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Personal Profile 

• 22 years’ experience

• Managing Director KM Driver Training Ltd 

• Assistant Lecturer in Road Freight Logistics

• Industry Consultant in Logistics  

• Explore the reasons why there is a gap in knowledge of skills, 
competencies and additionally the reported low percentage of female 
HGV drivers

• Need for strategic expansion of logistics training and skills development 

• Challenges that women encounter in the FTDL of the supply chain 
industry. 

Background
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• Job vacancies in the FTDL sector expected to rise for two main reasons;

1. performance of the FTDL sector is expected to grow (up to 60% of job 
vacancies).

2. numbers resulting from replacement demand needs (40% of job 
vacancies)

• Poor image of the FTDL sector needs to improve. The sector suffers from a 
low profile with little public knowledge of how it operates or knowledge of 
associated rewarding careers.

• Skills should be transferable between industry sectors.

• Critical shortage of drivers with heavy goods vehicle (IRHA)

Significant findings in reports
Significant Findings in Reports  

• Driver retention strategies are absent

• Ireland, USA, UK, and several other European countries are 
experiencing major driver shortage issues

• Forecasts 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)

Significant findings in reportsSignificant Findings in Reports  
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Literature review

Studies in China, India, US, UK, 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).

In general, women have less favourable prospects on the labour 
market than men (Blossfeld & Hakim, 1997).

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.”

Literature review

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 more women enter the workforce, and as they enter jobs that 
have traditionally been male dominated, issues related to sex and 
gender in work settings become increasingly important and complex
(Cleveland, Stockdale, & Murphy, 2000).
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Literature review

Heilman states “although women have made tremendous strides in 
workforce participation, they remain woefully underrepresented in 
traditionally male occupations and fields”. (Heilman M. E., 2012).

Nothing defines the nature of gender in a society more than the 
tendency of men and women to do different work (Cohen, 2016).

Employer discrimination against women in hiring and promotion, 
places some men and women in different jobs (Stainback & 
Tomaskovic-Devey, 2012).

Research Approach 

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).

Qualitative method, - rich in-depth view primarily with female drivers 
and a male transport manager currently working in the industry.
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Research Approach 

5 female participants / 3 currently driving 

(2 obtained their licenses but not currently driving had been interviewed)

Questions were open-ended, with participants responding in their own 
words

Freedom and flexibility in what they wish to talk about, how much 
they want to say and how to express it

Themes and Codes 
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Findings & Discussion

• 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. 

Findings & Discussion

• All participants described it as a hard industry, and you must 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 
driving 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.”
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Findings & Discussion

Dominant concerns were;

1. Adaptability & flexibility in terms of working hours to achieve an 

acceptable work life balance

2. Lack of facilities for females

3. Negative attitudes, abuse, and maltreatment outlined as gender 

discrimination 

4. Sexual harassment increases vulnerability for female drivers.

Findings & Discussion

5. Attitude towards female drivers all make for a very stressful career

6. Indicates the need for a better understanding for all stakeholders

7. Assist in the removal of gender discrimination and encourage a 

greater resource pool of drivers to the industry.
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Conclusion

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.

Evidence suggests, therefore that the flexibility, facilities and lack of 
respect shown within the industry will have profound effects for both 
individuals and companies alike.

Female truck drivers continue to encounter significant barriers to 
being skilled HGV professionals, and that forms of transport labour 
are widely considered masculine preserves that are beyond female 
capabilities.

Conclusion

Practices within the sector need to be reviewed by both operators and 
a closer analysis of shaping education and training policies is required.

Participants also expressed that respect, recognition and value is 
required within the industry for drivers. 
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Recommendations

1. Explore further, the emerging theme in the above research of the 
overt nature of the sexual harassment experienced with 
participants.

2. Review of the long hours and inadequate pay is having an impact on 
their families and personal life.

3. Service and welfare facilities are inadequate across the industry for 
all drivers but particularly for females.

In Conclusion

The industry needs to do more to 
encourage women into the recruitment 
process to balance out the gender gap 

(McKinnon et al., 2017).
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