governing Council (WGGC) in 2017
to analyze how Metro's programs, services and policies impact the lives of women and girls in
LA County. The Council applies a gender lens in three focus areas: Metro as an Employer, Metro
as a Service Provider and Metro as a catalyst for Economic Development.

The goals of WGGC are:

To have a Gender Balanced Workforce;

To accelerate change because progress for women is progress for everyone; and

To not seek just one solution, but a comprehensive strategy to address the complex and

inter-related causes of gender inequity, mobility and economic challenges.

12016 Report on the Status of Women in LA County

2 Metro Human Capital & Development August 2017
June 2016 Metro Onboard Survey



Women and Girls Governing Council
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CEO Approved
Recommendation

Completed
Reccomendations

Member Council

WGGC Innovative Recommendations:

In February 2018, the CEO approved seven recommendations presented by the WGGC:

1. CEO Action Plan for Diversity and Inclusion (D&l)
Background: In the recent Employee Engagement Survey, when the
question was asked “ Everyone here is treated fairly regardless of race,
gender, age, ethnic background, disability, sexual orientation, or other

] wm» differences” only 43% of women agreed and 59% of men agreed. Metro

wants to be a diverse and inclusive agency. At Metro we want to create
and foster a supportive and understanding environment in which all
individuals realize their maximum potential, regardless of their differences.

And we are committed to employing the best people to do the best job possible

Recommendation: Develop a CEO Diversity and Inclusion Action Plan:
Employee D&I Pledge
Celebration of D&I Months
Employee D&l Listening Sessions at every work site
Develop a D& Policy
Establish a D& Working Committee to develop ongoing strategies and initiatives




Through this initiative we want our employees to know that each employee brings their own
unique capabilities, experiences and characteristics to their work and Metro values such
diversity at all levels of the agency.

Goal: The goal of the initiative is to provide guidance to the agency to foster an inclusive
working environment. Employees can be themselves at work and no one feels left out because
of their age, gender, disability, race, religion or belief, sexual orientation, or other factors such
as social background, skills and qualifications, where they live and work, their appearance,
thinking styles, education, their life and work experiences, personality, abilities, and family and
caring responsibilities.

Status:

e June 2018 Volunteer Diversity Pledge Issued; Ongoing,
857 employees have signed the pledge. We will continue to promote the pledge through
posters throughout the agency, annual reminder emails, and the pledge is posted on
OCEO internal webpage. During the upcoming D& listening sessions, we will provide
access for contract employees who would like to take the pledge but don’t yet have
access to email.

Metro Divefsity &

Inclusion Pledge

A MESSAGE FROM CLO PHIL WASHINGTOMN

Required

Sign with badge ID: *

e September 2018 D&I Observance of Cultural Months Commenced; Hispanic Cultural &
Disability Awareness month were formally observed by the OCEO; ongoing



e November 2018 Employee D&I Listening Sessions at every work site:_ Negotiations are
being finalized to bring a facilitator on board to conduct listening sessions. Anticipate
listening sessions to begin November 2018, starting with the Operations Department.

e Target 2019 Establish a D&l Working Committee- pending conclusion of listening
sessions

e Target 2019 Develop a D&I Policy- pending conclusion of listening sessions
2. Understanding How Women Travel

Background: 55% of Metro bus riders are women and 47% of Metro rail
riders are women so it is important for Metro to understand women’s
travel patterns so that we can ensure that their needs and travel patterns
are incorporated into the transportation planning and service delivery, bus
stop design and transit operations.

Currently we do not have sufficient data on how women are traveling on our system. For this
reason, it is hard to understand gender differences for making trips, trip frequency, distance
travelled, mobhility related problems in accessing services and employment.

Recommendation: Metro gather & analyze data by gender and develop a Gender Action Plan.
This will be done by disaggregating the current data collected through various surveys and
getting supplemental data on how women travel in Los Angeles County. It will help Metro
understand different mobility needs for men and women; when we start to disaggregate
transportation data by gender, we will be able to see different patterns on how women move
and use our system.

Goal: The goal of this initiative of gathering & analyzing gender-disaggregated data is to have
access to Metro/Los Angeles County-specific research and data that really reflects how women
travel to make informed decisions and ensure that applicable departments at Metro are
utilizing gender specific data to implement service changes and improvements. This will result
in better information for the Next Gen Study and Long-Range Transportation Plan and will lead
to better, more effective and more integrated solutions to address the mobility needs of
current and potential female riders.

Status:

e June 2018 — RFP Released

e August 2018 — Contacted by LADOT to collaborate on their study on how women travel
e October 2018 — Contract Awarded to Fehr & Peers

e Target May 2019 — Study completion.



3. Promoting the Advancement of Women

Background: In the 2017 employee satisfaction survey, 38% of women as
opposed to 45% of men agreed with the statement “If | contribute to Metro’s
success, | know | will be recognized.” 63% of women, as opposed to 69% of
\ men agreed with the statement: “| see professional growth and career
development opportunities for myself at Metro.” A powerful sign that Metro
is an inclusive place to work is when women can look around and see
themselves succeeding.

Recommendation: This initiative publicizes on the Metro intranet the promotions of women at
Metro on a weekly basis on the WGGC webpage to recognize their achievement and personal
growth. The recognition of the promotions also has a positive impact on other female
employees as they will see that Metro promotes from within and there are numerous career
paths and opportunities for advancement.

Goal: The goal of this initiative is to help promote career pathway identification, improve
leadership perceptions and provide opportunities for informal mentorships.

Status:
° April 2018 — Webpage completed; implementation ongoing
e Asof October 24, 2018 - Posted 198 promotions; 2777 website visits

The Results:

Feedback:

e “..thank you for recognizing me for my hard work and career path here at Metro..” L.
W, Rail Ops.

e “It was so nice to receive the letter from the Women and Girls Governing Council.” T. T,
Community Relations

e “.lam honored to be publicized on your webpage.” E. H, Operations

e “lam very humbled to have been chosen for the Women and Girls Governing Council
promotional feature initiative.” — AD, Environmental Compliance and Sustainability

* “I'm excited to be a part of the WGGC initiative.” — LF, Talent Acquisition

e “Thank you for taking the time and interest in my career story. | hope who ever reads
this can get a little inspiration, motivation and/or encouragement, that with time and
dedication, they too can achieve their career goal with Metro.” — AN, Operations



Metro Internal Webpage:

344

305
286

FY 16 Female FY 17 Female FY 18 Female
Promotions: Promotions: Promaotions:

4. Breaking Down Barriers for the Service Attendant Position

& Background: Metro is looking at several initiatives to eliminate any barriers
women may encounter as they seek to advance or start their career at Metro.
Through proactive attention and actions Metro is ensuring women have
opportunities to obtain higher paying jobs/career paths.

60% of Metro job classifications fall under the Service Maintenance job
category. Service Attendants is the second largest job classification in this job category. At the
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time of the recommendation it was discovered that of the 558 employees in this category, only
105 or 19% were female.

Recommendation: Service Attendant is considered a highly desirable entry-level position that is
the first step in the career pathway in the Maintenance Department. While Metro is studying
and will be updating all job descriptions, WGGC recommended that the Service Attendant job
description be reexamined as it revealed a considerable gender inequality. The
recommendation requested that the Service Attendant job specifications, minimum
qualifications, test and interview questions be reexamined and updated to remove any barriers
that would prevent women from applying and qualifying for the position.

Goal: Change the way the position is described, screened, tested and interviewed in order to
remove implicit gender bias. Ensuring women have opportunities to obtain higher paying
jobs/career paths in the Maintenance Department.

Status:

July 2018 - Job Description, Test Questions, & Interview Questions revised to remove gender
bias

Results:
As a result of implementing the recommendation, the following improvements were made:

* The number of women who applied also increased as well. We saw a 93% increase from
the last recruitment in the number of female applicants as a result of revising the job
description.

* Asaresult of revising the test, we saw a 204% increase in the number of women that
passed the exam.

* And as a result of revising the interview questions and requiring a 3 person interview
panel instead of one person panel 30% increase in women getting thru.

* 20 women have been hired (phase 1 of this recruitment) - compared to 1, 5 and 2 in the
last three recruitments. This is a 1900% increase from the last round where only 1
woman was hired.

During this process we found that there were more unintended barriers towards women within
the job description than just weight requirements. The core function of this position is to
service and clean bus and rail vehicles. During the examination of the job description with
Human Capital & Development (HCD) and Operations staff we found that the job description,
minimum qualifications, exam questions and interview questions focused primarily on
recruiting applicants with vehicle mechanic experience instead of cleanliness of the bus and rail
vehicles.

Over 1,700 applications were received (When), so only the first 500 applications received were
invited to proceed with the recruitment as outlined in the job bulletin. The data for this
recruitment is only reflective of the first 250 applicants that were invited to proceed with the
recruitment process to date, the other 250 will remain in a pool until the current pool is

wgal



exhausted With the change to minimum qualifications a high majority of applicants are
proceeding to the exam compared to past recruitments.

15
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Interviewed
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1 1

Jun 2017 Dec 2017 jul 2018 (phase 1)

B Male BFemale @ Undisclosed

*Due to the limited open vacancies and high number of applicants who passed the interview, applicants who

scored 90 and above were selected to fill the current openings. The remaining applicants will be kept in a qualified
candidate pool.



Next Steps:
We will closely follow this recruitment and analyze the retention rate compared to previous
years.

5. Girls’ Empowerment Summit

Background: In Los Angeles County, about 51% of the population are
women and over 1 million of the households in California are headed by
’ women. A third of these households are single mothers. Based on the
current income statistics for Los Angeles County, about 18% of women
are living in poverty. Of the percentage of women living in poverty, 31%
are currently employed. This shows the dire need to close the wage gap
for women and to provide job opportunities for women that could
sustain a household above the poverty level.

Metro is transforming LA County and, with Measure M, Metro will need to fill positions both
within Metro and outside Metro. It is estimated through Measure M we will be adding more
than 700,000 jobs throughout LA County. We will need a world class workforce to deliver the
projects and programs specifically in areas related to construction, including engineers, bus and
rail operators, supervisors, managers, architects, planners, and other professional staff.

Recommendation: With these projects underway, it is vital that women and girls are informed
of the quality careers in the transportation industry. The recommendation is to host a 1 day
Girls Empowerment Summit that will help close the disparity between males and females by
providing information to girls and emphasizing that they can choose a career pathway that is
typically “non-traditional” for women.

Goal: Increase career awareness among girls, ages 14-18.

Status: Planning is ongoing for the Summit, scheduled for February 4, 2019. Partnering with LA
County Women and Girls Initiative and the LA Promise fund as well as the private sector.

6. Bringing “The Voice” to Metro with a Blind Screening Pilot

Background: Blind screening is used to overcome unconscious bias and
promote diversity in the workforce. Anonymous or blind processes for

. ) reviewing applicant resumes is a strategy to reduce implicit bias within
selection processes. This implicit bias can be related to characteristics such
as gender or racial/ethnic background. Although this approach does not

' . completely eliminate bias in hiring, evaluating resumes anonymously can

play an important role in reducing the possibility for implicit bias in
candidate selection and aid Metro in recruiting diverse talent.
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Recommendation: Blind recruitment is a method to remove “criteria that could unintentionally
bias managers and give underrepresented groups confidence that their application will be fairly
considered. It is not just about hiding a candidate’s name, it is also about anonymizing anything
not relevant to the stage of the selection process -- this includes address, email, educational
institution, gender, and ethnicity.

Goal: The goal of this six-month pilot initiative is to reduce/ prevent the incidence of implicit
bias in the initial screening process and consider applications solely based on merit thereby
removing implicit gender bias at the first stage of the hiring process.

Status: HCD is working with ITS to identify a system that would automate the redaction of
personal information during the screening process of applications. Though there are several
systems available in the market, Metro’s application system was designed and built in house
which has created difficulties with system compatibility. In the interim HCD has been manually
redacting personal information on a select few job postings:

®* Manager, Transportation Planning

e Civil Rights Compliance Administrator

e Sr. Manager, Transportation Planning

® 5Sr. Engineer, Rail Communications Supervisor

e Sr. Marketing & Communications Officer, and

e Sr. Director, Finance.

Results:

Findings are limited and to obtain a complete analysis of the long-term benefits of this initiative
we are extending the pilot for another six months, with the concurrence of the CEO.

7. Crushing the 29% with an Employer Brand Strategy

Background: Metro employs more than 10,800 employees. 29% are female
employees. Since FY 2000, the ratio of female to male employees in the
workforce makeup has stayed in the 29% range for 17 years and there has
been no significant change in the recruitment and retention of female
employees.

Recommendation: Metro should strive to be an employer of choice for
current talent, new talent, veteran women, women reentering the workforce, and new college
graduates. Through innovative and creative messaging, we can position Metro to be the
employer of choice. We want to transform the “job search” experience and create an
information gateway on what it is like to work at Metro.

Metro receives on avg. over 160,000 monthly visits to its job-related webpages -- that is almost
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2 million first and last impressions of Metro as an employer every year. Through our career
webpage we can create an experience for candidates that feels genuine and connects to
candidates on an emotional level. Showcasing Metro’s vision and employee initiatives we can
develop a strong employer brand.

Goal: Through this initiative we want job seekers and current employees to know that Metro is
making the investment in them and their career success is a priority. Increase the gender
workforce ratio by attracting, retaining and advancing women at Metro.

Status: Working closely with HCD and Marketing to implement changes to career webpage.

September 2018- Military job skills translator soft launch. In our efforts to highlight Metro as an
employer of choice specifically to veteran women, the military job skills translator was soft
launched at a recent veteran’s event. The Translator matches military experience with Metro
jobs. https://www.military.com/mst/metro/mos-translator

Target December 2018 -Career Webpage completion December 2018.

New Initiatives

In September 2018, two new initiatives presented by the Council were
approved by the CEO: “Reporting Matters-Sexual Harassment” and
“Building a ladder- Women in Construction”.

D

EEED

8. Reporting Matters- Sexual Harassment Prevention

Background
Customers have a few options for reporting sexual harassment experienced on the Metro

system i.e., Customer Care, Law Enforcement, 24/7 hotline staffed by counselors from the
community advocacy organization Peace Over Violence (POV), Bus & Rail Operators or via
emergency call box.

Currently, there is no Standard Operating Procedures (SOP) in place to track number of

harassment complaints filed with Bus & Rail Operators or via emergency call boxes unless a
crime is in progress and the law enforcement is dispatched.
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Gap between On-Board Passenger Survey Results and Reports Filed

On-board Reports Filed
*
passenger survey

Sexual Misconduct Law Customer Care 24/7 Bus/Rail
Reports on Rail &  gpforcement ; (CCATS) Hotline/POV Operators or
Bus (Average Calls) via Emergency
_ : Box
Spring 2014 | 22% (4738 riders) | 99 ¥
Spring 2015 Rail: 21% (1030) 78 21
Bus: 18% (2680)
Spring 2016 |  Rail: 18% (682) 136 31
| Bus:14%(1747) | | 50 PR
Fall2017 |  Rail: 21% (820) | 111 _ 46 i
_Bus: 15% (1582) &
Spring 2018 |  Rail: 29% (1450) | 9 (January | 11
(Jan. to August) | Bus: 23% (3000) only) |

*On-board sample range: Bus:20,077 and Rail 1,459 in 2014; Bus: 14,887 and Rail 4,906 in 2015; Bus 12,479 and
| Rail 3,793 in 2016; Bus 10,546 and 3,909 Rail in 2017; and Bus 10,000 and 5,000 Rail in 2018

It was identified that there is a gap between on-board passenger survey results on sexual
misconduct and reports filed with Metro. During our most recent Spring 2018 (Jan.-Aug.) On
Board passenger survey, 29% of Rail passengers and 23% bus passengers indicated they
experienced sexual misconduct, yet only 9 reports were filed with law enforcement, 11 reports
were received by our customer care department and on average Peace Over Violence received
50 calls per month.

Recommendation: Implement an effective reporting, reviewing and responding process and the
creation of a new Bystander Program. Also encourage our Congressional Delegation to support
HR 5857 (DeFazio).

Goal: The goal of these initiatives is to reduce/prevent sexual harassment.

The Council researched other sexual harassment prevention strategies and recommended
Metro create a Bystander Program with the objective to overcome people’s natural resistance
to help strangers in distress and create a culture where all riders play a role in preventing sexual
harassment on our system.

Status:

October 2018 — The Metro Board first had to formally endorse HR 5857 since the current Board
adopted federal legislative plan does not include a provision for supporting this type of
initiative. Now that the Board has adopted a position, staff send correspondence to our
Congressional Delegation requesting support of the legislation.

Target November 2018 - WGGC is working closely with System, Safety and Law Enforcement,
Marketing and Operations to develop an implementation plan.
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9. Building a Ladder- Women in Construction Management Support Services (CMSS)

Background

Women are the majority population in Los Angeles County, but their presence within the
construction industry is not reflective of it. Women represent only 7% in the construction
industry. 3 With the passage of Measure M, Metro will be generating and putting into the local
economy billions of dollars with these new mega projects — and we want to see that the jobs
created with these dollars are filled by both the men and women of LA County.

CMSS consultant selection is a qualifications-based procurement process. Metro issues a
Request for Proposal (RFP) defining the services to be provided. Among other requirements,
our CMSS contracts list in the Scope of Work a menu of 50+ job descriptions for various
positions the CMSS consultant may be asked to fill. Interested consultant teams prepare a
Staterdient of Qualifications (SOQ) describing their experience s it relates to the RFP.

Metro makes its evaluation and selection based on the SOQs and responses to interview
questions; however, because of Proposition 209, Metro is prohibited from establishing gender-
based goals or selection criteria. Once a CMSS firm is selected, the Metro Construction
Manager will request resumes from the CMSS consultant and select individuals to fill the
various openings to supplement Metro staff. There is currently no requirement for diversity
when selecting the consultant workforce that will be placed at the project site.

For each of our mega projects, as they proceed to the construction phase Metro forms a team
comprised of Metro employees and CMSS consultants to augment Metro staff and perform
required construction management functions over the life of the project. We surveyed the 3
most advanced of the on-going mega projects — Crenshaw, Regional Connector, and Purple Line
1 - analyzing their most recently published organization structures.

* 153 consultant positions are being filled through CMSS contracts for these 3 projects

e 82% or 126 consultants fill technical positions (i.e. Construction Managers, Inspectors,
Surveyors), and earn salaries exceeding $100,000/year

* 18% or 27 consultants fill non-technical positions (i.e. Document Control, Administrative
Analysts), and earn less than $100,000/year

* 70% of the lower-paid non-technical positions are filled by women

* 92% of the higher-paid technical positions are filled by men

Recommendation: Baseline and Monitor CMSS Utilization of Women. CMSS consultant teams
will be required to prepare a Work Force Analysis chart during the selection process. This chart
allows Metro to baseline and track consultants’ utilization and promotion of women across
various job classifications and levels of authority within their organizations. The chart will be
updated and resubmitted July 1 of each year following award of the CMSS contract.

32017 Disparity Study, Figure 3-3.
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CMSS Apprentice Positions.

Based on the research it is also recommended that we require CMSS consultants to place at
least 1 Construction Inspector Apprentice on each project. The Construction Inspector
Apprentice job title and duty description will be included in the menu of job descriptions
currently listed in the CMSS scope of work. We must create opportunities for women to learn
about these positions through industry discussions, learning forums, and career fairs focused on
women and girls. We want to introduce them to women already in the industry, and get them
excited about new possibilities that they may have never considered otherwise.

Goal: The goal of these initiatives is to increase the number of women in construction
management positions.

Status: i A

November 2018 - WGGC is worki:ng closely with Vendor Contract Management to develc;p an
implementation plan.

WGGC Activities

Throughout the year, WGGC also engaged in community activities:

* November 28, 2017 - DIY Girls Dream Big Event. WGGC co-sponsored the screening of
the film Dream Big for approximately 150 girls ranging from elementary to high school
students. The film shows how engineers push the limits of innovation in unexpected
and amazing ways. After the film there was a panel discussion to give students
perspective from a diverse group of female industry leaders, including Jeanet Owens, Sr
Executive Officer, and Therese McMillan, Chief Planning Officer.

e April 25, 2018 Denim Day — Co-Hosted Self Defense Class in partnership with Alex
Wiggins, Chief of the Safety, Security and Law Enforcement Department. Provided a full
day of classes with 75 participants.

* May 17, 2018 APTA Career Day — Career Shadow — Hosted 25 girls from the Girls
Academic Leadership Academy to shadow 25 Metro employees. Invited twenty-five 9th
and 10th grade students to learn about Metro and the careers available in the public
transportation industry. The goal for the event was for each student to leave with an
impression that a career in fields such as Operations, Construction, or Information
Technology is possible. By equipping 9th and 10th grade students with knowledge about
public transportation career opportunities, we establish the foundation for a career
pathway within the industry. The 25 Metro employees were: Supervisor and Metro
Director Sheila Kuehl, Supervisor and Metro Director Hilda Solis, Supervisor and Metro
Director Janice Hahn, Metro Director Jacquelyn Dupont-Walker, Anais Arrenquin,
Camelia Davis, Chandrani Kahanda, Cinthya Lupian, Claudia Solano, Elba Higueros, Erica
Lee, Janayre Bertrand, Jennifer Lieu, Julie Owen, Karla Cooper-Santos, Laura Gomez,
Linda Edwards, Lucila Robles, Marion Colston, Michelle Johnson, Monica Carney, Sonja
Owens, Stephanie Wiggins, Tiffany Harris, Tiffany Luu.
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October 27, 2018 Girls Scouts — Careers in Motion. LA Transportation Careers Day will
provide 100 girls scouts the opportunity to learn about all of the exciting career options
in the transportation industry. Metro, in partnership with Caitrans, LADOT and
Metrolink, is hosting a fun- filled event that will provide tours, workshops and
educational activities. Participants will see how LA’s four major transportation agencies
move over 24-million people each day. Nicole Casalino, Assistant Administrative
Analyst, served as the lead Coordinator for this event. The Planning Committee
consisted of: Claudia Galicia, Collette Langston, Carolina Coppolo, Pamela Gutierrez-
Blackwood, Teresa Wong, Fulgene Asuncion, Imelda Hernandez, Jennifer Cauich, Angie
Godinez, Marisol Cabral, Devon Deming, Anna Noyola, Dina Madrigal-Arteaga, Sonja
Owens.

September 21, 2018 Los Angeles Com':mission on the Status of Women- WGGC
representative, Elba Higueros, Chief Policy Officer, gave the How Women Travel Study
Presentation

October 15, 2018 TCRP Synthesis SF-21 Attracting and Retaining Woman in The Transit
Workforce Panel, Elba Higueros, Chief Policy Officer, was invited to participate.

WGGC Video -To celebrate the achievements of our female workforce a video was
produced that highlights interviews of women who have been at Metro 25+ years. The
video showcases the participants valuable perspectives on how working at Metro has
changed over the past 25 years, as well as provides advice for women starting their
careers at Metro or considering Metro as an employer. The video will be used at various
career fairs and recruitment events.

Status: To be featured at December 2018 Board Meeting

WGGC Portraits Project- Artist Michele Asselin has been working with Maya Emsden,
Deputy Executive Officer, Metro Arts & Design on a photography project reflecting the
important work that WGGC members perform at Metro. Twenty four members
volunteered to participate. The images may be used in future agency publications and
some will be included in a Union Station passageway gallery exhibition anticipated for
early 2019.

WGGC Advisory Role:

WGGC is currently serving in an advisory role for the following Metro initiatives:

MicroTransit

PLA/CCP

System, Safety and Security
Next Gen
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WGGC in the News:

http://transitcenter.org/2018/09/17/women-power-will-change-transit-better/
September 2018

http://www.metro-magazine.com/m anagement-operations/news/726594/la-metro-looks-to-
increase-hirng-of-women-for-transportation-construction-jobs
December 2017

http://libraryarchives.metro.net/DB Attachments/APAarticle MayViewpoint MK.pdf
APA Magazine
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