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To fulfill their goals of research, education, and workforce development, the NCCCO Foundation
partnered with the Human Resources Research Organization (HumRRO) to conduct an exploratory
workforce research project.

The workforce research results outlined in this infographic represent the data gathered from
1,205 CCO-certified survey participants and we assume that the findings reflect the field

more broadly.

The Workforce Research Highlights section offers a snapshot of the project results. We encourage

readers to delve into the report and appendices to better understand the extensive information
gathered throughout this workforce research project.

PART 1:

Focus Group Sessions The focus group sessions generated
1,321 comments, or “unique data points,”
which were grouped into 309 themes,

) covering 53 categories, resulting in seven
Q 9 focus group sessions overarching dimensions to analyze further.

with 38 participants
Unique data
points
i o

53 — o (ategories

000 .
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FOUNDATION

PROJECT OVERVIEW

PART 2:
Widely Distributed Survey

65-question survey




- White or Caucasian
- Hispanic or Latino
4.1% Prefer not to answer
Multi-Racial
Black or African American
American Indian or Alaska Native

Other
- Asian

Native Hawaiian or Other Pacific Islander

Unknown

25%\ 5.2%

1.8% 10.3% 20.7% 27.9%
18-25 26-35 36-45 46-55 56-65 66-77
Gender Identity Regional Location

DEMOGRAPHICS

! o

Male 95.3% 2.2% Female L . ' !

! 4

Prefer
not to 1.2% 0.2% Other
answer
South Central [ 27.7%
North Central [l 19.7%
Native Language South Atlantic 15.9%
' Pacific [l 14.7%
Mid-Atlantic [l 9.8%
English 93.9% 4.8% Spanish Mountain [ 7.5%
Northeast || 3.5%
Outside of the U.S. | 0.3%
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PAST EXPERIENCE AND EDUCATION

Highest Level of Introduction to the
@ Education Completed Load-Handling Field

High school Working in a
39.8% diploma/GED _ 57.3%  related field

I (e.g. non-load-handling construction work, mechanic, agriculture work)
Some college,

0,

- 22.3% 1o degree

Vocational training Referral from a
17.7% or trade school - 23.3% personal connection
(e.g. family member, friend) working in the field

CURRENT ROLE, TRAINING, AND SKILLS NEEDED

Primary Role Load-handling Training and Quality of Training
' PERCENT MEAN*
On-the-job training *(Means are
(e.g. received training after being hired) 43.4% 4.04 based on a
77‘3% 6'1% E | d . f;lfetjrlpstcale'
mployer-sponsored training 0 - ‘
(e.g. training paid for by employer) 20% - - ;ua‘,/;;{,l:;v
5 =very high
Operator Site Union apprenticeship program  16% 4.55 quality)
Supervisor
Self-funded training
(e.g. paid for training out of pocket) 7.4% I m
Most Important Skills Length of Time Working in
Needed for Load- the Load-Handling Field
Handling Work 23.4%
20.9% ; Less than 1 year [ 3%
17.8% '
° 1-5years .89
15.3% - years [l 11.8%
6-10 years 14%
11-15 years - 11.5%
16-20 years 13%
Q 21-25 years 15.8%
26-30 years - 10.6%
Technical/  Communication  Safety Decision 31-35years . 7.6%
Mechanical Skills Skills Making Skills
Skills over 35 years [} 12.6%
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Load-Handling

Certifications
Currently Held 84.1% 38.6% 34.9% 30.1% 20%
Note: This data will
not "f‘dd' up to 100%, Mobile Crane Rigger Signalperson Service Telehandler
and individuals can Operator Truck Crane Operator
hold more than one Operator
certification at a time.
2
@)
- Top Benefits of Load- Top Barriers
5 Handling Certifications to Certification 23.2%
— 20.6% '
LL. " .
- Demonstrates safety 0 16.5%
E . 25.7% knowledge and skills 16'.2/0 o7
O
Demonstrates credibility/
22.2% professionalism
Demonstrates technical
. 17.1% knowledge and skills
Improved job
16.7% opportunities
Training Exam Cost No
Barriers Difficulty Barriers Barriers
Most Agreed With
Note: Responses for Work Statements
Opinion items were made on 5-POINT LIKERT SCALE
a 5-point Likert scale. | feel a sense of pride in
doing my job. MEAN = 4.46
2 1 = Strongly Disagree
o 2 = Dj The work | do contributes
- g eches positively to society.
P 3 = Neither Agree nor Disagree
Q. 4 = Agree
g 5= Strong|y Agree Most Disagreed With
o Statements
@) Higher values always indicate S-POINT LIKERT SCALE
= more agreement with the I rarely feel stressed  ANNIPYPON

positively worded statements.

NCCCO

at work.

I rarely feel like my work
interrupts my personal life.

MEAN = 2.81
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Executive Summary

Project Overview

To fulfill their goals of research, education, and workforce development, the NCCCO Foundation
partnered with the Human Resources Research Organization (HumRRO) to conduct an
exploratory workforce research project. The NCCCO Foundation wanted to focus on
understanding several topics of interest, including the demographic makeup of load-handling
employees, the state of the current recruitment pipeline, and how load-handling employees view
their jobs and certification. HUmMRRO conducted a two-stage research effort beginning with nine
focus group sessions where a total of 1,321 unique comments were collected and
systematically coded into themes/categories. The research effort concluded with a widely
distributed survey in which 1,205 load-handling employees participated. We assume that the
data collected during this research effort likely represents the field more broadly.

Although this executive summary offers a snapshot of the project results and suggestions for
future efforts, we encourage readers to delve into the report and appendices to better
understand the extensive information gathered throughout this workforce research project.

As a final note, the data interpretations and recommendations articulated throughout this report
are the result of extensive research and data analysis conducted by the HUmRRO research
team. It should be noted that the interpretations and recommendations represent the
professional opinion of the HUMRRO research team and may not necessarily correspond with
the perspectives of the NCCCO Foundation. For more information on the HUmRRO research
team backgrounds, please see Appendix D.

Results Overview

Load-handling Employee Backgrounds

With respect to demographic characteristics, most survey respondents were White/Caucasian
(79.0%) males (95.3%), who tended to be in mid- to late career (i.e., between the ages of 46-55
[27.9%] and 56—65 [25.0%]). Additionally, most survey respondents were native English
speakers (93.9%) who live in the U.S. (99.0%) and whose highest level of education was high
school/GED (39.8%). Overall, the demographic makeup of load-handling employees is quite
homogenous. These findings point to underrepresented demographic groups which could be
targeted for recruitment efforts, thereby expanding the talent pipeline.

Current and Future Pipeline Considerations

With respect to current employment, most survey respondents currently work as an Operator
(77.2%) in the construction industry (67.1%) and received on-the-job training (43.4%). Most
respondents were introduced to the load-handling field because they worked in a related
industry (e.g., construction; 57.3%) or were referred by a personal connection (e.g., friend or
family member; 23.3%). This data indicates that the pipeline in the load-handling field heavily
relies on two primary recruitment methods. Industry leaders and organizations should consider
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revamping their recruitment methods to reach and engage with a diverse array of potential
applicants.

Work Opinions

Overall job satisfaction (5-point Likert scale where higher values indicate more positive
perceptions) averaged between neutral and moderate satisfaction (M = 3.63). However, levels
of satisfaction varied across subscale areas in that respondents tended to feel a high sense of
pride in their work (M = 4.46) and believe that their work positively contributes to society (M =
4.17), but also tended to think that their work interrupts their personal life (M = 2.96) and that
they often experience stress on the job (M = 2.81).

Additionally, it was found that certain underrepresented demographic groups (i.e., females,
Black/African Americans) tended to observe more instances of cultural insensitivity and
discrimination in the workplace (M = 2.91 and M = 3.11, respectively), which can have far
reaching impacts on employee well-being and organizational outcomes (e.g., turnover,
recruitment).

With respect to the focus group sessions, participants tended to express more likes (n = 277)
than dislikes (n = 140) about the field. One interesting trend was that interpersonal
connection/interactions were both the most liked aspect (n = 57) and least liked aspect (n = 41)
of the job. Overall, the data indicates that while there are positive aspects of job satisfaction,
there are also issues that warrant attention from organizations. Improving employee satisfaction
can have long-term positive implications for both employees and organizations alike.

Views on Load-handling Certifications

The most commonly held certification was Mobile Crane Operator (84.1%), followed by Rigger
(38.6%), and Signalperson (34.9%), where the data showed that it was common to hold more
than one certification at a time. By and large, respondents agree that their load-handling
certifications are valuable (M = 4.12) but found less value in holding multiple certifications at a
given time (M = 3.85). Only, 6.1% of survey respondents saw no benefits of load-handling
certifications, whereas 93.9% selected a primary benefit of load-handling certification.
Regarding the hurdles that people face when becoming certified, the top reported barriers were
cost (20.6%), exam difficulty (16.5%), and access to/quality of training (16.2%).

The results highlight the overall positive perceptions about certification as well as a variety of
different hurdles that employees face when becoming certified. Certification bodies and industry
leaders should work to understand the needs of certificants and those seeking to be certified
and make improvements where possible, while also communicating the value and importance of
their certifications.

Performance Elements

Both the survey and focus group results emphasize the importance of technical skills and safety
skills, which is unsurprising given how critical those skills are for work in the load-handling field.
The research also highlighted several domains of “soft skills” that are crucial for successful
performance in the load-handling field, including interpersonal skills (e.g., teamwork,
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communication), problem-solving, leadership skills, attention to detail, adaptability, and more.
Organizations should focus on systematically understanding the skills needed for load-handling
work so that they can recruit, hire, and train talent accordingly.

Recommendations for the Future

Load-handling work is a critical part of infrastructure development and society more broadly.
The stakes are high, and mistakes can have serious consequences. It is critical for industry
leaders and organizations to do what they can to build the pipeline of skilled and quality workers
who can become part of the load-handling workforce and ensure that employee well-being and
performance are addressed in order to keep existing and new employees in load-handling
positions.

In light of the findings outlined throughout this summary and report, the HumRRO research
team developed five primary recommendations that we hope can guide workforce development
efforts for the load-handling industry. The recommendations are as follows:

e Diversify the recruitment pipeline to expand the potential recruitment pool.

e Decrease identified barriers for entering the field and becoming certified.

e Reanalyze the skills needed for jobs in the load-handling field to improve recruitment,
hiring, and training efforts.

e Address and improve overall job satisfaction.

e Research and address the perspectives and needs of underrepresented groups.

A significant amount of detailed information regarding the research findings, key takeaways, and
future and recommendations are provided throughout the report and are summarized in the Key
Takeaways and Recommendations section. To gain a full understanding of the research
findings, it is critical to read on for more details.
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Introduction

This report outlines the findings of an extensive workforce research project commissioned by
the NCCCO Foundation in partnership with the Human Resources Research Organization
(HumRRO).

The NCCCO Foundation was created with three primary goals, including research, workforce
development, and education.

Research: Facilitate research and data collection regarding safety, innovation, and
workforce development in the load-handling industry.

Workforce development: Improve public awareness of careers in the load-handling
industry and help share the skills and qualifications needed.

Education: Disseminate and promote information that improves safety, skills
development, and career advancement in the load-handling industry.

With these organizational goals in mind, the Foundation worked with the Human Resources
Research Organization (HumRRO) to conduct an exploratory workforce research project. The
Foundation wanted to investigate several areas for this project, outlined below.

Load-handling employee demographic makeup: Gather data on background
characteristics of load-handling employees, such as location, age, education, race, and
gender.

Current employee pipeline: Research load-handling employees’ past employment to
understand the talent pipeline and to inform future recruitment endeavors.

Opinions about jobs and certification: Investigate how load-handling employees view the
work that they do as well as the current certification system.

After identifying the primary areas of interest for the workforce research project, the HUmRRO
team set forth to plan and execute the extensive data collection as well as data synthesis
efforts.

In June 2023, the NCCCO Foundation and HumRRO team had an initial project kickoff meeting
where the overarching project goals and tasks were discussed and refined. After this kickoff, the
HumRRO team set forth in conducting background research to gain an understanding of how
the load-handling field operates. This background research served as the basis for the
development of the focus group protocols and survey instruments. Please see Appendix A for
details on the background research.
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After completing the background research, the HumRRO team initiated the data collection
phase of the project. Load-handling employees from all over the United States were recruited to
participate in virtual focus group sessions where they were asked questions to investigate the
areas of interest. The focus group data was systematically analyzed and organized into an
extensive inductive coding system, which emerged from the data based on major themes.

At the conclusion of the focus groups, The HUmRRO team had a firm understanding of the field
and was in an informed position to develop the survey data collection instrument. The team of
researchers worked with the NCCCO Foundation and software engineers to develop and
implement the 65-item survey (see Appendix B). The survey remained open for 3 weeks, and
1,205 participants completed it. After survey data collection was finalized, the HUmMRRO team
analyzed the survey data.

The results from the focus groups and survey are presented in the Research Results section of
this report alongside the HumRRO research team'’s interpretations and suggestions for future
research/organizational efforts. The data interpretations and recommendations articulated
throughout this report are the result of extensive research and data analysis conducted by the
HumRRO research team. It should be noted that the interpretations and recommendations
represent the professional opinion of the HUmRRO research team and may not necessarily
correspond with the perspectives of the NCCCO Foundation. For more information on the
HumRRO research team backgrounds, please see Appendix D.
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Method

Purpose

The first step of this research effort was to conduct a series of virtual focus groups. Focus group
research serves several purposes. Namely, focus group research allows for exploration of
phenomena in a way that survey data cannot. That is, focus group facilitators can ask follow-up
qguestions and uncover additional context and insight into the comments that participants say.
Ultimately, using focus groups to collect information results in rich data that provides a deep
understanding of the area of interest.

With the benefits of focus group research in mind, the HumRRO team conducted a series of
nine virtual focus groups to gain a deeper understanding of the load-handling field. Conducting
this research before implementing the widescale survey was particularly useful in informing the
survey content.

Participants

In total, HumRRO hosted nine focus groups sessions with 38 participants (see Table 1). The
NCCCO Foundation recruited focus group participants through an email and LinkedIn
campaign, where volunteers completed a sign-up form which asked for contact information and
basic demographic information (e.g., years of experience, race, gender). Participants were
incentivized with an Amazon gift card drawing, where five randomly selected participants
received a $100 Amazon gift card.

HumRRO split focus group participants into three groups based on experience (i.e., less than 5
years of experience, 5-10 years of experience, and greater than 10 years of experience). Given
the lack of representation in the load-handling field, HUmRRO and the NCCCO Foundation
attempted to facilitate a focus group with just female participants. However, only one person
was able to contribute during this female focus group session. HUmMRRO attempted to
reschedule the female focus group and also provided female subject matter experts with an
opportunity to submit their responses to the focus group questions via email/WWord document.
However, no female subject matter experts participated in the rescheduled focus group nor
submitted responses. Therefore, to protect the single female focus group participant’s
anonymity, the data was merged with their corresponding years of experience group.
Additionally, before merging the data, the findings from the female focus group session were
analyzed and the researchers concluded that in this instance there were no significantly unique
themes that warranted keeping the data separate from the experience-based groupings.

The HUmRRO research team recommends that the NCCCO Foundation and other industry
leaders make future efforts to facilitate focus groups with female participants as well as
members of other important demographic groups (e.g., underrepresented racial groups) to
supplement and expand upon the findings gathered in this research effort.

NCCCO Page 3 Method



Table 1: Focus Group Structure

Years of Experience

Total Sessions

Total Participants

Less than 5 years 2 12
5to 10 years 3 9
More than 10 years 4 17

Note: Focus group sample sizes vary for the years of experience breakdowns. When interpreting focus
group tables and comparing the results across the experience breakdowns, please keep in mind the

differences in sample size (n).

Format

HumRRO first developed a focus group protocol, including the introductory content and focus
group questions, which was approved for use by the NCCCO Foundation before beginning the
focus group research. Participants were asked the same standardized set of questions across
all nine focus groups. Example questions for each dimension are listed below in Table 2.

Table 2: Focus Group Questions

. . . Number of
Data Dimension Example Focus Group Question Data Points
Likes about the Field “What aspects of your job do you like?” 277
Dislikes about the Field “What aspects of your job do you dislike?” 140
13 H . 0 0 ?
Views on Certification Do you believe tr]at certification is valuable? 270
Why or why not?
L . “What do you think is the best path for entering
Getting into the Field the load-handling field?” 242
. “What job did you hold directly before you
Previous Employment started working in the load-handling field?” 19
“What differentiates good versus excellent
Performance Elements performance for people working in the load- 196
handling field?”
“What are some changes (both minor and
Changes in the Field major) that you have seen in the load-handling 77
field in the last 5 years?”
NCCCO Page 4 Method




Data Coding

Focus group transcription documents were saved in a secure location after each focus group.
The documents were cleaned of any transcription errors. Moreover, any identifiable information
was redacted. The documents were then transferred into the qualitative coding software,
MaxQDA, for qualitative analysis.

Before coding the data, each team member went through training and engaged in several hours
of consensus meetings with the team of coders. After training, the coding team had a shared
understanding of where data points should be categorized. If individual coders had questions
about specific data points, they brought those ambiguous data points to the team to collectively
make a decision on where the information should be categorized. Throughout the process of
analyzing the focus group data, an extensive inductive coding scheme emerged. In other words,
categories were derived from the data itself rather than using predefined categories. After the
initial data coding was complete, team members analyzed the code structure, reorganized
codes, and verified that the data points within a particular code belonged there.

The data from the focus groups was broken down using the following hierarchical structure
(from largest to smallest): dimensions, categories, themes, and data points. There was a total of
1,321 data points (i.e., unique comments), which were categorized into 309 themes across the
53 categories, situated within seven overarching dimensions.

Figure 1: Data Structure

7 Dimensions

53 Categories

309 Themes

1,321 Data Points

Purpose
The second stage of this research effort was to administer a widescale survey. Survey research

has several benefits, including standardization, cost- and time-effectiveness, anonymity, and the
ease of analysis. By collecting survey data, the HUmRRO research team was able to validate
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and expand upon information from the focus groups as well as collect other very critical data
(e.g., employee demographics). With the benefits of survey research in mind, the HumRRO
team developed a 65-question, 20-minute survey for members of the load-handling field to
voluntarily complete (see Appendix B for survey details).

Participants

The NCCCO Foundation sent out a call for survey participation through one of their email
listservs. The survey participation email was delivered to a total of 103,643 individuals who are
currently CCO certified. Participants who completed the survey were entered into a raffle to win
one of 20 $25 Amazon gift cards. In total, 1,205 participants completed the survey. To see a
detailed breakdown of participant demographics, work experience, etc., please see the Load-
handling Employee Backgrounds section.

While the total number of survey participants was relatively large for typical, voluntary behavioral
science research, the overall survey response rate was fairly low (i.e., approximately 1%). Low
survey response rates are associated with several issues, including non-response bias, where the
characteristics of individuals who respond can differ greatly from individuals who do not respond.
Similarly, subgroup analyses become less reliable with small sample sizes, as we see in our data
breakdowns (e.g., role, length of time in the field, race, and gender). It becomes difficult to
compare groups with small samples sizes and draw meaningful conclusions. Finally, with a low
response rate, the representativeness of the sample compared to the populati