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Abstract 

 

The freight distribution, transport and logistics (FTDL) sector in the Supply Chain at an 

operational level is a very labour-intensive industry with many blue-collar workers (e.g., 

truck drivers, warehouse operators) and administrative clerks. How well these employees are 

qualified, trained and retained is a major factor of all logistics performances. Yet this factor is 

very often overlooked and taken for granted. It depends not only on HR policies of specific 

companies but also on government and national initiatives to educate and train for 

occupations in the sector.  

This study explores the reasons why there is a gap in knowledge of skills and competencies 

and additionally the reported low percentage of female HGV drivers. This research highlights 

the need for strategic expansion of logistics training and skills development initiatives in 

Ireland in order to sustain the high levels of import and export currently in operation in the 

EU.  

The findings indicated that the adaptability, flexibility, experience in driving and working 

hours have created a restriction on female drivers gaining entry. Developments in sufficient 

female facilities are required throughout Ireland in order for women to carry out their role as 

a driver. The study has been successful in demonstrating the different challenges that women 

encounter in the FTDL of the supply chain industry.  

An emerging theme in the author’s research was the explicit sexual harassment experienced 

by female drivers which by conducting in depth interviews highlighted and found clear 

evidence that incidences occurred with a number of females in the FTDL sector. 

This research study further indicates that a more supportive role in HR is required to 

continuously improve the conditions under which women work in a male dominated industry. 

Given the nature of the findings more research is needed to get a better understanding of 

these challenges facing women in the industry, particularly the importance of the bias 

experienced by women in the industry. 
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Chapter 1: Introduction  

1. Context  

This research study will explore how qualifications, knowledge, skills and competencies of 

commercial vehicle drivers can aid in reducing the current driver shortage in the FTDL sector 

and furthermore examine if womens’ participation can reduce the gap within the sector.  

Research is conducted to obtain knowledge and information about a specific area or problem. 

It helps in exploring the problems related to the field of research and thus finding out possible 

and feasible solutions (Alkins, 2010). 

The author’s idea for choosing this topic of research is based on 22 years’ experience gained 

from being involved in the transport sector since their early twenties. This experience 

nurtured a passion for the industry. While entering a tremendously challenging but extremely 

satisfying world of being a small business owner in the international transport and logistics 

sector. Being a female in a male dominated industry contributed to the challenge but also 

made it very rewarding.  

Following sixteen years of owning and operating a training and education business primarily 

for commercial heavy vehicle drivers the author has a deep-rooted passion for the FTDL 

industry. In these sixteen years a business was built offering unsophisticated yet effective 

transport and logistics training and education solutions to a focussed group of customers. 

Observing this industry coupled with the knowledge expanded from taking part in a BSc. in 

Logistics and Supply Chain Management this author desires to advance a greater 

understanding of where the business of training and education particularly at a small to 

medium enterprise level is heading in the Irish market. 

According to the Irish Road Haulage Association (IRHA), Ireland is hurtling towards a 

critical shortage of drivers with heavy goods vehicle (HGV) licences because too few 

workers are joining the sector, which today employs a total 50,000 people including 

mechanics and logistics managers (Journal, 2018). 

Over these years it has been evident that the number of commercial vehicle (HGV) drivers 

has fallen rapidly resulting in a noticeable skills shortage. This paper will analyse the main 

determinants of that shortage and discuss driver skills shortage and particularly how women’s 

participation in commercial vehicle driving could be increased, resulting in the reduction of 

the current skills shortage and gender gap in the supply chain? 

Commercial vehicle driving is sometimes viewed as one of the best-paid jobs that doesn’t 

require a college degree. The ability to recruit and retain drivers is becoming of paramount 
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concern. Driver retention strategies are absent in the industry. In this paper the author will 

profile the current driver job, investigate what motivates individuals to choose commercial 

vehicle driving and offer strategic advice regarding company policies that can significantly 

improve driver retention rates. Transport organisations rely heavily on commercial vehicle 

drivers to transport freight while providing on-time deliveries, undamaged products and 

customer satisfaction. If the driver is dissatisfied with the job as a truck driver, the company’s 

reputation, customer satisfaction, and freight transportation orders will decline, which can 

impact the competitive advantage of the transport operation. A transport companies’ 

competitive advantage can hugely influence the economics of the company. 

Attracting more women to the male-dominated sector is not easy, but transport companies 

that succeed in this process will have access to a rich new labour pool. Gender and cultural 

diversity can cause creativity and enhance innovation within the industry.  

According to Transportation & Logistics 2030; Winning the talent race, believe that diversity 

management will continue to be a marginal issue in transportation and logistics. And 

companies that make sure to include women in top roles may find that profits increase too 

(PwC, 2012). 

Understanding future skill needs is essential for shaping education and training policies,  

particularly as labour markets undergo dynamic transformation driven by demographic 

change, digitisation, extensive value chains and increased complexity in work organisation 

(Cedefop, 2016). 

As older drivers retire from the active workforce they will need to be replaced. Even in areas 

where employment levels are projected to increase quite rapidly, this results in substantial 

numbers of projected job openings. Recruitment in these areas (industries and occupations) 

will remain problematic and will become especially concerning in areas of distribution, 

manufacturing and related activities which are the engines of future growth. 

Cedefop (2016) states “the increase in participation and the inflow of additional workforce 

generally alleviates shortages. This could also be true of the participation of women in 

commercial vehicle driving. 

Within firms, skills need to be nurtured and developed through improved provision of 

training and the support of lifelong learning. There is a need for the development of 

structured career paths especially for lower skilled workers. While at present, employers 

perceive few recruitment difficulties, except for HGV drivers, this is likely to change due to 

increasing skills demand arising over the next five years. In order to meet this demand, the 

poor image of the FTDL sector needs to improve (EGFSN, 2015). 
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These jobs are often poorly paid with negative implications for job quality and social 

inclusion (Cedefop, 2016). 

According to the EGFSN (2018) a well-educated, highly skilled labour force will enable 

Ireland to compete in international markets, attract foreign direct investment, grow the 

number of better-quality jobs and be resilient in the face of global challenges. Having the 

right skills and talent base will be a key driver of growth in the economy and labour market. 

Today, not only Ireland but the USA, UK, and several other European countries are 

experiencing major driver shortage issues. The FTDL labour market is challenged by changes 

in policy funding and government support. Investment in driver skills is crucial to creating a 

change in the labour shortage situation. Ideas including channelling funds for apprenticeships 

directly to transport firms has been suggested to the Government by Freight Transport 

Association Ireland (FTAI). As well as creating further incentives to take unskilled workers 

to upskill them to the next level. Engagement needs to be addressed to include raising 

awareness of the FTDL industry and improving its image in order to encourage a diverse 

group of young people to consider it as an option for a future career.  

While the research presented in this study is exploratory, the author aims to feed into future 

debates on forward-looking policies aimed at increasing Ireland and Europe’s labour 

productivity and competitiveness particularly in women’s participation in HGV commercial 

vehicle driving.   

1.1 Research Rationale  

An effective supply chain and transport system allows for efficient flow of goods facilitating 

trade and memberships of global supply chains both locally and regional. Improving logistics 

performance is at the core of economic growth and competitiveness. Without having drivers 

to fulfil these roles the industry is vulnerable to decline. Ireland as an island needs to address 

this issue urgently as our main mode of transport of goods and services to mainland Europe is 

road haulage. This topic is far from being exhausted as a research area as there continues to 

be a shortage. Therefore, this research study will;  

1. Evaluate whether or not women can bridge the gap in the current commercial vehicle 

driver shortage. 

2. Explore various driver recruitment and retention strategies, including pay raises, bonuses, 

equipment upgrades, and flexible schedules. 

3. Evaluate whether or not our education systems are able to meet demands of FTDL 

industry.  



 

 

Page 13 of 48 

1.2 Research Question  

How can women’s participation in HGV commercial driving be increased to reduce the 

current skills shortage? 

1.3 Research Objectives  

The following are the research objectives laid out to satisfy the aim of this investigation. 

These objectives are used to assist in breaking down the overall aim into a set of more 

specific steps or goals. By focussing more clearly using these objectives, it helps avoid the 

collection of unnecessary data while providing greater direction to this dissertation. 

i. Identify possible causes for the significant shortage of female drivers in the FTDL 

sector. 

ii. Review pertinent literature in relation to the global driver skills shortage in the 

FTDL sector. 

iii. Explore best practice in the recruitment selection and training of professional 

drivers. 

1.4 Conclusion 

This chapter has presented a background and insight into the concept behind this dissertation, 

including personal experience from this author. There are several reasons why it is important 

to address the causes and consequences of commercial vehicle driver shortages both in 

Ireland and across Europe. By analysing the causes and consequences of driver shortages this 

will help identify future studies to assess potential public and private policies for dealing with 

driver shortages. Being able to identify causes will help interested parties focus on 

appropriate developments in labour and product markets. Understanding the consequences 

will help assess what interventions, if any, are appropriate by government, industry, 

employers, and workers themselves. 

The following chapter reviews the literature associated with the central topics which are the 

current driver shortage, skills mismatch, education and training, and increasing the 

participation of women in the FTDL sector. 
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Chapter 2: Review of the Literature. 

2. Introduction 

This chapter will critically analyse the pertinent academic literature and industry reports on 

skills shortage. The primary focus on driver skills shortage specifically and its impact on the 

supply chain. The author will then move into how the issue could be targeted from an 

educational perspective and a diverse pool of drivers.  

“A literature review is a systematic, explicit, and reproducible design for identifying, 

evaluating, and interpreting the existing body of recorded documents” (Fink, 1998). 

The author will undertake a literature review to identify the nature, extent and effect of driver 

skills shortages in Ireland. This is not a new problem. According to Expert Group on Future 

Skills Needs (EGFSN) Freight Transport, Distribution and Logistics Sector in Ireland report 

February 2015, driver skills shortage has become a growing concern in Ireland and so a 

comprehensive review of the literature combined with research data will help identify the 

areas that can contribute to the educational process which currently lacks in this area of 

education. The forecasts in this report anticipate that, due to expansion and replacement 

demand for those employed in these occupations some 13,500 to 15,500 job vacancies could 

become available up to 2020 (EGFSN, 2015). 

This chapter will cover the academic literature and industry reports on skills shortage. The 

primary focus on driver skills shortage specifically and its impact on the supply chain. The 

author will then move into how the issue could be targeted from an educational perspective. 

2.1 Skills Shortages 

The demand for workers for a particular occupation is greater than the supply of workers who 

are qualified, available and willing to work under existing market conditions (Shah & Burke, 

2005). 

Studies in countries such as China, India, the United States, the United Kingdom, Vietnam, 

and the Republic of Korea have reported that businesses are having difficulty recruiting staff 

with the required skills in logistics/supply chain management (McKinnon, Flöthmann, 

Hoberg, & Busch, 2017). 

There are many challenges and opportunities facing freight transport and logistics industry 

within the island of Ireland. Many reports and academic studies such as EGFSN, VET, 

SOLAS and McKinnon have already identified future skills needs and encourage appropriate 

levels of training and recruitment. 
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The twin forces of global integration and technical change have increased the focus on and 

importance of education and training in the competitive process. The role of the education 

and training system in this process is becoming increasingly important (Ashton & Green, 

1996).  

Training can be defined as the systematic preparation of individuals to improve their capacity 

to perform market and socially valued functions, i.e., it comprises the full continuum of 

education, skill formation processes and training activities (Kirkpatrick & Mann, 1999). 

Training requirements have changed dramatically over the last decade. Greater awareness is 

required for trained commercial vehicle drivers, and more logistics companies are investing 

large amounts of capital in the development of their human resources. The profession of 

training has seen its credibility rise and continues to rise.  

Driver education has become highly diverse, and creating strategic improvement is quite 

complex. It is a substantial industry globally, although the industry remains highly 

fragmented, especially in the U.S. (Lonero, 2008). 

2.1.1 Classification of Skills Shortage 

Figure 1 - Classification of Skills Shortage Adapted from (Richardson, 2009) 

In looking at the four levels outlined above, all of these levels of skills shortage would apply 

to the freight transport, distribution and logistics (FTDL) sector and poses a substantial threat 

to the overall prosperity of the economy and logistics operations within Ireland. But this still 

leaves open the problem that definitions of shortage need to distinguish the difference 

between the situation where there are not enough people who have the skills and 

qualifications that are a minimum requirement for competence in the job, from a situation 

Level 1 Shortage Level 2 Shortage Skills Mismatch Quality Gap 

There are few people 

who have the 

essential technical 

skills who are not 

already using them 

and there is a long 

training time to 

develop the skills. 

 

There are few people 

who have the essential 

technical skills who 

are not already using 

them but there is a 

short training time to 

develop the skills. 

There are sufficient 

people who have the 

essential technical 

skills who are not 

already using them, 

but they are not 

willing to apply for 

the vacancies under 

current conditions.  

There are sufficient 

people with the essential 

technical skills who are 

not already using them 

and who are willing to 

apply for the vacancies, 

but they lack some 

qualities that employers 

consider are important. 
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where such people do exist, but for some reason they are not applying for the jobs in this 

particular sector.  

2.2 Skills mismatch 

It is worth exploring why employees with appropriate technical skills and license 

qualifications are not applying for vacancies under current working conditions. 

The vocational education and training (VET) system in Ireland has a very important role to 

play in assisting with the smooth matching of the skills needed by employers with the skills 

offered by workers. This meaning of supply of and demand for skills affect the global labour 

market, in particular on the way in which skill shortages are identified and addressed. 

According to (Richardson, 2009) for a shortage to occur, it is necessary for the demand for a 

particular type of worker to exceed the supply of such workers, but the notions of supply and 

of demand are themselves quite inexact. The normal operation of the labour market, 

including variations in wages and the working conditions of the job, will deal satisfactorily 

with many types of shortage. But it will not work well if there are few people with the 

required skills who are not already using them, and it takes a long time to acquire such skills.  

Understanding future skills needs is essential for shaping education and training policies. 

Despite Government initiatives to attract more commercial heavy vehicle drivers, the 

shortage has been ongoing, and a more immediate solution is needed to keep Ireland in the 

race and the wheels of commerce turning. Increasing the number of people recently trained as 

drivers for example, through traineeships (ETB) is only one way to increase supply.There are 

tensions between demand and supply trends. The majority of those employed in transport 

occupations are male. In addition to education, there are other individual characteristics 

which may affect the likelihood of having a job mismatch. Gender differences can be found 

on the labour market and along a large number of dimensions. In general, women have less 

favourable prospects on the labour market than men (Blossfeld & Hakim, 1997).  

Furthermore, and in agreement with Blossfeld and Hakem, Hege states “It is likely that 

gender differences can play a role in job mismatches. There is a strong gender imbalance in 

the workforce, in favour of male employees.” 

2.3 Trends Influencing Shortages in Labour Markets - Replacement needs  

A critical issue facing the transport industry is the average age of its current commercial 

heavy vehicle drivers. In Ireland, the average age of an HGV driver is 48 years old. In the 

UK, the average age is in the mid-50’s, with about a quarter of these drivers set for retirement 
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in the next 10 years. Over a quarter of all employed as road transport operatives are aged 55 

or older (two fifths of all employed bus & coach drivers are in this age group), the most 

mature workforce. For the commercial heavy vehicle driver role however, this statistic is a 

cause for concern, requiring urgent attention. This is representative of the European wide 

situation whereby more HGV drivers are exiting the industry than entering it (EGFSN, 2015).  

Furthermore, EU regulations have a significant impact on how the logistics and supply chains 

operate. EU Drivers’ Hours rules, Driver CPC requirements, and Operator Licensing 

regulations all have an impact on training and skills requirements in the FTDL sector. The 

EGFSN (2015) state trends towards the extended use of IT and “big data” further demonstrate 

a need for more modern training approaches which equip the managers of tomorrow with the 

skills to handle data in order to improve planning and better control outcomes.  

Brexit presents an additional challenge in relation to regulatory divergence from EU rules. If 

the UK has a different regulatory regime, Irish hauliers (for example) may be required to 

observe differing rules in relation to drivers’ hours and qualifications. According to the report 

of the EGFSN (2015) this will present a significant challenge for those who wish to transport 

goods to and from (or through) the UK. Therefore, all sectors will need to be aware of any 

regulatory changes within the UK in order to develop strategies to reduce the impact on the 

industry.  

2.3.1 Qualification requirements. 

Education is one of the most important characteristics in the allocation of many resources to 

the labour market. Skills shortages in Ireland and the inability of the education and training 

system to meet the demand-driven needs of the economy have become a growing concern.  

Driver turnover remains a serious problem despite the upturn in the economy after a 

recession. The skills shortage is made more severe and haulage firms have become reliant on 

eastern European workers to fill gaps, a recruitment strategy that is likely to prove more 

difficult in future, if the UK leaves the EU. Moreover, the study of skills shortages within a 

specific sector is not very common; thus, this paper will explore any gaps in the current 

literature. 

In its report EGFSN (2015) the demand forecast analysis indicates that the replacement 

demand occupations of up to 15,500 job vacancies for those employed in core FTDL could 

become available over the period 2015-2020. In terms of recruitment, the main anticipated 

skills impediment is for HGV drivers with the required licence and qualifications. 
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Currently in Ireland drivers need to obtain a driving license for the category of vehicle driven, 

category C or C+E as well as criteria EU directive for a Certificate of Professional 

Competence (CPC) card. The CPC is divided into the following steps and is offered by 

training centre’s nationwide: 

i. Multiple choice theory test. 

ii. Case study theory test. 

iii. 30-minute practical knowledge test.  

The requirement is to be over 18 years of age and hold a full driving license (B) in order to 

obtain a provisional HGV license and have a medical examination by a registered 

practitioner. 

2.3.2 Education and CPD  

Filling driver vacancies has proven difficult. It is estimated that the FTDL sector is in urgent 

need of tens of thousands of truck drivers globally, and this in turn creates a constant and 

ongoing challenge to find suitably skilled staff to drive logistics businesses forward. 

Traditional driver education has taken place in a single stage, before the driver becomes 

licensed. Indeed, a principal purpose of driver education is to prepare beginners for license 

testing. (Lonero, 2008). 

Starting in the 1950s, driver education was widely available in public secondary schools in 

the U.S. and Canada, but availability declined in most jurisdictions after the early 1980s. 

(Lonero, 2008). This continues to be the case in Ireland as driver education is not introduced 

in secondary educational facilities in Ireland posing a fairly widespread recruitment 

difficulty, due to hardships of the nature of jobs, regarding working hours and pay levels. 

There is likely to be a need for policy interventions stimulating growth in demand for high 

skill jobs, and to maximise the utilisation of individual skills (Cedefop, 2016). 

2.3.3 Skills Development  

Commercial HGV drivers have to have a wide range of skills in their role as truck drivers. 

They are responsible for the delivery and collection of goods throughout Ireland, the UK and 

often on the continent. They must possess a diverse range of knowledge and skills in key 

areas according to many careers’ portals (CareersPortal.ie, 2019) which includes some of the 

following areas.  
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Knowledge of:  

1. Principles and processes for providing customer and personal services. This includes 

customer needs assessment, meeting quality standards for services, and evaluation of 

customer satisfaction. 

2. Principles and methods for moving goods by air, rail, sea, or road, including the 

relative costs and benefits. 

3. Laws, legal codes, court procedures, precedents, government regulations, executive 

orders, agency rules, and the democratic political process. 

4. Structure and content of the English language including the meaning and spelling of 

words, rules of composition, and grammar. 

5. Relevant equipment, policies, procedures, and strategies to promote effective local, 

state, or national security operations for the protection of people, data, property, and 

goods. 

 

Skills requirement;  

1. Controlling operations of equipment or systems. 

2. Giving full attention to what other people are saying, taking time to understand the 

points being made, asking questions as appropriate, and not interrupting at 

inappropriate times. 

3. Talking to others to convey information effectively. 

4. Monitoring/Assessing performance of yourself, other individuals, or organizations to 

make improvements or take corrective action. 

5. Understanding written sentences and paragraphs in work related documents. 

In addition to what is listed above as well as being a good driver, it is important that suitable 

candidates are able to work alone and concentrate for long periods of time due to the long 

hours of driving required. They should possess self-reliance and be security conscious as the 

goods transported are often valuable and sometimes dangerous. Reasonable physical fitness 

and stamina would be required if carrying and lifting loads and be comfortable with spending 

time on their own. 

According to Brockmann, Clarke, & Winch (2011) lorry driving in the logistics sector 

represents an occupation that is highly regulated at the level of a basic licence to practise but 

has a varied pattern of non-mandatory qualifications across four countries (Brockmann, 

Clarke, & Winch, 2011).  
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Offering more options to school leavers, gives them more opportunities to make a career 

choice and in turn more potential for skills growth in the sector. Greater skills are demanded 

on entry-level and formerly low-skilled roles, so minimum education standards will need to 

be higher.  

2.3.4 Stakeholders in Training and Skills Development  

McKinnon et al. (2017) states the importance of joint efforts by stakeholder groups such as 

industry companies, governments, logistics associations and academia must collaborate to 

identify and exchange best practice in skill development.  Each stakeholder group can 

perform a different but complementary role (McKinnon, Flöthmann, Hoberg, & Busch, 

2017).  

Some of these stakeholder groups range from SME’s to 3PL’s who usually subcontract in 

SME’s to carry out a vast amount of their transportation. Also, professional logistics 

associations such as the FTAI, Irish Road Haulage Association (IRHA) and Chartered 

Institute of Logistics & Transport (CILT) also play a vital role in the developments in the 

field of training and education in the logistics sector.  

Over the course of 2019, the Department of the Taoiseach and the Department of Business, 

Enterprise and Innovation, in consultation with relevant stakeholders, will lead the 

development of new additional ambitions and deliverables for inclusion in the next stage, 

Future Jobs Ireland 2020 (National Reform Programme, 2019). 

2.4 Increasing the participation of women 

The growth of new industries and new occupations presents a continuing challenge to the 

transport sector to attract and retain talented people (Mackinnon & Cooper, 2001). 

In Europe and North America truck driving is predominantly a job for white males. It is 

estimated that only around 6 percent of US truck drivers are female (Hsu, 2016). It is a sector 

than needs to have a more open and inclusive recruitment policy and to do more to attract 

women. 

How diverse is the transportation and logistics industry? Increasing diversity in transport & 

logistics is the key to creating innovation that will help meet industry challenges.  

More women can improve the bottom line and there is a growing need to encourage the 

employment of women in the FTDL industry, promote their accomplishments, and minimize 

obstacles faced by women working in the industry. This paper explores what some of these 

barriers are facing women.  
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2.4.1 Gender Gaps in the Workplace 

Lack of diversity in supply chain and logistics, has led to under-utilization of available talent 

and under-recruitment of potentially valuable employees. Creating a female friendly 

workplace, can enhance a company’s image and build the employer’s reputation and brand of 

the organisation.  

Moughari et al. (2012) noted that men comprise at least 70 percent of graduates in 

engineering, mathematics, and computer science, while women dominate in the lower paying 

fields.  

Gender inequality in the workplace is still quite common, and supply chain and logistics 

managers face considerable challenges when seeking a more gender-equitable company 

culture. According to the Gender Equality Index 2017 the statistics show considerable work 

indicators in gender inequality in some European countries as illustrated in Figure 2. 

Figure 2 - Full-time equivalent employment rate (%, 15+ population) (European Institute for Gender Equality, 

2019). 

The gender gap in employment in the EU is wide and persistent, with the full-time equivalent 

(FTE) employment rate of 40 % for women and 56 % for men. The FTE employment rate is 

particularly low for women with disabilities (19 % for women compared to 28 % for men), 

women with low qualifications (17 % of women and 34 % of men) and women in pre-

retirement age (50-64), which is just 44 %, with a gender gap as high as 19 percentage points. 
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Among couples with children, the FTE employment rate is 28 percentage points in favour of 

Sweden, Finland and Estonia are performing best in the participation sub-domain while Italy, 

Malta and Greece are at the bottom of the ranking as shown in Figure 3. 

Figure 3 - Full-time equivalent employment rate(%,15+population),8 comparison countries 

The participation of women in employment remains much lower than the participation of 

men, and labour markets across all Member States show persistent and significant gender 

segregation.  

This perpetuates gender inequalities and has the effect of limiting the life choices of women 

and men in Europe. In the EU, in 2015, with a score of 71.5 points, the domain of work has 

the third highest score in the Gender Equality Index. However, progress in this area has been 

slow, with only a 1.5-point rise since 2005.  

In Ireland the employment rate (20-64) is 63 % for women and 75 % for men. The total 

employment rate is 69 % and Ireland is within its national Europe 2020 strategy (EU2020) 

target range (69-71 %) (European Institute for Gender Equality, 2019). 

Women are predominantly employed in non-sector-specific roles such as administration, with 

a few exceptions such as air cabin crew. This pattern may be explained by the lower 

proportion of part-time work in the sector and the legacy of attitudes shaped in part by the 

nature of the work (commonly ‘dirty’ occupations, requiring heavy lifting, and so on). The 

forecast slight increase in part-time work in the sector may bring more women into the sector, 

as may the increased demand for customer handling and communication skills (Mackinnon & 

Cooper, 2001).  
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Although the challenges that many women face in the commercial heavy vehicle driving 

sector of the workplace are worthy of detailed examination, such research is beyond the total 

scope of this dissertation. Supply chain and logistics as a career has an image problem, one 

that is particularly severe in emerging markets. This stems from several reasons, including a 

lack of understanding of what supply chain and logistics is, to a perception that supply chain 

is not an attractive career path both for men and women, and inadequate educational 

programs in third level education facilities. 

Female drivers are a tougher to reach sub-set of an already hard to reach population. Due to 

the challenges of recruiting female truck drivers to the study, five female participants, three 

of whom are currently driving, and the two remainder have obtained their licenses but were 

not currently driving have been interviewed which will be discussed later in the findings 

chapter. 

2.4.2 Gender Discrimination 

Discrimination is where a person is treated differently by virtue of that person's race or 

gender. Nothing defines the nature of gender in a society more than the tendency of men and 

women to do different work (Cohen, 2016).  

Cohen (2016) further suggests that occupational gender segregation remains one of the 

defining elements of gender inequality in modern societies. Recent trends for the United 

States show that occupational segregation remains high and did not substantially decline in 

the decade of the 2000s for the first time since 1960. The author will review if gender 

segregation and discrimination still exist in the FTDL sector and moreover in the HGV driver 

sector as it is a male dominated industry.  

Do hiring practises produce gender discrimination? According to Padavic & Reskin (2002) 

the amount of sex inequality at work depends largely on the actions of employers, because it 

is employers who hire workers, assign them to jobs, decide whom to promote, and set pay 

(Padavic & Reskin, 2002). 

As a result, gender segregation across professional fields remains strong, whether indicated 

by areas of study of (Charles & Bradley 2009) or professional specialisation (Ku 2011). 

Cleveland et al. (2000) state although male and female employees may come to the 

workplace with some pre-existing gender differences that provide reasonable explanations for 

the differential treatment they receive, often differences in the treatment of men and women 

are linked to the inaccurate perception of differences. As more women enter the workforce, 

and as they enter jobs that have traditionally been male dominated, issues related to sex and 
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gender in work settings become increasingly important and complex (Cleveland, Stockdale, 

& Murphy, 2000). 

There is reason to address this issue as Heilman (2012) argues that gender stereotypes give 

rise to biased judgments and decisions, impeding women's advancement. And furthermore 

states “although women have made tremendous strides in workforce participation, they 

remain woefully underrepresented in traditionally male occupations and fields”. (Heilman M. 

E., 2012). 

Is gender discrimination recognised as a problem by transport organisations or the FTDL 

sector all of which are obligated to reduce it by law, and by doing so will have a positive 

impact on the bottom line of their business. If the cause of a driver shortage in the FTDL 

sector can be understood, then it helps in determining how to mitigate the problem.   

2.5 Conclusion  

In such a competitive industry, companies cannot find extra funds and or capital needed to 

improve drivers’ wages and incentives, as this would result in a rise in price and subsequently 

a loss in demand for the company’s services. However, something major is needed in order to 

improve the image and appeal to the truck driving industry. The UK offering an 

apprenticeship scheme was a step in the right direction. ETBI also offers training courses 

such as Driver Traineeships or Rigid C or Articulated CE driving licenses. However, 

companies themselves need to offer something, whether it is towards training costs, 

upskilling current employees on apprenticeships, improved terms or increased wages, to stop 

a cornerstone of the economy from crumbling down. 

Researching the skills shortage and the importance of exploring the strategic options to 

reduce the skills shortage has been highlighted.  

The development of training and education and the importance of having a more diverse pool 

of drivers with the required skills by the industry adapting to employ female commercial 

drivers.    

The next chapter, chapter 3 will discuss the different methodological approaches carried out 

in the author’s research and identifying the reasons behind the author’s choice.   
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Chapter 3: Research Methodology (Qualitative)  

3. Introduction. 

In the previous chapter the author presented a comprehensive review of the literature.  

The purpose of this chapter is to develop an understanding of the importance of research 

philosophy and to rationalise and justify the research approach of this study using the 

research onion as developed by Saunders, Lewis & Thornhill in 2009. 

The research onion is a metaphor for describing the layers of the research process. The outer 

layer of the onion contains thinking about research philosophy and approaches. The central 

layers reflect the need to consider research strategies and choices, while at the centre of the 

onion data collection and analysis are the central concern illustrated in figure 4.  

Figure 4 - Saunders and Lewis Onion (Saunders & Lewis 2009) 

This research will adhere to the research process known as the research onion. Saunders et 

al.’s (2009) research onion represents layers constituting of the methodological functions: 

Philosophies, approaches, strategies, method choices, time horizons, and techniques and 

procedures. 

The author looked into the most relevant methods of research needed to achieve insight on 

the objectives of this research outlined in Section 1.3. The primary level of research analysis 

is qualitative method, whereby the author proposes to conduct 4 – 6 in-depth interviews 

primarily with female drivers and a male transport manager currently working in the industry 
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and those who hold the required licenses but don’t drive and this will give the author an 

insight into why these drivers do not currently drive. 

According to Chen (1994) because each method has its strengths and weaknesses, combining 

methods is purported to give the best of both worlds, a comparison shown in Figure 5. 

Figure 5 - Quantative V's Qualitative Research 

In order to have diverse opinions and views, qualitative findings will need to be 

supplemented with quantitative results (Ulmer & Wilson, 2003). The author promotes the use 

of qualitative research methods to get in rich in-depth view exploring the issues concerning 

the current skills shortage.  

3.1 Research Philosophy. 

The term research philosophy refers to a system of beliefs and assumptions about the 

development of knowledge. Research philosophy is the critical analysis of the fundamental 

assumptions or beliefs held by an individual, such as yourself (Saunders, Lewis, & Thornhill, 

2009).  

Saunders et al. (2009) further depict the main strands to research philosophy in business and 

management research as pragmatism, positivism, realism and interpretivism and define these 

as;  
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Pragmatism A research philosophy which argues that the most important determinant of the 

research philosophy adopted are the research questions(s) and objectives. 

Positivism A research philosophy similar to those used in the physical and natural sciences. 

Highly structured methods are employed to facilitate replication, resulting in law 

like generalisations. 

Realism A research philosophy which stresses that objects exist independently of our 

knowledge of their existence. 

Interpretivism A research philosophy which advocates the necessity to understand differences 

between humans in their role as social actors. 

Figure 6 - Definitions of Research Philosophies (Saunders, Lewis, & Thornhill, 2009) 

Interpretivism 

Interpretivism does not comply with adopting philosophies from natural science, it rather 

attempts to understand subjective realities and offer interpretative explanations, with high 

interactions among players involved, this is to address real life problems within a certain area 

or constraint and implement realistic solutions (Blumberg, Cooper, & Schindler, 2011). 

Saunders et al. (2016) agree adding that the main purpose of an interpretivist when 

researching is to “create new, richer understandings and interpretations of social worlds and 

contexts.” 

Pragmatism 

Having gained quantative research data already conducted from two full time students in TU 

Dublin, the author decided it would be beneficial to gain a rich personal insight from the 

female drivers perspective as to why there are so few females in the industry and if there 

were more opportunities for women in the FTDL industry would this help alleviate some of 

the issues around the driver shortage. 

Pragmatism originated in the late-nineteenth–early-twentieth century USA in the work of 

philosophers Charles Pierce, William James and John Dewey. It strives to reconcile both 

objectivism and subjectivism, facts and values, accurate and rigorous knowledge and 

different contextualised experiences (Saunders M. N., Lewis, Thornhill, & Bristow, 2015). 

The research strategy will include a number of different approaches, such as semi structured 

in-depth interviews, secondary research questionnaires, and a systematic literature review. 

Saunders et al. (2009) includes a further approach, namely abduction, and is defined as a 

research approach involving the collection of data to explore a phenomenon, identify themes 

and explain patterns, to generate a new or modify an existing theory which is subsequently 

tested. It appears on the research onion halfway or intermediary between deduction and 
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induction and instead of moving from theory to data or data to theory it moves back and 

forth, in effect combining deduction and induction. All researchers have preferences about 

which approach to adopt however a note of caution, it is important that your preferences do 

not lead to you changing the essence of the research question, particularly if it has been given 

to them by an organisation as a project. (Saunders, Lewis, & Thornhill, 2009) 

3.2 Research Objectives 

The primary objectives of this study are used to assist in breaking down the overall aim into a 

set of more specific steps or goals. Allowing clear focus while using these objectives, will 

enable the author to avoid the collection of unnecessary data while providing greater 

direction to this dissertation. 

3.2.1 Research Objectives 1 

Identify possible causes for the significant shortage of female drivers in the FTDL sector. 

3.2.2 Research Objectives 2 

Review pertinent literature in relation to the global driver skills shortage in the freight, 

distribution and transport sector. 

3.2.3 Research Objectives 3 

Explore best practice in the recruitment selection and training of professional drivers. 

3.3 Qualitative Research 

Due to the objectives of this research as outlined in chapter one being explorative in nature 

and an inductive approach being the most convenience. The best choice in that case 

according to (Saunders & Townsend, 2016) (Yin, 2014) would be qualitative research, as it is 

believed that most qualitative research starts with an inductive approach to develop an 

existing theory.  

Therefore, the author has decided to go for a qualitative research. This way, the author will be 

able to have more control over the information acquired by holding intensive interviews with 

female drivers and the ability to select leading questions and gather unexpected information 

leading a way for further exploration (Blumberg, Cooper, & Schindler, 2011). 

Saunders et al. (2016) indicate that interviews come in 3 main forms, structured, semi- 

structured and unstructured. Interviews are a method of collecting data in which quantitative 

or qualitative questions can be asked. Quantitative questions are closed, whereas qualitative 

questions are open-ended, with participants responding in their own words. 
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An interview is a purposeful discussion between two or more people (Kahn & Cannell, 

1957). Or according to Collis and Hussey (2003) it is a method of collecting data in which 

selected participants are asked questions to find out what they do, think or feel. One typology 

that is often used relates to the structure and formality of the interview (Saunders, Lewis, & 

Thornhill, 2007).  

Interviews are the most frequently used method of collecting data in qualitative research and 

their popularity is related to their being perceived as 'talking' and talking is natural (Griffee, 

2005). 

A semi-structured combined with unstructured interview as primary research method will be 

conducted to achieve detailed information of the respondents and to support questionnaires 

data collection method. The author will collect data via in depth interviews of between 4 to 6 

female truck drivers and one male transport manager.  

3.3.1 Structured interviews  

Structured interviews consist of administering structured questionnaires, and interviewers are 

trained to ask questions (mostly fixed choice) in a standardised manner (Britten & Fisher, 

1993). Normally to obtain quantifiable data. 

3.3.2 Semi Structured interviews  

The respondents being interviewed have a degree of freedom and flexibility in what they 

wish to talk about, how much they want to say and how to express it. The Interviewer has a 

list of questions and topics prepared in advance that allows the interviewee to openly discuss 

their views during the conversation and are not in any particular order.  

(Saunders, Lewis, & Thornhill, 2007) describe semi-structured interviews as those where the 

researcher has a list of themes and questions to be covered however, the list of questions may 

vary slightly from interview to interview. Interviews make it easy to compare answers and 

may be face to face, voice to voice or screen to screen conducted with individuals or groups 

of individuals (Collis & Hussey, 2013). As previously stated, the primary purpose of this 

study is to investigate whether women’s participation in HGV commercial vehicle driving 

can be increased and reduce the current skills shortage. Thus, indicating a qualitative 

methodological approach, such as semi-structured interviews, to be most suitable. Saunders, 

Lewis and Thornhill (2007) concurs, stating that in both an exploratory and explanatory 

study, semi-structured interviews may be used in order to understand the relationships 

between variables such as those revealed from a descriptive study (Figure 7). 
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Figure 7- Types of interview used for research purpose (Saunders et al. 2009). 

3.3.3 Unstructured interviews  

Unstructured interviews are much more casual and unrehearsed. Rich qualitative data is 

obtained with open ended questions which allows the respondent to elaborate more in depth 

on their answer. This means the author can find out why a person holds a certain attitude. In 

these one-to-one interviews I encouraged participants to talk about issues pertinent to the 

shortage of drivers in the Logistics, Freight and Distribution Industry and explored the image 

of the industry from the driver’s perspective and what they felt contributed to the shortage of 

drivers. These interviews as stated were conducted by asking open-ended questions, which 

during the interview were adapted to re-word, re-order or clarify the questions to further 

investigate relevant topics introduced by the respondent. In qualitative research, in-depth 

interviews are often used to study the experiences and to explore personal and sensitive issues 

with the Logistics, Freight and Distribution Industry. 

Invariably, the utility of such qualitative research interviews depends on the participant or 

participants chosen in terms of their coverage and the quality of data within their responses 

(Alvesson & Ashcraft, 2012). 

3.4 Interview Coding and Thematic Analysis 

Saunders et al. (2009) note that data quality issues can arise when conducting semi-structured 

interviews in regard to reliability, bias, validity and generalizability.  

The author decided to go for the analysis method of coding and thematic analysis as it is 

widely used in qualitative research from its ability to capture the richness of the phenomenon 

studied in terms of analysis, interpretation and presentation (Saldaña, 2009). Saldana (2011) 

emphasized the importance to consider “selecting the most appropriate representation and 

presentational modes that will best describe and persuade for your readership the core content 

and analytical outcomes of the study”. But, how exactly is this phenomenon applied? 

The difference between codes and themes as described by Saldana, (2011) “ a theme is an 

outcome of coding, categorization, and analytic reflection, not something that is, in itself, 

 Exploratory Descriptive Explanatory 

Structured  ** * 

Semi-structured *  ** 

In Depth **   
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coded. Boyatzis (1998) explains that a theme “at a minimum describes and organizes possible 

observations or at the maximum interprets aspects of the phenomenon.” 

This research is explorative in nature and takes an inductive approach to reasoning. The 

following codes and themes in Figure 8 were selected from the in-depth interviews of 

participants as the repetitive nature arising during interviews in investigating the shortage of 

drivers within the FTDL sector: 

Figure 8 - Codes-to-theory model of this research based on (Saldana, 2009). 

3.5 Secondary Research 

In exploratory researches, literature review is based on secondary data, such as: Academic 

peer reviewed journal articles, academic books, government publications/websites, and 

conference proceedings (Blumberg, Cooper, & Schindler, 2014). Therefore, secondary 

research data was used in the literature review chapter to expand the understanding of the 

topic issue, and a followed primary research conducted to identify the female perspective of 

driver shortage and with the option of creating a rich pool of drivers by including and 

encouraging women to join a male dominated workforce.  

3.6 Ethical Consideration 

The European Code of Conduct for Research Integrity specifies four fundamental principles 

of research integrity that guide researchers in their work. These principles are: 
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Reliability Ensuring the quality of research, reflected in the design, the methodology, the 

analysis and the use of resources. 

Honesty Developing, undertaking, reviewing, reporting and communicating research in a 

transparent, fair, full and unbiased way. 

Respect For colleagues, research participants, society, ecosystems, cultural heritage and 

the environment. 

Accountability For the research from idea to publication, for its management and organisation, 

for training, supervision and mentoring, and for its wider impacts. 

Figure 9 - Four fundamental principles of research (Code of Conduct Research, 2019). 

Blumberg et al. (2011) and Saunders et al. (2016) agree upon the necessity of including ethics 

as part of research design as it guides the research conduct onto what is ethical and what isn’t 

based on relevant codes of ethics. Also, it helps in determining ethical dilemmas and acts as a 

guide on how to tackle the issue. Saunders et al. (2016) emphasize that consideration of 

ethics at all three stages of research process; design and gaining access, data collection, and 

analysis and reporting stage. 

3.6.1 TUD Ethical Policy 

The author in this research complies with TUD Ethical policy which covers three main areas: 

Research Policies and Procedures, Principles of Ethics and Integrity and Confidentiality. 

Integrity and consent were used by the author in this research as a vital step in the process of 

interviews (TUD, 2019). 

3.7 Limitations 

The most significant limitation of this dissertation is the sample size. An increase in the 

number of participants’ would give a greater level of substantiation for the findings. This 

larger sample size was not achieved due to time limitations and accessibility of female 

participants. Nevertheless, the purpose of qualitative research is not to produce theory that is 

generalizable to all contexts, but purely to understand and present an explanation of social 

behaviour within a precise research context (Saunders, Lewis, & Thornhill, 2007). 

3.8 Conclusion 

It is important to make clear that the TUD ethical policy was considered throughout this 

research. Chapter 4 will cover the findings from the authors primary research in a coded 

manner based on answers retrieved in interviews. There will be a detailed description and 

discussion of the findings of this study.  
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Chapter 4: Research Findings 

4. Introduction 

The aim of this chapter is to compare and contrast the findings from the primary research 

conducted in interviews of participants and relate this data to the existing secondary data 

from the literature review. The structure of this chapter will adopt the themes that were 

derived from coding.  

The literature review explored how qualifications, knowledge, skills and competencies of 

commercial vehicle drivers can aid in reducing the current skills shortage in the FTDL sector 

and furthermore examined if women’s participation can reduce the gap within the sector. 

Also, this review gives an effective elucidation of contemporary views on gender gaps in 

industry from academics and business observers. The main results, conclusions and concepts 

expressed by the key participants (KPs) in the semi structured interviews were interpreted 

into common recurrent themes. This was achieved after listening and analysing the interview 

recordings and comparing and contrasting this analysis with the transcribed notes. This 

analysis formed the basis for the authors findings. It emerged from these findings that key 

participants had a lot of concerns for their future in the industry. 

4.1 Flexibility and Adaptability 

One of the major worries identified by participants was the lack of flexibility to accommodate 

women in their role as driver’s in terms of driving hours in order for them to have a work life 

balance. 

Participant A who is over 35 years in the industry between Ireland and the UK, took two 

years for her to get a job in Ireland stating “nobody would take me on”; from moving here in 

1991 (28 years). She felt strongly that this was due to being a female and states, “it was by 

chance that I got started”; and with two young children often had to bring her children to 

work to be able to cover her role as a driver.  

Participant C with four years’ experience concurred with this stating “I did the family thing 

and waited until my boys were old enough”; before commencing her career as a driver. So, 

this is why she is relatively new to the industry. She also stated that “I would have done it 

sooner… but there wasn’t the means to do it… I couldn’t afford childcare and so I had to stay 

at home”. 

Participant A had also requested on numerous occasions a reduction in her hours with her 

current employer in order for her to balance her work and home life. After discussing this 

reduction with her employer, she states “I got to the situation with my employer that I was 
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working three days one week four days another week. This was after a row, but it was 

working for me and it was working for him. I was less tired. He was getting more out of me. I 

got to see my family”; which proves that it can be more attractive to women if the industry 

adapted to employees concerns but this cannot be accommodated in every circumstance 

currently in industry as the pool of drivers are not available for recruitment.  

While there are strict regulations regarding driving hours for HGV drivers their day can still 

be a spread of 15 hours three times a week and 13 hours twice a week while not exceeding a 

maximum of 60 working hours or driving a maximum of 56 hours under regulation (EC) No 

561/2006, it is evident that these hours are still being exceeded by the majority of drivers. 

(REGULATION (EC) No 561/2006, 2019).  

Both participant A and C agree that there needs to be a combined effort within the industry 

for success of this change in flexibility. The effort needs to come from both transport 

organisations themselves along with involvement from state bodies and trade associations.  

Participant B who is not currently driving and heavily involved in training within a semi state 

organisation, holds all the relevant licenses to drive but is not encouraged to become a driver 

as this would involve doing shift work and felt it would be “a change in hours and to change 

my role as my grade is higher than that of a driver to do that.” This would be a huge factor for 

her becoming a driver. 

It is evident from these interviews, that organisations need to factor in the working hours and 

or shift work as an incentive to recruit female drivers.  

Participant D another female license holder but does not currently drive also concurs with the 

other participants that she is reluctant to take on the role of a driver as it involves long 

unsociable hours but is willing to work at it to gain experience before considering having a 

family.  

Participant E being a male transport manager was asked “Would you recruit a female driver 

to which he replied there would be a stigma attached to it and it would really depend on what 

kind of experience they had.  

All participants agreed that either you fall into HGV driving or you do it for the love of 

driving. 

4.2 Gender Discrimination  

As outlined in the literature review occupational gender segregation remains one of the 

defining elements of gender inequality in modern societies. Recent trends for the United 

States show that occupational segregation remains high and did not substantially decline in 
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the decade of the 2000s for the first time since 1960 (Cohen, 2016). This section will focus 

on how gender bias or discrimination can affect the recruitment and selection of women in 

traditionally male occupations. 

Employer discrimination against women in hiring and promotion, places some men and 

women in different jobs (Stainback & Tomaskovic-Devey, 2012). Some discrimination is 

overt and intentional, while other practices are the result of unconscious biases and 

stereotypes. Bias leads to discrimination and harassment which can have an impact on the job 

or task being performed. (Ridgeway, 2001) 

When the participants were asked if they experienced bias in their role all participants 

answered “Yes.” 

Participant A stated, “Nobody would take me on”; and she believed it was because she was a 

woman and participant C concurred with this stating “when I qualified I submitted CV’s to 

various organisations and I didn’t even get a response back and I feel it was because I was a 

woman.” 

Furthermore, Participant C said she experienced bias in the industry as a whole stating “even 

down to getting diesel in a petrol station. Most truck drivers are fairly good. They will give 

you respect but other drivers aren’t. They are not used to seeing a woman. They don’t believe 

it’s a woman’s place. A woman’s place should be in the kitchen. I don’t know how many 

times I heard that.” 

All participants described it as a really hard industry, and you have to have hard skin or thick 

skin to survive as one participant describes “I have got an alligator skin.” 

When Participant E was asked why aren't the women getting into it do you think? His reply 

was “it goes back to the old cliché of a woman's place is in the home and all that kind of 

stuff. So, it's very hard for a woman to come out because I could not sell the job.” 

The interviewed participants generally emphasized that the attitude in the industry needs to 

change towards female drivers as they all have experienced it first-hand both from the 

perspective of pre and post entry.  

According to Heilman (1983, 2001) descriptive stereotypes promote negative expectations 

about a women’s performance by creating a perceived “lack of fit” between the attributes 

women are thought to possess and the attributes thought necessary for success in traditionally 

male positions (Heilman M. E., 1983,2001). This “lack of fit” and the perception of a female 

in their role will result in the expectation of failure and this is evident throughout all 

interviews, from all female participants that they felt they had to continuously prove 
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themselves for them to be accepted as a HGV driver. All participants agreed that either you 

fall into driving or you do it for the love of driving. 

4.2.1 Sexual Harassment  

In the authors analysis of the qualitative data which involved reading and re reading the data 

transcribed from recordings, an emerging theme was explicitly evident which was that of the 

overt sexual harassment experienced by a number of participants. According to the European 

Institute of Gender Equality (EIGE), sexual harassment is defined as a form of gender-based 

violence encompassing acts of unwanted physical, verbal or non-verbal conduct of a sexual 

nature, which have a purpose or effect of violating the victim’s dignity and creating an 

intimidating, hostile, degrading, humiliating or offensive environment. The EIGE published 

statistics under the index indicators for Ireland in 2015 indicating that the percentage of 

women having experienced sexual harassment by any perpetrator was at 48% and across the 

EU is 55% (EIGE, 2019). 

Sexual harassment was evident particularly with Participant A explaining “most female 

drivers have experienced it and then you have the rumours they spread that you will sleep 

with anything…. It’s a tough job.” 

When asked to give an example of what she experienced she replied “You would get the 

smarmy comments… they will actually come up to you and hug you and invade your space. 

They will call you anything but your name… sexual innuendos… It’s absolutely 

horrendous.” Other comments like “are you married… is your marriage good … are you 

getting enough sex?” and explained that this was from truck drivers particularly on the boat.  

Participant C also experienced similar encounters “certain things can be said to you that is 

inappropriate… ” but on this occasion was not from fellow truck drivers where, when 

delivering to a warehouse was waiting to enter a distribution centre with barriers and the 

barrier kept going up and down and she knew they were playing chicken with the barrier 

because nobody else had a problem with this barrier. When she asked for the barrier to be 

opened the reply was “well if you open your shirt, the barrier will stay open.” 

When participant C sought support from HR for this incident and found there were no 

structures in place for her to report this effectively and therefore was not dealt with and was 

told it was a hearsay situation.  

In order for organisations to expand their talent pool this emerging theme in the authors 

findings will need to be addressed.  



 

 

Page 37 of 48 

4.3 Barriers to Entry 

There are potential barriers to it which leads to coining uncertainties, possibly leading to 

unsuccessful collaboration (Barratt, 2004). Drivers explained multiple common challenges 

faced by them in the industry along with what has been outlined previously they also 

identified inadequate female facilities, inability to gain experience and the level of pay for the 

responsibilities is inadequate, as just some of their concerns.  

McKinnon et al. (2017) recognises the fact that the driver shortage problem persists even in 

countries such as the US and Switzerland where drivers are relatively well paid, suggests that 

improving remuneration is unlikely to be enough. 

For example, throughout our interview participant A emphasized that she had faced barriers 

in the industry because of her gender and slight stature similar to that of participant C, that 

she may not physically be able to do the job. While there are mechanical aids to assist in 

loading and unloading, she felt that the job itself is very ageing. She also felt that in order for 

you to get the job done they just don’t stop. When asked if you need to use the facilities what 

do you do, to which she replied “Well, you can go under the trailer, in a bush or if you've 

time stop you can go to the services. Yeah, a hee she wee thing, [laughter]. Honest to God 

that's the way women are doing this I suppose men are doing it as well?” She also expressed 

that her female counterparts have experienced quite similar situations and states “we don’t 

have rights; we don’t stop we just… don’t stop.” She feels this is why she got burnt out.  

Participant B and C had a concern for lack of female shower facilities and shared rest rooms, 

that these facilities are sometimes shared with men which has an impact on their privacy and 

these issues need to be addressed before encouraging more females into the sector.  

The services on the motorways in Ireland are seen as very expensive with limited healthy 

food choice options leading to bad choices for drivers. Women drivers tend to bring healthy 

options with them on their journey and feel men don’t consciously think healthy which is 

currently being researched by a colleague.  

The life of HGV drivers is difficult, it includes long hours, long distance journeys, time away 

from the family and feelings of isolation. Due to an increase in the level of legislative 

controls, drivers are also not allowed the freedom or flexibility that they once had. Applying 

for an HGV license can also be difficult, costing in excess of € 2,500 with no government 

assistance and very few haulage companies offering assistance in upskilling or obtaining a 

driver CPC. Work isn’t always guaranteed making it an uncertain profession, and many 
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hauliers are unwilling to offer work to drivers without experience and this was a concern for 

all key participants. 

4.4 Recruitment and Retention 

Remuneration for drivers was mentioned by all interview participants when discussing their 

dislikes of professional driving which is detrimental to the recruitment and retention of 

drivers. When the topic of driver shortage in recruitment arises, the level of pay and benefits 

provided to drivers was frequently identified by participants.  

Participant B alludes to the fact that this was not always the case and believes; “that drivers 

deserve to be paid, because of the responsibilities in that role.” For her to become a driver she 

would actually have to take a grade down from her current role “I would be deemed as a 

higher grade than a driver. So, it's not as easy for me to transition into a driver role.” 

Participant E concurs and feels it is not a job that can be sold to the employee as conditions 

are not favourable and its an unsociable job. Their particular industry, while the margins are 

okay as the company manufactures and distributes their own product, he felt that the work is 

not priced up properly so therefore the driver is the one to suffer on lower wages stating 

“there should be certain rates of pay, you know for drivers it should be more enticing and 

better conditions.” Participant E also states that drivers are not adequately paid or looked 

after, for the job that they do and describes it as “not very appealing.”  

Participant A also highlighted that drivers that are paid a daily rate particularly, weren’t 

receiving sufficient pay for the contribution made to operations due to unaccounted for hours 

of work and also that wage inflation generally needs to be considered in order to retain 

drivers. 

In relation to the cost element, customers need to expect to take a price hit in order for 

improvements to be possible. There is an increased demand to move freight with an increase 

in online shopping and this puts haulage companies in a difficult position and the consumer 

may well end up paying the price. With Brexit on the horizon, the situation is expected to 

worsen significantly, especially as restrictions are applied to international drivers. 

HGV driving generally attracts those who appreciate the freedom involved with driving for a 

living or those who just enjoy driving, expressed by participants A, B & C. This was deemed 

to be the central attractive feature of driving.  
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Participant B highlighted the need for appropriate driving apprenticeship schemes, echoing 

the points made by Participants A & D with reference made to private companies hiring 

applicants immediately prior to their completion of secondary-level education for driving 

apprenticeships or look at upskilling existing B license drivers in order to bring them in for 

recruitment purposes for companies who are looking for HGV drivers as well. 

4.5 Conclusion 

The similarities are obvious from all participants’ perspectives. The dominant concerns were 

adaptability and flexibility within the FTDL sector in terms of working hours to achieve an 

acceptable work life balance. Negative attitudes, abuse, and maltreatment outlined as gender 

discrimination and sexual harassment increases vulnerability for female drivers. 

These findings along with the lack of facilities for females and the attitude towards female 

drivers all make for a very stressful career. It indicates the need for a better understanding for 

all stakeholders and this could help in the development of discrimination reduction and 

encourage a greater resource pool of drivers to the industry. 

The next chapter is the concluding piece where the industry recommendation will be made 

and also the limitations of the research and possible future research direction discussed. 
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Chapter 5: Discussion & Analysis 

5. Introduction 

The objective of this chapter is to analyse and elaborate on the findings of both the semi-

structured interviews conducted, as presented in the findings chapter, collectively with 

consideration given to the literature previously reviewed in order to identify theory which is 

applicable to the findings, to create a greater understanding of the current driver shortage 

within the FTDL sector. Themes developed from coding of qualitative data will serve as the 

framework for analysis.  

The need for rapid reaction and adaptation to the challenges taking place in FTDL sector is 

necessary to reduce the driver skills shortage currently both in Ireland and the EU. 

5.1 Adaptability & Flexibility  

Adaptability and flexibility to achieve a healthy work life balance are codes participants 

expressed, responding to practises employers can change to ensure retention of drivers. 

Similarly, literature emphasizes these points to being essential and better scheduling practices 

could be utilized to make sure that drivers are not pushed to exhaustion. In addition, realistic 

deadlines should be set to make sure drivers do not feel excessive pressure and anxiety to 

deliver their loads on a difficult timeline (A. Schulz, W. Luthans, & G. Messersmith, 2014). 

5.2 Sexual Harassment  

The literature review has mentioned that although women have made tremendous strides in 

workforce participation, the interviews with participants confirms that bias, discrimination 

and sexual harassment are still quite prevalent in the FTDL industry. Joint efforts by 

stakeholder groups such as industry companies, governments, logistics associations and 

academia must collaborate to help remove barriers which are preventing the industry from 

growing. Gender tailored messaging would help ensure that females are aware that there are 

no barriers to them taking up roles in the sector. 

Schulz et al. (2014) explains that condescending attitudes by all levels of management, as 

well as fellow drivers, could have a disabling and deflating impact on one’s confidence and 

desire to stay with the company. 

5.3 Barriers  

Along with the insufficient pay and inadequate female facilities (e.g. service stations) was an 

issue and this does not make it an attractive career choice for females. When you consider 

hygiene factors of the role as developed by Herzberg (1959), these poorly provided and 
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maintained facilities can be deemed very significant factors in adding to job dissatisfaction 

amongst female drivers given the frequency at which drivers must avail of these services. In 

1959 Herzberg further concluded that such factors such as company policy, supervision, 

interpersonal relations, working conditions, and salary are hygiene factors rather than 

motivators.  

According to the theory, the absence of hygiene factors can create job dissatisfaction, but 

their presence does not motivate or create satisfaction (Gawel, 1997). 

Although the participants interviewed highlighted their concerns, they still love the job they 

do, despite all the challenges they face. Findings from secondary research shows that despite 

the driver shortage companies are highly selective in hiring drivers because they have made 

safety and professionalism high priorities, as all participants interviewed shared, that their 

lack of experience was the primary reason for not gaining entry the industry initially. 

Compounding the already difficult lifestyle, the key participant drivers complained of 

mistreatment at ports and warehouse facilities. These complaints range from the lack of 

female shower and toilet facilities to shared restrooms, to having to wait extended periods of 

time before the trailer is loaded or unloaded causing long delays and extended driving hours. 

5.4 Recruitment / Retention 

Haulage companies need to provide continuing education to current employees, to help them 

increase their skills and enhance job satisfaction. The primary research indicates that 

challenges faced, can lead to consumers having to pay more in the shops for their goods as 

consumers are now doing most of their shopping online which in effect needs to be delivered 

by the haulier. Similarly, literature expresses it is hard to improve conditions as there is low 

profit margin and transport customers are not willing to pay higher prices (McKinnon et al., 

2017). 

Furthermore, hauliers may have to turn down business due to lack of new drivers entering the 

industry. Larger firms provide more training for their employees for a longer period and they 

allocate a higher proportion of labour costs to training. Firms, which have a high proportion 

of high-skill employees in their labour force, are likely to train more and firms in 

manufacturing are likely to spend more on training than firms in services (Hughes, 

O'Connell, & Williams, 2004). Participants agree and indicated there needs to be a combined 

approach from the industry as a whole for improvements to happen. They also expressed that 

respect, recognition and value is required within the industry is needed for drivers. 

Stephenson & Fox (1996) suggest the bad working conditions and attitudes are blamed on the 
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low pay. On the basis of the evidence currently available, it seems fair to suggest that there is 

no real public knowledge on the operations and opportunities available. This makes it hard to 

attract and retain staff.   

5.5 Conclusion  

The results of the author’s analysis presented should be considered and bring into focus what 

needs to be addressed for drivers in the FTDL industry.  

Relationships with supervisors and other drivers may play a role in the turnover intentions of 

drivers. While the work is inherently individual, there are still social relationships within 

firms that may contribute to the turnover intentions of individuals (A. Schulz, W. Luthans, & 

G. Messersmith, 2014).  

These results provide confirmatory evidence that the transport industry is currently facing 

challenges of almost crisis proportions in the recruitment and retention of HGV drivers. 

While the cost of recruiting and training HGV drivers is well documented the author has 

identified that there are other overt challenges that face the industry in order to develop a 

greater resource pool of drivers.  

Schulz et al. (2014) stated if people feel overly anxious or physically tired or sick, their 

efficacy will be greatly diminished. This was identified by participant A who is currently out 

sick as she identifies in her interview that she was “burnt out.” 

Consequently, the evidence suggests, therefore that the flexibility, facilities and lack of 

respect shown within the industry will have profound effects for both the individuals and 

companies alike. However, the authors research also suggests that female truck drivers 

continue to encounter significant barriers to being seen as skilled HGV professionals, and that 

particular forms of transport labour are widely considered masculine preserves that are 

beyond female capabilities. 
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Chapter 6: Conclusion & Recommendations for Future Research 

6. Introduction 

The overall purpose of this research study was to explore possible causes for the significant 

shortage of female drivers in the FTDL sector. This chapter will conclude the authors 

findings from primary and secondary research that was conducted qualitatively to meet the 

research aim and will also recommend areas which requires for further research. 

6.1 Recommendations  

1. Explore further, the emerging theme in the above research of the overt nature of the 

sexual harassment experienced with participants. Sexual harassment in FTDL sector 

especially for female drivers, is an issue that no one really wants to talk about.  

Women are a very small minority in this sector, and any sexual harassment red flags, 

often go unnoticed. Companies cannot afford to lose female drivers due to this. Aside 

from the ethical reasons for making the industry a respectful environment for women, 

the driver shortage we are experiencing makes this problem something to tackle head 

on. Women want to be comfortable in their role, and they also want the men they 

work with to feel comfortable around them, not fall silent when they walk into a room 

for fear of causing offense. 

2. The research has shown that a review of the long hours and inadequate pay is having 

an impact on their families and personal life. Reviewing the pay in comparison to the 

hours worked in line with industry standards this may outline areas for potential 

improvements in order to create more satisfying working conditions for female 

drivers. Create a more flexitime-working environment - reduce driver stress, feelings 

of time urgency. 

3. Current research appears to validate that the service and welfare facilities are 

inadequate across the industry for all drivers but particularly for females during their 

menstrual cycle. Review the current service stations access and availability. Better 

service stations nationally that are accessible will help make the job more appealing.  

4. The industry needs to do more to encourage women into the recruitment process to 

balance out the gender gap (McKinnon et al., 2017). Recruitment can be difficult due 

to increased insurance costs with young inexperienced drivers. Target marketing 

campaigns of upskilling within organisations while still having the opportunity to earn 

while gaining experience. Driving apprenticeship programs to include continuous 

work experience will facilitate a sustainable workforce.  
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6.2 Further Research 

Following conclusion of this research, several areas were identified by the author as concerns 

which require further consideration;  

1. Future research on sexual harassment in the transport industry may be completed with 

a greater scope of participants to provide insights into the challenges facing the 

recruitment and retention of female drivers in the FTDL sector. In particular, scholars 

may endeavour to complete experimental studies that test the causal impact of specific 

interventions for the recruitment of female drivers. 

2. Research conducted into the current shortage of drivers, particularly in Ireland, is 

limited. Further research on apprenticeship training in Ireland and the possible grant 

aids available to haulage companies in recruitment and training and allow costs to be 

shared between employers, state and the apprentice. 

6.3 Conclusion 

The conclusion that emerges from the qualitative research shows that there is a need for 

greater adaptability, flexibility and respect for female drivers in the FTDL sector. Practices 

within the sector need to be reviewed by both operators and a closer analysis of shaping 

education and training policies. 

One of the main objectives of this study was to explore best practice in the recruitment 

selection and training of professional drivers, quality of education and training which 

candidates receive prior to coming into the industry, and this is a major issue which 

governments will need to address to ensure drivers receive sufficient training and gain 

experience in order for them to be afforded an opportunity in an interview.  

While these findings need to be confirmed with further research specifically for the FTDL 

sector which could, ultimately, help to encourage more females to assist in reducing the 

driver shortage currently being experienced. The research indicates female drivers in general 

are still far less congruent with that of their male colleagues. Consistent with the outcomes of 

other academia Heilman & Martell (1986), general stereotypes about women appear to be 

deeply rooted, widely shared, and remarkably resistant to change. 
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