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I. ABSTRAGT

Since 1880, the trucking industry, and particularly the truckload seg-
ment, has experienced a shortage of gualified drivers. This complex
condition is the result of at least four factors: the growth in the trucking
business, drivers leaving the profession, driver churning — that is, mov-
ing from ane company o another — and workiorce demographics.

This sludy is notable for its ringing confirmation of the findings of earlier
research — findings that have been established again and again over
lime — as well as for its new and refined approach to the issue of driver
retention.

While industry growth, compelition from other sections of the economy,
and the demographics of those who chose either to enter or avoid the
truck driving profession are important lactors in the driver shortage
equation, the single most important leature of this condition is churning.

Between 15994 and 2005, the trucking industry will nead 1o hire, on aver-
age, 403,000 truck drivers each year 1o fill empty seats. But more than
320,000 of those hires — or about B0 percent — are the resull of intra-
Industry musical chairs or churning. On an annual basis, the industry
will hire only 34,000 drivers (B percent) because of industry growth and
another 48,000 drivers (12 percent) due to driver attrition, either from
retirament or leaving the profession altogether.

These statistics highlight the all important question: While industry Em“'ﬁ mmlmnm

what must trucking companies do to stabilize their cur- other sections of the economy, and the

rent workforce? demographics of those wha chose either to
enter or avoid the truck drivi

QOver the last 10 years, the ATA Foundation has pro- = g important factors in the. ﬁw m

duced several important studies which examined this equation, the single most important feature

complex driver shorlage issue. of this condition i's m

In 1888, the ATA Foundation commissionad the

Hudson Institute to guantity the extent of the driver

shortage and recommend steps the industry should take to correct the
condition. This critical examination of the driver shortage issue built on
Hudson's landmark study, Workforce 2000: Work and Workers for the
Twenty-first Century, which it prepared for the US Department of Labar.

In the Hudsen study, researchers found that motor carriers tended to
respond to the problem in one of two basic ways: 1o intensively recruit
large numbers of drivers or to encourage retention by providing higher
pay, more regular and prediciable hours, greater benefits, or better
eguipment and working conditions. In the long run, the researchears con-
cluded, "both strategies are likely to be necessary for the industry to
have an adequate labor supply. Retention will be particularly important
because attrition and turnover are the largest sources of job openings.”




In 1993, the Foundation commissioned the Upper Great Plains
Transportation Institute of North Dakota State University, in Farge. to
study commercial driver job satisfaction. The study focused on drivers
who had recently changed jobs and it provocatively concluded that
“there is nol a shortage of drivers, bul a lack of human resource strate-
gies to take advantage of the available pool.”

At the October 1996 ATA Management Conference and Exhibition in
San Antonio, Texas, the ATA Foundation brought together three individ-
vals who were intimately familiar with the driver recruitment and reten-
tion issues to participate in a public Roundtable discussion. The partici-
pants were Richard Judy of the Hudson Institute; Dr. Debra Christensan
of The Gallup Organization: and Patrick Quinn, Co-Chairman of US
Xpress Enterprises, a leading truckload motor carrier that has had great
success recruiting truck drivers from nen-traditional sources. The partic-
ipants in the Roundtable emphasized: the impartance of human
resource management; determining what motivates different people;
managing the expectations of new entrants to the truck driving profes-
sion: and understanding why individuals stay with a particular company.

Building on this history and recognizing that the most critical teature of
the driver shortage problem is retention and not recruitment, the ATA
Foundation commissioned The Gallup Crganization to underiake a study
which clearly put the spotlight on retention.

The Gallup study set out to do three things:

- update the trucking industry and labor force demographic analysis
from the 1988 Hudson Institute study,

provide a better understanding of the unigue attitudes about trucking
held by people bath inside and outside the industry and the effect of
these attitudes on personnel management; and

« develop a retention model based on the factors that are most signifi-
cant in promating job satisfaction of long-tenured truck drivers — dri-
vers who have been with their current company for five years or
mare.

The principal findings of the trucking and labor force demographic com-
ponent of the study are not surprising:

- driver churning or turnover continues to represent 80 percent of the
trucking industry’'s need for new drivers;

the workforce segment that has traditionally been the prime source
of labor for the trucking industry — males aged 20 fo 24 — will grow
by an average of only 0.7 percent per year between 1994 and 2005,
which lags the 1.1 percent annual growth in new truck driver job
openings; and

H
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+ the population groups that show the greatest labor force growth are
those thal have not traditionally been drawn to the truck driving pro-
fession — wamen and minorities.

With respect to attitudes about trucking, a principal finding is that those
wha work in trucking are worse critics of their own industry than the pub-
lic at large. While trucking executives and truck drivers believe the pub-
lic has a very negative attitude about truck dnvers, most adults (80 per-
cent) have a positive view of them. The realization and communication
of this fact will help increase driver commitment to the industry and pro-
mole relention.

The mos! important companent of the study — the Gallup Retention

Model — turns the traditional employee exit interview on its head.

Rather than attempting to understand why truck dri-

vers leave a campany, this research explored the rea- _ Al

sons they stay. Of the four factor groups Mm critical
to the complex psychological mix of driver

Satisfied drivers equate to less turnover for a compa-  Satisfaction, the survey results and

ny and the industry as a whole. To identify the key  Subsequent regression analysis suggest

compenents of “driver satisfaction,” the research team  that the biggest payoffs will oceur in the

interviewed 801 drivers who have been with their cur- ‘company support” and ‘work rewards"

rent company five or more years. The assumption ~ &reas.

was that these long-tenured employees have stayed

with their companies because they are more satisfied.

The research objective, then, was to determine the aspects of the job

and the wark environment that most account for their satistaction, which,

In turn, can be applied throughout an entire organization.

The surveyed drivers were asked to rate their level of satistaction - from
vary satisfied to very dissatisiied — on 21 job attributes established in
earller research and in extensive interviews with trucking executives.
Based on the driver responses, the Gallup research team divided these
attributes into four facter groups:

*  company support;

* non-driving activities and customer friendliness;

»  hours of work and time with family; and

+  work rewards,

Of the four factor groups which were critical to the complex psychologi-
cal mix of driver satisfaction, the survey results and subseguent regres-
slon analysis suggest that the biggest payofis will occur in the “company

support” and “work rewards” areas. The company support group
includes such attributes as “support from the company when on the




road” and “company expectations about schedules.” The “work rewards”
group includes attributes such as “steadiness of the work” (consistent
driving assignmentis) and “Denefits.” Next in importance is the *hours of
work and time with family” group. And least important in terms of influ-
encing driver job satisfaction is the “non-driving activities (loading and
unloading, record keeping) and customer friendliness” factor group.

Across these four groups, five specific job attributes emerge as the most
important predictors of overall satisfaction. These five attributes are;

+ sleadiness of the work (consistent driving assignments);

genuine care ol managers for their drivers;
- pay;

support from company while on the road: and
= number of hours of work.
This analysis identifies which workplace conditions motar carrier man-
agemenl should address to mos! effectively improve overall satistaction
among drivers. These conclusions should also give carrier managers

great hope because all of these attributes — and, consequently, the level
of driver churning — are within their control,
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Since 1880, the trucking industry has experienced a growing shortage of
gualified drivers. In 1888, the ATA Foundation commissioned the
Indianapolis-based think tank, Hudson Institute, to study steps that
would allow the industry to correct the shortage. The study attempted to
answar four important guestions:

= What are the most important factors creating the shortage of drivers?

+  How extensive is the driver shortage, and how has it affected vari-
ous regions of the country and segments of the trucking industry?

= What have the mos! successful trucking companies done to recruit,
irain and retain good drivers?

*  What steps can individual trucking companigs or the trucking indus-
iry as a whole undertake 1o minimize driver shortage problems in the
future?

Based on an analysis of the projected growth in freight traffic, data from
the US Depariment of Labor, and attrition in the trucking industry, the
Hudson Institule projected the industry would have to hire 300,000 dri-
vers each year just 1o maintain its workforce, and 450,000 drivers
betwean 1989 and 2000 to meet attrition and growth demands.

Continuing its efforts to shed light on the driver shorlage issue, in 1993,
the Foundation commissioned the Upper Great Plains Transportation
Institute of North Daketa State University. in Fargo. to study commaercial
driver job satisfaction. The study focused on drivers who had recently
changed jobs and it provocatively concluded that “there is not a shortage
of drivers, but a lack of human resource sirategies to take advantage of
the available pool.” However, the study did not address the reasons
truck drivers remain loyal to one company.

Three years later, at the October 1936 ATA Management Conference
and Exhibition In San Antonio, Texas, the ATA Foundation brought
together three individuals who were intimately familiar with the driver
recruitment and retention issues to participate in 2 public Roundtable
discussion. The participants were Richard Judy of the Hudson Institute;
Dr. Debra Christenson of The Gallup Organization; and Patrick Quinn,
Co-Chairman of US Xpress Enterprises, a leading truckload motor carri-
er that has had great success recruiting truck drivers from non-traditional
sopurces. The participants in the Roundtable emphasized: the impor-
tance of human resource management; determining what motivates dif-
ferent people; managing the expectations of new entrants to the truck
driving profession; and understanding why individuals stay with a partic-
ular company.




Numerous articles in the press and conversations with trucking human
resource managers have demonstrated that the truck driver demand pro-
jected in the Hudson Institute study has materialized — but cannot be met.
However, the US Department of Labor has informed several motor carri-
ers that the shortage projections are dated—that there is no shortage,
merely a misallocation of resources—and refused ta enter into arrange-
ments at the local level to provide funds for training new truck drivers.

in an effort to better understand this important issue, the ATA
Foundation in 1997 retained The Gallup Organization to study the short-
age problem. In undertaking its research, Gallup used primary data col-
lection methods (telephone interviews) and secondary data assessment
and evaluation (prior trucking industry data and US Census Bureau pro-
jections). The study is comprised of four main components:

* As in the 1988 Hudson Institute study, a review and assessment of
relevan! demographic, economic and social factors thought to be
causing or exacerbating the driver shariage.

+ As in 1988, a survey of trucking company executives designed to
obtain comparable dala regarding the shortage's impact on trucking
companies.

* A new enhancement—a random telephone survey of 1,000 adults
across the US to test current public opinion concerning the image
and awareness of the truck driving protession.

» The critical new enhancement—a telephone survey of 801 experi-
enced drivers who have been with the same company for at least five
years, to provide the industry with a better understanding of image, job
satisfaction and commitment issues of long-tenured drivers.

The report is organized as follows. Section |Il presents Gallup's review
and synthesis of existing demaographic, economic and trucking industry
data on labor supply and demand. Section IV provides insights inta the
driver shortage issue from leading trucking company executives.
Section V presents the results of Gallup’s telephong interviews of 1000
adults in the continental United States on their image and awareness of
the truck driving profession. Section VI discusses the resulis of Gallup's
telephone interviews with 801 truck drivers who have been with the
same company at least five years. Section VIl outlines additional
research needs.
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lll. NEW TRUCK DRIVER DEMOGRAPHICS — GHURN,
GHURN, GHURN

As an initial step in its research, Gallup reviewed existing demographic,
economic and trucking industry data to quantify the magnitude of this
problem between now and 2005. Specifically, the objectives of this
review were 1o forecast the number of truck drivers needed during that
time, indicate the size of the labor pools available for recruiiment, and
compare the growth in truck driving positions with that in construction
|obs, construction being the key industry with which trucking competes
for labor,

The main information sources utilized for preparing

these projections were:; The US Bureau of Labor Statistics' moderate

estimate calls for a 10.3% Increase in the

US Freight Transportation Forecast...to 2004 - | number of truck drivers between 1994 and

Second Annual Report (February 1996), pre- 2005. Specifically, the number of truck
pared by DRI/McGraw-Hill and Martin Labbe mmmmfm LMHEdStafﬂs'
Associates. This publication produced freight would grow from 2,897,000 in 1994 o
projections using a "bottom-up” approach that 3,196,000 over that eleven-year period.

counted traffic in all commodity areas and deliv-
&ry modes.,

« The US Bureau of Labor Statistics’ Monthly Labor Review,
Movember 1885 edition. This publication makes overall and indus-
try-specific labar force projections from 1994 1o 2005.

The American Trucking Associations’ American Trucking Trands,
1995 edition. Figures taken trom this ATA publication were orniginally
obtained from the US Bureau of Labor Statistics’ Employment and
Earnings, 1984-1995.

Projections are reported from 1994 to 2005 because the original data
which Gallup utilized were analyzed for that time frame.

Impact of Industry Growth on Driver Demand

The US Bureau of Labor Statistics’ moderate estimate calls for 2 10.3%
increase in the number of truck drivers between 1584 and 2005.
Specifically, the number of truck drivers empioyed in the United Siates
would grow from 2,887,000 in 1984 to 3,188,000 over that eleven-year
period. This equates to a compounded annual growth rate of roughly
0.9%,

According to DRIMcGraw-Hill and Martin Labbe Associates, which draws
on freight volume across numerous industry sectors and delivery modes,




I et ek v papuiation

the truck population should grow 13.4% from 1994 (4,151,000 trucks) to
2004 (4,706,000 trucks). This equates to a compounded annual growth
rate of 1.26%.

Taking an average of these two projections {1.19%), the growth chart dis-
played in Figure 1 was produced. An annual compounded industry
growth rate of 1.1% would increase the number of truck drivers from just
under 2.9 million (2,897,000) in 1994 to just under 3.3 million
{3,267,000) in 2005. During the intervening years, the annual growth
rate is assumed to remain a constant 1.1%.

Impact of Oriver Attrition on Driver Demand

In addition to the trucking industry's projected growth, driver attrition
through retirement or career changes will increase the demand for truck
drivers over the next decade. In fact, the number of new hirgs that will

Estimated Number of Truck Drivers (000'%)

Sources and Kotes

U.5. Bureay of Labor Siststics, Monifly Labor Review, Novembes 1005 DR Grw-HilMartin Labbe Associatas,
L& Freigit Transporiaton Forecas!t . fo 2004, Februany 1095
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be needed to replace departing drivers is anticipated to exceed that
needed to accommodate the industry’'s expansion. The Bureau of Labaor
Statistics projects that 524,00 drivers will leave the profession from 1994
to 2005. Assuming an annual growth rate of 1.1% in the total number of
drivers during that same period, this figure equates to an annual attrition
rate of approximately 1,55%.

Given current employment numbers, this attrition rate suggests that the
industry will have 1o hire roughly 45,000 to 50,000 drivers annually to
replace drivers who decide o leave the industry.

Gombined Impact of Industry Erowth and Current Driver Attrition

Combining the effects of estimated industry growth and estimated annual
driver attrition generates an estimate of the number of
new drivers (meaning those who enter or re-enter, the

truck driving occupation) who must be hired annually. Total hires of truck drivers from tha 1994 to
Assuming constant industry growth and attrition rates 2005 ummmmmm
over the coming decade, the number of new drivers hires of new drivers because gffmm
hired would rise from 77,000 in 1995 to 86,000 in 2005. growth (370,000), hires of new drivers to
From 1995 to 2005, these eslimates suggest that mmmmamn{m,mﬂ}‘
roughly 894,000 new drivers will need 1o be hired. and "turnover” hires (3,531,000).

The estimated total hires needed from

1994 to 2005, then, amounts to 4,425,000.

Intra-Occupational Turnover

The loregoing estimate of 894,000 new hires excludes existing drivers
who simply switch employers. Current Department of Labor estimates
place this turnover figure at roughly 321,000 annually, or more than 3.5
million from 1994 to 2005,

Total hires of truck drivers from 1994 to 2005 will, thus, comprise three
components: hires of new drivers because of industry growth (370,000),
hires of new drivers to counter current driver attrition (524,000), and
“turnover” hires (3,531,000). The estimated total hires needed from
1994 1o 2005, then, amounis to 4,425,000,

Impact of the Ghanging Labor Forge on the Supply of Potential
Drivers

For the period between 1994 and 2005, the US Bureau of Labor
Statistics estimates an annual growth rate of 1.1% for the entire
American labor force. This represents a slower growth than during the
previous twelve-year period (1982 to 1993), when the labor force grew
by an average of 1.4% annually. The 1.1% rate for the overall work-
torce is the same as that estimated for the truck driving profession.




However, labor force growth will be concentrated in groups not tradi-
tionally prone to enter the truck driving industry: women and minarities
(Figure 2). The female labor force will grow at twice the rate of the
male labor force {1.4% versus 0.7% annually), while Asians (3.1%)
and Hispanics (2.9%) will greatly cutpace the growth rate of the white
labor force (0.7%:).

Another projection by the Bureau of Labor Statistics, as shown in Figure
2, 1s the rebound of young peaple, including young males, into the labor
force. The 16-10-24 year-old age group will grow at a rate of 1.0%
between 1994 and 2005, much improved from the group's rate of -1,7%

Projected [abor Farce Characteristics
Annual Growth Rates, 1982-83 and 1994-2005

5“ T ‘ VMR- TahY
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between 1982 and 1893. The traditional prime source of labor for the
trucking industry, males aged 20 to 24, will also improve dramatically in
the coming years, After showing an annual decline of 1.7% from 1982 1o
1993, this strata of the labor force will increase by an average of 0.7%
per year between 1994 and 2005. However, this figure still lags behind
the 1.1% growth rate needed to keep pace with new truck driver job
openings. The irucking indusiry showed moderate impravement in hir-
ing more women and minorities from 1983 to 1994 (Figure 3). The per-
centage of minerity truck drivers moved fram 18.0% to 23.1%:, while the
female share of total drivers increased from 3.1%: to 4.5%:.

Impact of GCompeting Dccupations on the Supply of Potential
DOrivers

Because no occupation draws from the labor market in isolation, the
growth or reduction in “sister occupations” has an impact on the avail-
ability of potential truck drivers. One occupation that has traditionally




competed with truck driving for labor is the construction industry, which
is quite comparable to trucking in terms of pay and educational require-
ments, The interviews Gallup conducted with trucking executives also
highlighted the perception of construction as a major competitor of 1he
trucking industry for available |abor.

Fairly similar numbers of workers are employed in trucking and the con-
struction trades, with the estimated cumulative growth rate in truck driving
(12.8%) somewhat greater than that for construction workers (9.4%).

There has been little erosion in the relationship between trucking and
canstruction wages, with construction continuing to pay higher wages.
In 1983, the average hourly trucking wage of $10.60 was B9% that of
construction ($11.94). Eleven years later, the average trucking hourly
wage ($12.83) was B7% of the construction wage (514.69),

Also during the inlerviews wilh trucking company executives, inadequale
pay for truck drivers was cited quite often as a reason drivars leave the
industry. As reported in American Trucking Trends (ATA, 1995 edition),
the trucking industry's competitive advantage, in terms of employee
earnings, has shrunk in comparison with the large manutacturing sector.
In 1983, the average hourly trucking and courier wage was 1.24 times
the average manufacturing rate—$10.60 versus $8.52. By 1994, the
trucking and couner hourly rate had shrunk to only 1.12 times that of the
manutacturing rate ($12.83 versus $11.43).




Empty Seats and Musical Chairs

IV. HOW TRUCKING COMPANY EXECUTIVES VIEW
DRIVER ISSUES — ALMOST ON THE MARK

The review of existing demographic information on the truck driver short-
age was one of the two beginning points for this research project. The
second was the qualitative, in-depth interviews conducted with 15 truck-
ing company executives, each from a different firm. An important objec-
tive of this phase of the research was to obtain a picture of how trucking
company execulives view the driver shortage and related issues. The
one to one-halt hour interviews also provided insights for Gallup to use
in designing the guantitative studies that followed.

Assessing the Driver Shortage

Most trucking company executives who were interviewed indicated that
the current shortage of qualified truck drivers is moderate to severa.
Several respondents emphasized that the shortage is not in the overall
number of available candidates, but the number of

qualified candidates. Two respondents believed that

driver shorlages in the industry were largely cyclical in The executives agreed unanimously that

nature and related to the overall business cycle, with among trucking industry segments, the long

boom times resulting in lower unemployment and a haul, full truckload segment suffers the

smaller pool of available candidates. most from the shortage of qualified drivers.

Eleven of the executives said the shortage of qualified

drivers is more severe today than it was five years ago. Three more
respondents thought that the problem is just as severe now as in 1991,
while only one described the problem as being less severe today.

A wide variety of reasons was given for this shortage of qualified drivers,
touching on many areas involving the drivers themselves, the trucking
industry, and society at large. The reason the executives mentioned
most frequently is the difficult lifestyle of (maostly long haul) truck drivers:
the long, irregular hours; the poor living conditions on the road: and the
large amounts of time away from home. Other frequently mentioned
reasons include stricter regulations on safety and substance abuse; poor
treatment by shippers, receivers and even trucking company personnal;
and the generally poor image of the profession held by the general public.

Respondents also referred to demographic shifts and career paths in
assessing reasons for the driver shortage. Many executives noted that
the demographic group most likely to produce truck drivers in the past
(young, white males) is getting smaller, forcing many companies to look
to nontraditional sources. Also, several respondents expressed frustra-
tion at minimum-age requirements that keep companies from hiring dri-
vers out of school and molding them into career drivers. These potential




drivers often choose other careers in the time between high school grad-
uation and the point at which they turn 21 or 22 and become eligible to
drive long haul routes across states.

Other reasons executives cited for the shortage include overall growth in
the trucking industry, relatively low unemployment (which allows poten-
tial candidates o choose jobs that are closer to home), and a lack of
truck driver training schools and funding for those schools,

Respondents also shared some of the negative consequences of the dri-
ver shortage that their companies have had to endure. These included
trucks sitting idle, stunted company growth, and increased hiring and
training costs.

Patterns in Driver Shortages

The executives agreed unanimously that amang trucking industry seg-
ments, the long haul, full truckload segment suffers the most from the
shortage of gualified drivers. In citing why this segment has been hit hard-

est, respondents once again touched on the "quality of

lite” on the road—extended time away from home, long

The Wﬂkfﬂy EXMEVB‘S‘ e P and irregular working hours, and Irregular routes,

WWWH Tm ‘,ﬁﬂ ﬂlzf:l;’! Executives most often mentioned the Midwest as the
frequently mentioned are SW‘J’ and region suffering the most from driver shontages, for two
security—a financially stable company and main reasons: 1) the region is a hub for the trucking
a2 consistent workload and schedule. and manulacturing industries, creating a very high

demand for drivers; and 2) unemployment in that

region tends to be lower than in other parts of the

country. As was mentioned earlier, lower unemploy-
ment creates other, more attractive job oplions for potential ruck drivers,
Some other respondents mentioned the eastarn United Siates has been
hardest hit, citing is strong economy; still others highlighted the Northeast
because of its traffic congestion.

Drivers and Driver Needs

The trucking executives interviewed =said drivers seek sevearal specific
traits in a prospective employer. Two of the most frequently mentioned
are stability and security—a financially stable company and a consistent
workload and schedule. Many respondents also mentioned a profes-
sional work envirgnment in which drivers are treated with respect and
shown how valuable they are to the company; modern egquipment {which
aids in job performance and seli-esteem); and fair wages and benefils.
Improved benefils, in fact, were viewed as having increased in impor-
tance over the past five years, coinciding with a more educated pool of
drivers. Respondents said the desire 1o spend more time at home with
iamilies has also increased recently.
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Mot anly did respondents assess the attributes drivers look for in compa-
nies, they also assessed the comman fraits and charactenstics of drivers
themselves. Quite often, respondents described the typical truck driver
as someone who enjoyed working independently with litfle supervision,
exhibited an adventurous spirit, and who did not have strong family
abligations. Other characteristics that might attract pecple to truck dri-
ving include not being challenged in other jobs, a desire for the opportu-
nity to make a good living, and a tendency to be comfortable around
heavy machinery.

When asked which other industries draw upon the same pool of potential
workers, all but two of the respondents mentioned construction. Bath
construction and trucking offer employees relative independence on the
job and freedom to move from company to company. The one area in
which construction was viewed as supernior is “lilestyle” conditions, such
as regular hours and more home time,

Assessing Driver Quality

Respondents were evenly divided on how driver quality has changed
aver the pas! five years: seven lhought that driver quality had improved,
saven thought that quality had worsened, and one sald it has not
changed. Any improvement was generally seen as stemming from bet-
ter overall driver safety, mainly due to more stringent regulations regard-
ing salety performance and substance abuse, and the use of modern
technology In training and truck operations. Conversely, any degrada-
tion in driver quality was generally thought to be intrinsic to the drivers
themselves; explanations included a decrease in driver qualifications
and experience, poorer motivation, and naive expeciations surrounding
the truck driving profession.

When discussing the quality of their own drivers, executives gave very
similar responses to those regarding the overall quality of truck drivers in
general.

Public Image

Executives were united in their belief that the image of truck drivers
among the general public is unacceptably poor, which, as mentioned
above, can confribute to driver attrition and a lack of new drivers anter-
ing the industry. The executives expressed concem that the public par-
ceives truckers as substance-abusing, unprofessional cowboys who are
more concerned about deadlines and deliveries than road safety.
Executives acknowledged that this image is to some degree grounded in
historical fact, but said it is not truly representative of the vast majority of
today's drivers. Other reasons offered for this poor image include more
trucks on faster-paced, congested highways, which often scares other
motorists, and the media’s overly negative portrayal of the industry.




Despite this perceived negativity, many respondents believed that the
image of truck drivers has improved over the past five years. Reasons
cited inciude an improvement in the quality of drivers and the industry
(higher safety standards and less substance abuse, for example) along
with some concerted efforts to generate more positive publicity for the
trucking industry (including national and regional

advertising, community events, promotion of industry

... B0% of the public has a positive view of safety standards).

drivers of large trucks.

The executives indicated that their companies have a

wide range of specific programs and policies in place
o help improve the image of truck drivers. In tact, all respondents indi-
cated that their company had many, not just one or two, image-enhanc-
ing policies in place. Among the more frequently mentioned are modern
and well-maintained driver equipment; uniforms and appearance codes:
strict safety regulations, including below-posted speed limits; and inter-
nal recognition and celebration programs for safe drivers.

Gompany Programs and Processes

Most company executives Indicated that they use more than one or two
methods as part of a comprehensive driver recruitment program. One of
the more popular recruiting metheds is referrals from current drivers,
who generally receive bonuses for attracting qualified drivers. Other
recruiting technigues included employing qualified regional recruiters:
advertising on television, newspapers and blllboards; attending trucking
shows and job fairs; partnering with truck driver training schools: and
offering competitive pay and benefits,

Once they have successiully recruited and hired their drivers, trucking
companies must work hard to retain them the interviewees acknowl-
edged. Accordingly, the executives interviewed tend to have very
comprehensive retention policies, including creating a positive corporate
culture in which the driver is treated as a valuable company member;
constantly reviewing the needs and progress of drivers; offering competi-
tive pay and benefits; and providing realistic opportunities for career
advancement. The respondents’ companies also recognize and reward
drivers for loyalty, longevity and safety; address certain of their lifestyle
concerns by. for example, ensuring regular routes and home time. and
provide them with good equipment.

Most of the executives described the rather extensive driver training pro-
grams their firms offer, though some Iindicated that two to three days of
onentation suffice as training (these companies tended to employ experi-
enced drivers exclusively or have an owner-operator fleet), Some of the
fraining programs mentioned cover all aspects of the driving experience,
including paperwork, cargo loading and unloading, driving and driver
professionalism. The execulives also emphasized the importance of
requiring road tests, in which drivers are teamed with an experiencaed
driver and dispatched on extended road travel.
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V. PUBLIC PERCEPTIONS OF TRUCK DRIVERS AND THE
TRUCKING INDUSTRY — POSITIVE T0 A POINT

How does the public view truck drivers and the trucking industry? To
find out, Gallup polled a randem sample of 1.000 aduits in the continen-
( tal United States.

General Image of Truck Drivers

When asked for their spontaneous or off-the-top-of-their-head thoughts
about truck drivers, most people surveyed responded with aspects of the
lob truck drivers do or with positive images about them, such as their
being “hard workers,” "good people,” “goed drivers,” and “courteous.”
Few responded with negative descriptions.

As shown In Figure 4, across choices ranging fram “very positive” to “very

negative,” 80% of the public has a positive view of drivers of large trucks,

This positive percentage

axceeds the expacta- -

180e ot e 19 company m Public Image of Truck Drivers
execullves (see Section |
V), who generally said
the public's image of
truck drivers is poor

Twenty-four percent af 100%
adults now say their
images of truck drivers
is better today than i
was five years ago,
compared with 18%
whao say their image is |
worse today than five
years ago. The remain-
der (58%) say their
images are the same.
The greatest positive
I shift has occurred
among those ages 18-
34, males. non-whites,
and those in the South
Central region. The
three groups that indi-
cated that their images
of truck drivers are




worse now than five years ago comprise those age 55 or older, females,
and those in the Northeast.

The more positive perception of truck drivers among younger persons
and ethnic minorities is a good sign for successful recruitment in truck-
ing; the drop among females, however, is not.

Perceptions of the Truck Driver Personality

Among the six positive personality characteristics specifically related to
driving, “friendly” (89%) earned the highest rating and “law-abiding"
(V5% the lowest. In-between were “helpful,” “professional,” “safe,” and
“courleous.” In response to an earlier question, the public said they
believe that drivers are mare concerned with deadlines than with salety,
That, and the lower rating of "law-abiding” among the personality charac-
tenstics, suggests the public perceives that truck drivers may break traf-
tic laws when wark pressures demand it.

The characteristic which the public most said describes truck drivers is
“independence.” A very high 93% said the trait “definitely” or “probably
describes” them, but most notably it received by far the highest “definite-
ly describes” rating — 43% — of any of the characteristics listed. Only 7%
said being independent “probably does not” or “definitely does not”
describe truck drivers. Because independence is a highly valued char-
acteristic in US society, the industry should capitalize on this strong pub-
lic perception in recruiting and retaining drivers.

Areas the Public Says Need Improvement

The public respondents were asked to indicate the degree to which they
believe various undesirable behaviors occur frequently among drivers of
large trucks. MNearly two-thirds (64%) agreed that truck drivers exces-
sively exceed the speed limit frequently. For six behaviors listed in the
survey, between 17% and 28% of the public said the behavior ocours
frequently. In order, these behaviors are: “reckless driving” (28%), "dis-
regard for the rights of others™ (28%), “high on drugs” (21%), “drunken-
ness” (18%), "stealing from one's company” (18%). and “physically fight-
ing with others™ (17%).

These numbers show that while the public generally has a positive view
of truckers, there is an underlying belief that a noticeable number
engage in undesirable behavior in the areas of drugs, drinking, violence,
and recklessness. Efforis to counter these perceptions would help
improve the image of truck drivers.
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Also, the public definitely believes truckers disobey speed limits. This
viewpoint also echos that expressed in response to the question about
choosing safety versus deadlines and in the comparatively low rating of
“law-abiding" among truckers' personality characteristics. Thus, the
image of truck drivers in this area needs to be addressed.

Public Perceptions about Driver Training and Women Orivers

Most adults believe truck drivers receive adequate training. However,
fewer say this is definitely true (229%) than probably true (52%). Also, a
significant minority (27%) thinks truck drivers do not receive adegquate
training.

About two-thirds (65%) of the respondents agreed that “the industry
needs to recruit more women drivers.” Twenty percent agreed this is
definitely true, while 45% agreed it is probably true.

The two groups that least agreed with the statement that “the industry
needs to recruit more women drivers” are persons aged 55 or older
{54%) and, interestingly, women themselves (59%), The latter result
suggests that when recruiting women, trucking companies encounter
resistance more from women themselves as potential applicants than
trom currant societal sentiment.




VI.WHAT KEEPS DRIVERS ON THE JOB - THE
RETENTION MODEL

Satisfied drivers mean less turnover far a trucking company and for the
industry as a whole. To identify the factors that make truck drivers satis-
lied, Gallup researchers interviewed 801 drivers who have been with
their current company five years or more. The assumption was that
these long-tenured drivers have remained with their employers because
they are more satislied with the company. The objectives of the
research were 1o identity the aspects of their jobs that most account for
drivers’ satistaction and the nature of their commitment to truck driving
as a profession.

Twenty trucking companies provided Gallup with the names of drivers
who have been employed with them five or more years. Gallup then
randomly contacted these long-tenured drivers. Some of the drivers
were interviewed al the time they were called; others used a toll-free
number to call Gallup at a time convenient for them 1o complete the
interview,

Satisfaction with Trucking as an Dccupation

How satisfied are long-tenured drivers with trucking as an occupation?
Mast (BE3:) say they are eilher “very satisfied” (43%) or "somewhat sat-
isfied™ (43%). This is a very high level of satisfaction; however, because
of the design of the research (interviews with drivers who have bean with
their company five or more years) this high level was expecled.

The interviews revealed that the longer their tenure, the more satisfied the
drivers: 46% of those who have been drivers for 15 years or more are
“very satisfied,” compared to 36% for those who have driven far less than
15 years. Also, although the finding is not statistically significant at the
95% level of confidence. female truck drivers show greater satisfaction
with truck driving as an occcupation than do male truck drivers. Fifty-nine
percent said they were “very satisfied,” compared to 42% of male drivers.

Gommitment to Truck Driving

Commitment represents a higher level of loyalty to the profession than
does satistaction, and while persans can be satisfied with their jobs, they
may or may not fesl committed to them. Obtaining commitment among
workers should be a goal for the trucking industry because it leads to high
retention and helps create a positive image for the ococupation in society.
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Two questions covering -
commitment were asked Erm.*r Gommitment to Occupation

irn the interviews. The

first question was:

If you had it to do over
again, would you say

you would definitely, 100% ‘ e s
probably, might, proba- B ik rving inaiix

bly not, or definitely not BO% \l Wl tecomaTens iy an oecugdl
choose truck driving as AR '

an occupation? B

The second question was:

How do you feel about
recommending truck dri-
ving as an occupalion o
your family and iriends?
Generally, would you say
you would definitely,
probably, might, proba-
bly not, or definitely not
recommend it?

The answers to both of
thase questions reveal
that the commitment of long-tenured drivers to the profession is not as
great as thelr satisfaction on the job. As shown in Figure 6, 63% say
they "definitely” or “probably” would choose truck dri-
ving again. Compared with the 86% who said thay
are “very" or “somewhat” satisfied with their job. A  Females, non-whites and those who have
sense of commitment dropped further in response to been drivers less than 15 years were
the second question above, to which only 44% significantly more likely to say they would
answered "definitely” or “probably.” choose truck driving again than were
males, whites, and those who have been
While the commitment percentages are relatively  drivers 15 years or more. This suggests
high, the industry would be better served if they ware that females, minorities and younger people
higher. For example, if more truck drivers felt posi- are the groups most likely to see trucking
tively about recommending truck driving as an cccu- &8s 8 good occupational ehoiee.
pation, recruitment would be easier.

Females, non-whites and those who have been drivers less than 15
years were significantly more likely to say they wouid choose truck dri-
ving again than were males, whites, and those who have been drivers




Would Choose Truck Driving Again
By Driver Characteristics

100% Percent indicating Tefimiely” or Frobaiy”

Years a ] Ethnicity | Gender
Driver

Sostips png) Nies
The Gatlup Drganation, 1957
"Dom Know” and "Rebesed” responses mof ancleden

15 years or more. This suggests that females, minorities and younger
people are the groups most likely 1o see trucking as a good occupational
choice (see Figure 6).

... It appears females and minorities are Although the findings are not significant at the 95%
also more likely to recommend truck driving lzvel of confidence, it appears females and minorities
as an occupation than their male and white are also more likely to recommend truck driving as
counterparts. an occupation than their male and white counter-

parts. This suggests that female and minority drivers

view truck driving’s social status as being higher than
do male and white drivers. Trucking is not only a good choice for them,
but is also a profession they would be more likely than other truckers to
recommend to their family and friends (see Figure 7).
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Salisfaction with Aspects of the Industry

The drivers were asked o rate a number of the industry’s characteris-
tics. Among these were the pay drivers receive, the treedom truckers
have to be on their own and the public's attitude toward truck drivers

A majority (59%) of the drivers said they are “very” or “somewhat” satis
fied with the pay truck drivers receive; only 19%. however, say they are
“very” satisfied,

Would Recommend Truck Oriving as an Occupation to Family and Friends
By Oriver Characteristics

Im% ‘eroen] Indicating "Detinig

H0%

— Yeasa 1 ___ Typeol |  Ethnicily |

Driver Haul

Snrces and Motes
The Galiup Orgar !
Don't Knpw™ and “Retused” responses nod inghisded




A very large proportion (89%) said they are “very” or “somewhat” satis-
fied with the freedom truckers have to be on their own, with most (51%%)
saying they are “very satisfied.” In contrast, 73% said they are “very” or
‘somewhat” dissatisfied with the public's attitude toward truck drivers.
This perception stands in sharp conlrast to the results from Gallup’s pub-
lic attitude survey, in which 80% of the respondents said they have a
‘very” or "somewhat” positive attitude toward truck drivers.

While there is room for improvement in terms of how the public per-
ceives truck drivers, particularly by moving mare people from a “some-
what” to a “very” positive viewpoint, clearly drivers are unaware of the
generally positive light in which the public hoids them. Drivers need to
know that the public’s attitude toward them is mostly positive, It may be
that the minority of respondents who think negatively of truckers are also
more vocal than their positive-thinking counterparts, thereby dispropor-
tionately contributing to the perceptions drivers hold.

How Long-Tenured Orivers Define Their Work

The leng-tenured drivers were asked to rate their level of satisfaction on
21 job attributes. A data reduction analysis revealed that these attribut-
es fall into four categories, which make up the factor groups the drivers
used 1o define their work world. These are:
+  Company Support
= Non-Driving Activities and Customer Friendliness

Hours of Work and Time with Family

Waork Rewards
The job attributes that comprise sach of these factar groups are shown
below. In each group the attributes are ranked in order from that receiv-
ing the highest “very satisfied” rating to that receiving the lowest “very
satisfied” rating.
Nine of the 21 job attributes fall into the Company Support factor group.
These aftributes, along with the percentage of drivers who said they are
“very satisfied” with their company regarding each one, are:
+  “Support from the company when on the road” (52%)
*  “Friendliness of managers™ {52%)
+ “Company expectations about schedules” (46%)

+  "Faimess of managers” (44%%)
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= “Company rules about driving” (422%)

*  "Genuine care of managers” (42%)

*  "How dispatcher assigns work” (4155)

* "Recognition when drivers do a good job™ (35%:)
« "Company training program” (34%;)

As shown above, the attribute receiving the lowest rating among the
Company Support factors is “Company training programs.”  Since train-
ing results in safety on the road—an importan! issue among the public—
as well as improved job performance, trucking companies should consid-
er further development in this area.

Some ideas for improvement were provided by the drivers in the survey.
Positive comments about their company's current training program are
“salety issues” (21%), "gain knowledge” (21%), "good system” (15%),
"very thorough” (11%), “personal training” (10%:), “on-
going training" (7%) and “good trainers” (7%:).

Drivers need to know that the public’s
Five of the 21 job attributes fall into the Non-Driving attitude toward them is mostly positive.
Activities and Customer Friendliness factor group.

These attributes, along with the percentage of drivers

indicating they are “very satisfied” with them, are:

*  “Amount of physical leading and unloading have to do” (42%:)

* “Amount of general non-driving work have to do”™ (37%)

*  "Friendliness of customers” (35%)

* "Hours of service recording have to do” (26%)

* “Amount of waiting time at customer locations”™ (23%)

The ratings are lower in this factor group than in the Company Support
group. Trucking companies can raise the job satisfaction of their
employees by improving the employess work situation and nature of
their involvement with the non-driving activities above. However, as will
be shown, this factor group is not as important to overall job satisfaction

as the other factor groups.

The Hours of Work and Time with Family factor group includes three atirb-
utes. These attributes, along with the “very satisfied” ratings for each, are:

*  “Hours of work™ (32%)




Figure 8

. “Time can be home with family” (30%)
« “Time spend on the road” (29%)

The remaining four attributes fall into the Work Rewards factor group.
These attributes and the percentage of drivers indicating they are “very
satisfied” with each of them are:

+ “Steadiness of the work™ (60%)
«  "Benefits™ (40%)

“Friendliness of other company drivers” (38%)
= “Pay" (29%)

These four attributes are the traditional personnel categories far work,
Along with the Company Support factors, the long-tenured drivers gener-
ally rate these traditional job attributes higher on the satisfaction scale.

Job Factors that Most Influgnce Overall Satisfaction

Which of the four factor groups and which of the specific job attributes
_ should frucking compa-

nies focus on to improve

Overall Satisfaction with Truck Driving Job driver satisfaction?

Gallup conducted multi-
_ ple regression analyses
= to answer this question.

o These analyses consid-
er the impact of all the
; | factors and attributes by

! simultaneously looking
at how they correlate
with overall satisfaction.

Those with the highest
independent correla-

tions are the most
| important ones to con-

sider because they best
explain overall satistac-
tion.

Figure B shows the
level of overall satisfac-
tion the long-tenured

Satpmes 20 Nobes . 3

Yo Salup Diganization, 1997 drivers _sau:l they h_Ewe
D K" 2t “Relusad” responses not inchuged for their current job.
=501 | Similar to the ratings

for averall satisfaction

with truck driving, this
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ﬂuenna of Factor Groups on Satisfaction with Current Job
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32%
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The Gallup Organization, 1947

rating is very high. A full 88% {compared o 86% under the trucking sat-
isfaction question) say they were “very™ or “somewhal” satisfied with

their current job. An even grealer proportian is “very”

satisfied with the job than with trucking as a career
{53% versus 43%¢).

Figure 9 shows the resuits of the regression analysis
relating the tour factor groups to overall satisfaction
with one's current job. These results identify the
oppertunities for companies to improve overall job
satistaction as regards each factor group. The biggest
payoffs will occur by improving satisfaction in the
Company Support (39%) and Work Rewards (32%)
factor groups. Mext in imporiance is the Hours of

The biggest payoffs will occur by improving
satisfaction in the Company Support (39%)
and Work Rewards (32%) faclor groups.
For example, a one-percent increase in
driver satisfaction with Company Support
will result in an increase of just over
one-third of a percent (.39) in overall
satistaction.

Work and Time with Family (20%) factor group. Least important is the
Non-Driving Activities and Custemer Friendliness (9%) factor group.




These percentages indicate the approximate proportional increase in
averall job satisfaction that will occur with a one-percent improvement in
satisfaction with the attributes in the factor group. For example, a one-
percent increase in driver satisfaction as a result of Company Support
will bring about an increase of just over one-third of a percent (.39) in
overall satisfaction. In contrast, a one-percent increase in satisfaction
with Non-Driving Activities and Customer Friendliness will result in an
increase of less than one-tenth of a percent (.09) in overall satisfaction.
The specific job attributes that are included under each of these factor
groups, as well as the current level of satistaction with each, are shown
on page 25 and 26.

While analyzing individual factor groups allows companies to focus on
particular areas in order to improve ovearall satisfaction. it does not identi-
fy the mos!t important specific attributes within those groups. To accom-
plish this, Gallup conducted a multiple regression analysis relating all of
the job attributes separately to overall satisfaction (see Figure 10).

From that analysis, five specific job attributes emerge as the most impor-
tant predictors of overall satisfaction: “Steadiness of the work,"
“Genuine care of managers,” "Pay,” "Support from company while on the
road” and “Hours of work.” "Steadiness of the work,” with a regression
coefficient of .26, is the most important of these five. However, all five
are important relative to the full list of job attributes considered in the
study.

Twa of the selecled attributes (“Genuine care of managers” and “Hours
of work”) have moderate correlations with some of the ather attributes,
Though the study team adjusted these attributes, it should be noted that
“Friendliness of managers” and “Fairmness of managers” are reasonable
substitutes for "Genuing care of manager,” while “Time can be home

with family” and “Time spend on the road” are reason-

able substitutes of "Hours of work." This means that,
as a predictor of overall satisfaction, “Genuine care of
managers” can be taken to mean managers who care
and are fnendly and fair, while "Hours of work™ repre-
sents a balance bebween hours of work, time on the
road, and time with family.

and ‘Hoam of work.” 'Stbadinaﬁﬂf the

The study team interpreted the regression coefficients
wm‘r; is the nmtm;f ﬂ:eae
ﬂf ﬁv&. for the 21 attributes in the same way it interpreted the

factor group percentages. For example, a one-per-

cent increase in satisfaction with “Steadiness of the
work™ results in an increase of approximately one-quarter of a percent
(.26) in overall satisfaction with the job, while a one-percent increase in
"Hours of work™ accounts for an increase of half (.13) as much in overall
satisiaction.
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m Aftributes that Most Influence Long-Term Drivers’ Overall
Satisfaction with Current Job

100% ‘ |

80% ' 'hl-_--'.- ;

Also shown in Figure 10 are the “very satisfied” percentages for averall
satisfaction and each of the selected job atiributes. “Steadiness of the
work,” which is the most imporiant job attribute, is at 80%, while “Hours
of Work™ is at 32%.

Gallup also asked drivers to name the main things their employer
does that keep them with the company. Up to three answers wers
allowed, and those the most frequently mentioned were:

"Good pay” (33%)

“Steady waork” (2455}

“Good equipment” (18%)




= “Able to'spend more time at home™ (18%)
+  “Good benafits” {15%)

«  “Good company attitude/friendly” (135%)

These answers generally confirm the results of the regression analysis
on the job attributes. However, "Good Equipment.” while not included
amaong the attributes rated using the satisfaction scale, emerges as a
main item among those mentioned by the drivers and should also be
considered impartant in affecting overall satisfaction.

This analysis of factor groups and Job attributes and their influence an
overall satistaction highlights areas and attributes that will most effec-
tively improve overall satistaction among drivers. In turn, improved over-
all driver satistaction should lead to higher retention for individual truck-
ing companies and the industry as a whole.

V. RESEARCH AGENDA — THERE'S MORE T0 LEARN

It is recommended that a study of drivers who are new to a company be
conducted to determine whether the job attributes important to them are
similar to or different from those of lang-tenured drivers.

Also, a general study on driver commitment to the industry should be
conducted. This topic was touched on in the study of long-tenured dri-
vers. However, since commitment has a strang relationship to retention
and recruitment in the industry, it warrants a separate study,

Do the continuing programs and efforts of trucking companies and the
industry to improve the image of the profession have an impact an public
perceptions? This question can best be answered by repeating the pub-
lic attitude survey every two-thres years.

Lastly. the demographic data relevant to assessing the driver availability
issue should be reviewed and reporied on every three-five years.
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