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Executive Summary 
 
Mission: To effectively utilize available resources to successfully fulfill the needs requested by the 

leadership of Supply Chain Innovation Network of Chicago (SINC); and to utilize the knowledge 

gained at Loyola University Chicago. 

 

Business Description: As a part of its mission, SINC has identified two work force development 

opportunities in the transportation industry in the Chicagoland area for review and analysis: 

 

1. A critical shortage in the Transportation, Distribution, and Logistics (TDL) workforce, and; 

2. A critical shortage in the Commercial Driver’s License (CDL) workforce. 

 

SINC leadership commissioned the assistance of Master’s degree students at Loyola University 

Chicago’s newly established Supply and Value Chain Center – part of the Loyola Quinlan School of 

Business.  

 

Shortage in the TDL Workforce 

Supply Chain Value Center students conducted research and captured valuable information including 

an assessment of the capacity and output of academic institutions, as well as a comparative analysis of 

industry employment demand.  

 

Shortage in the CDL Workforce 

Students also conducted research and captured valuable information pertaining to CDL programs in 

Chicagoland, specifically in the following areas: 

● Assessing the frequency of program offerings; 

● Reviewing class capacity; 

● Program completion rates; 

● Job placement data; and  

● Attempts to quantify the existence and magnitude of CDL skills in the Chicagoland region.  

Company Background: The Supply Chain Innovation Network of Chicago (SINC) is an organization 

that seeks to improve the efficient movement of goods to stimulate regional economic and business 

growth through improving infrastructure, developing people, advancing technology, and attracting 

capital. 

 

Markets: Chicagoland (Fifty-mile radius from Chicago city center) 

 

Solution Management Advisors: 

● Doug Whitley: Executive Director, SINC 

● Adam Lomasney; Project Manager, SINC 
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Assessment of Skills Training and Employer Demand in the TDL Industry 

 

Overview 

Our research within the Transportation, Distribution, and Logistics (TDL) sector focuses 

on supply and demand trends for specific job types within the Chicagoland area. We began by 

posing a series of questions:  

1. What particular jobs have the most critical need in the industry?  

2. Where do companies hire for these positions to meet their needs?  

3. How do Chicago area schools educate, train, and/or certify young talent to meet 

employer requirements?  

After identifying the answers to these questions, our goal was to then determine how local 

institutions and employers could more effectively collaborate to meet each other’s needs. Thus, 

we surmise this will in turn aid in maintaining the current employment pipeline, while 

encouraging additional placement of more homegrown talent.  

 

Highlighted Job Classifications 

Initial research began by overviewing the TDL industry and assessing which jobs were 

experiencing the largest amount of demand from local employers. For this, we turned to a study 

published by the Chicago Workforce Partnership (CWP). CWP produces an annual list of 

highlighted job typologies that are labeled as “Target Occupational Profiles”. These profiles 

serve to identify jobs of most critical need amongst employers in numerous industries within 

Chicagoland. 

CWP’s report on the TDL sector identifies seven job classifications under various 

occupations, ranging from truck drivers to aircraft mechanics.  We then centered our analysis on 

the Shipping & Stock Clerk & Dispatcher profile, as we felt that this title was most relevant 

given the growing attention companies are giving to their warehousing and distribution strategies 

Furthermore, the wide availability of job vacancies for this particular category – which is 
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projected to have over 600 yearly openings over the next five years – provided further reason for 

our consideration of this category.  

It should be noted that this particular job classification consists of three subtypes: 

dispatchers, shipping/receiving clerks, and cargo and freight agents. This was done in order to 

address all aspects of the category and provide specific information as to the direct needs seen by 

employers. To this end, each job has been specifically analyzed, addressed and defined in the 

sections that follow below.  

 

Employer Survey 

 In order to fully understand which hiring issues TDL companies face today, outreach to 

various employers operating in the Chicagoland area was necessary to procure a first-hand 

account of the industry’s current state. Hence, we constructed a survey consisting of ten simple, 

yet poignant questions, seeking to illuminate the process businesses use to both hire and attract 

talent to TDL positions within their organization.  

 

We carefully crafted questions and were sure to incorporate the insight we received 

beforehand from three executives of industry leading companies. Finally, to ensure that our 

survey’s content was concise and on-point, our initial drafts were produced and revised by these 

executives.  

 

 We then gathered a list of targeted companies via several resources provided by the 

Supply and Value Chain Center at Loyola University Chicago’s Quinlan School of Business. 

Most of the businesses we selected were large, multi-national organizations that have sizeable 

supply chain operations in addition to third party logistics providers of varied size. Ultimately, 

we hand-selected twenty-seven (27) companies to participate in the survey (see Appendix A for a 

complete list of all companies contacted). 
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Results 

 Our survey received responses from fourteen recipients, leaving us with a response rate 

of roughly fifty percent (50%). Below you will find a summary highlighting our most critical 

observations: 

 

i) Fifty-seven percent (57%) of respondents (eight out of fourteen employers) indicated that 

they recruit their TDL talent from four and two-year universities. Twenty-nine percent 

(29%), which consisted of four other companies, noted that they primarily use outside hiring 

services to fill their vacancies. Other responses included hiring via referrals or using a hybrid 

mix, depending on the particular role. 

 

ii) Seventy-two percent (72%) of employers stated that incoming hires for TDL related 

positions had been moderately well prepared to handle the responsibilities of the new role.  

 

iii) Respondents varied when asked about how many total positions – filled or vacant – they 

have in TDL categories. Responses ranged from zero to thousands all across the globe. The 

majority, however, had fifty or more. An assumption was made that this was due to the 

disparity in company size from the sample we targeted. 

 

iv) Companies were then asked about how many vacancies they currently have vacant, and for 

how long. Similar to the previous questions, the responses stretched from none to hundreds.  

 

v) We saw consistency amongst nearly all companies when asked about how frequently they 

recruit talent for TDL positions. The overwhelming response was “daily” or “regularly.”  

 
vi) We recorded these particular responses multiple times, indicating that these employers are 

actively seeking new, qualified labor to help add value to their company. 
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vii) Perhaps the most interesting and significant result came from a question that asked where 

recruitment was conducted for their vacant TDL positions. Respondents were right down the 

middle, fifty percent (50%) of which said they hired from within the Chicagoland area, while 

the other fifty percent indicated that they looked elsewhere. Furthermore, since so many 

other outside locations were mentioned, we could not identify a particular geographical 

pattern that corresponds to location hiring. 

 

Analysis 

 While there are a number of important findings from the survey, the chief takeaway 

appears to confirm that the TDL sector is a steadily growing segment of the business landscape.  

We confirmed this finding after analyzing another recent publication conducted by JP Morgan 

titled Growing Skills for a Growing Chicago. This study examines current challenges and 

opportunities faced by the Chicago labor market. JP Morgan acknowledges that the economy in 

the Chicago metropolitan area is gaining momentum and is expected to regain all jobs that were 

lost prior to the 2008-2009 recession.  

 

With job growth projected at nearly nine percent from 2010-2020, the City appears to be 

one of the leading metropolitan areas in the United States for future job creation. Middle-skill 

jobs, meaning positions with educational requirements ranging from high school diplomas to 

associate’s degrees, will be the area that is expected to fuel the growth.  

 

One of the target sectors that the study highlights, is demand for middle-skill workers in 

the TDL industry. In fact, Chicago has grown its TDL industry faster than any other city in the 

country following the recession. Presented below is a bar chart that was developed and 

incorporated into a study by L.E.K., a local consulting firm:  
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The column, highlighted in blue, depicts the dramatic percentage change from the pre to 

post-recession era in terms of the number of jobs being created in the TDL industry. The JP 

Morgan study also found that as of 2014, total jobs in TDL for the Chicagoland area totaled 

200,000. Growth for the sector has been projected to be at four percent (4%) over the next five-

year period and annual middle-skill job openings for the TDL industry are sharply increasing. 

Approximately 5,500 jobs have been created over the last few years, which makes up thirteen 

percent (13%) of all middle-skill online job postings.  

 

Growing demand for talent in this sector has largely been attributed to the fact that supply 

chain management, logistics, and operations are now being recognized as significant cost drivers 

to a company’s bottom line. Over the last several years many businesses are beginning to realize 

that streamlining their supply chain can produce numerous advantages over the competition and 

make a company more competitive to the customer. Therefore it is not surprising to see that the 
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vast majority of surveyed businesses are actively searching for talent to fill gaps in their 

workforce. 

 Based on our findings however, we can see that not all companies are looking to hire 

local talent within the Chicago region. In fact, as indicated above, only half of the respondents 

answered that they actively hire labor within the Cook County region. These revelations 

ultimately lead us to question: Why do companies search far and wide, regionally, nationally, or 

even globally to fill their vacancies as opposed to hiring from the local talent pool?  

 

Some potential explanations suggest that accessing a wider labor pool allows a business 

to recruit talent with more specialized training that may be lacking in the local area. 

Additionally, outside hiring gives the employer a larger pool of applicants to choose from, which 

is presumably more conducive to a larger quantity of high quality candidates to hire.  

 

But in order to more appropriately address this question, we must consider the supply 

side of the equation. With a clear understanding of local employer demand for TDL talent, we 

now examine the producers of the supply; educators and builders of young talent. Furthermore, 

in order to comprehend this problem, the question now becomes: Do academic institutions within 

the local Chicago area develop and promote the right programs that adequately prepare 

students to meet the critical needs of employers? 

 

Academic Institutions  

 In order to gain a better understanding of the skills gap for the industry, input from the 

suppliers of local talent was necessary. We began by organizing a large pool of potential 

institutions who offered some form of either a 4 or 2-year degree or certification in a TDL 

related field. The original search was broad as we included schools with programs that offered 

curriculum related to TDL, Supply Chain Management/Logistics, and Operations Management. 

From there we developed a survey that sought to procure the essential information necessary for 

our analysis.  
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Many of our survey questions focused on various topics, including graduation and job placement 

rates, program enrollment figures, and relevant course listings. We also inquired about methods 

in which each institution liaised with local business, to inform and encourage recruitment 

professionals to visit campus and meet their students.  

The goal of our outreach was to gain a better understanding of which types of programs 

these institutions were currently offering and to what extent they were impacting the local TDL 

job market.  Our primary questions were: 

1. Are institutions providing the right form of education that will allow their students 

to be successful in the job market?  

2. Are teaching standards on par with what skills companies are looking for out of 

potential new hires?  

3. To what extent are these institutions aiding their recent graduates through the job 

search process, particularly in the local metro area?  

 

However, despite distributing the survey to roughly 40 schools in the area, only 3 

completed the survey, which is a 7% response rate. We then determined that the responses we 

did receive were unsatisfactory in sample size and substance. Therefore we could not formulate a 

definitive conclusion or educated guess. 

  

After re-contacting the institutions with no further success, we decided a more effective 

method of contact was necessary. We then filtered the amount of previously contacted schools to 

only those that were believed to have programs relevant to TDL. We then contacted these 

schools directly by phone and email in order to gain a greater response rate. After contacting 

several schools in the local area, we concluded that Olive-Harvey from the City Colleges of 

Chicago (CCC) was the only local institution that offered specialized degrees and certifications 

for TDL related professions.   
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Analysis 

 Another study conducted by the Chicago Metropolitan Agency for Planning (CMAP) in 

early 2015 cited that Olive-Harvey and Harold Washington (also in the CCC system) were the 

only schools in the local area that reported data for programs related to TDL. Total student 

enrollment for all TDL related programs offered at Olive-Harvey for the 2014 fiscal year was 

3,795. This accounted for roughly thirty-two percent (32%) of total enrollment at Olive Harvey. 

However, if we take into consideration TDL program enrollment figures across the entire seven-

school Chicago City College system, then the total increases to 4,404. Since there are 109,358 

students in the entire CCC system, we calculate that TDL students comprise roughly 4% of the 

entire CCC student body. All numbers listed are current as of their fiscal year end 2014. Data 

figures clearly indicate that TDL focused students attend Olive-Harvey for training. 

 

 Daley Harold 

Washingto

n 

Kennedy-

King 

Malcolm 

X 

Olive-

Harvey 

Truman Wright Total 

TDL 22 40 200 29 3,795 257 61 4,404 

 18,237 14,048 11,065 12,016 12,040 19.553 22,399 109,358 

 

 After speaking with a school administrator about why the majority of TDL students 

attend Olive-Harvey to gain their training, the answer we received was threefold:  

 

First, leadership from the Colleges to Careers Initiative, which aims to boost enrollment 

and graduation rates at local city colleges, decided early-on that certain schools will specialize in 

particular fields of study. This way students, teachers, and facilities could be centralized and 

allow for collective learning in one specific location.  

Secondly, many TDL certifications CCC offers, require large amounts of space in order 

to conduct hands-on training. Olive-Harvey had the most available land space, which made it 

ideal to build onsite facilities in the area.  



 

10 
 

Thirdly, Olive-Harvey’s surplus land space allowed for the construction of a $45 million 

facility, which will be dedicated to the training and instruction of TDL related services. This 

state-of-the-art building will be first of its kind in the Chicagoland area for TDL educational 

uses. However, the recent state budget impasse has delayed completion of this partially 

constructed facility. 

 Olive-Harvey offers three types of degrees for TDL students - one Associate’s degree and 

two different certifications: “basic” and “advanced”. For an entire listing of their programs 

related to TDL, see Appendix B.  

 

 

Olive Harvey also offers a variety of other facilitating services that aid their students in 

the process of finding work upon graduating from their programs. Additionally, Olive Harvey 

has a career center that is equipped with staff dedicated to their TDL students. The Career Center 

Department maintains an online job board and career network center that allows students to 

search openings in the local area. In addition, Olive-Harvey hosts an on-campus TDL expo that 

brings both current students and alumni together, giving them face time with local employers. 

The expo is held once per year in the spring semester. Many of these employers are businesses 

and organizations that Olive-Harvey maintains steady relationships with, and who often hire 

graduates to fill their TDL vacancies. 

 

 Finally, Olive Harvey offers a service to all active students called the “Gainful 

Employment Program”. This is a tool that provides career related information for all school 

programs. Notably, the Gainful Employment Program is available at all seven city colleges in the 

area and has proven helpful to students while conducting their initial job search in anticipation of 

graduation. 
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Recommendations 

 Despite the relative success of Olive-Harvey College, clearly there still is a significant 

gap in the labor market for qualified middle-skilled workers in the TDL industry. World 

Business Chicago recently noted that sixty percent (60%) of job openings on the market today 

require middle-level skill credentials, but only fifty-four percent (54%) of the workforce 

possesses the necessary education.  

 

There are many factors that have been cited as contributing to the worker shortage. For a 

number of years, particularly after the recent Great Recession, high unemployment and pervasive 

poverty in many areas around the city restricted opportunities available for potential middle-skill 

workers. Prior criminal records also negatively affect a large population of potential workers 

who are disqualified from many opportunities due to strict employer policies that prohibit hiring 

of individuals with criminal history.  

  

Employers are adversely affected as well. One of the most significant obstacles has been 

a lack of information available to employers on the local labor market. The study by JP Morgan 

found that local employers only receive three percent (3%) of public workforce resources 

allocated by civic organizations such as the Chicago Workforce Partnership and the Chicagoland 

Workforce Funder Alliance. We argue that employers would be in a better position to acquire 

talent without outsourcing to other regions given better information on the local workforce.  

  

The issues presented above direct us to our recommendations to move the industry 

forward. We advise that each recommendation be implemented starting from the bottom of the 

table: 
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Recommendation Difficulty of 

Implementation 

1. Expand TDL programs within and outside of Olive-Harvey 

College. They already have a solid foundation that other schools in 

both City College System and other institutions may be able to 

replicate.  

Most Difficult 

2. Create greater coordination amongst local employers and city-

run workforce organizations such as the Chicago Workforce 

Partnership, Chicagoland Workforce Funder Alliance, and others. 

 

Moderate 

 

 While the skills gap will no doubt be a continual issue in the decade to come, gradual 

steps should be taken to restore equilibrium to the supply and demand disparity in the 

market.  

Furthermore, this regional issue will be much easier to tackle by leveraging civic 

organization resources and frequently engaging with industry experts. In conclusion, our 

three recommendations should be treated as a call to action which will be a large step 

forward in remedying the critical shortages recorded over the last few years. 
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Shortages in the Commercial Drivers Licenses (CDL) Workforce Overview 

  

This CDL project examines the pathway of CDL drivers, from choosing schools to how they 

are recruited and retained by their company. Our overall goal was to determine how trucking 

employers have been addressing the vacancies of CDL jobs in Chicagoland.  

 

By conducting a drill-down analysis of this process, we hoped to more accurately quantify 

the gap in supply and demand of drivers. This project also focused on gaining a better 

understanding of how local CDL schools operate. To accomplish this, goal we decided on a 

variety of metrics which included information such as: 

 

● Number of annual course offerings 

● Student recruitment methodology  

● Class capacity 

● Financial aid & alumni career services. 

 

 Ultimately our goal is to better understand if and how CDL driving schools are exacerbating or 

remedying the shortage of drivers in the Chicagoland area.   

 Additionally, we focused on the post-graduation experience for CDL drivers in an effort 

to grasp the process they undergo to find employment.  We surveyed schools and employers to 

see how each assists recent graduates find employment.  For example: Do they actively recruit or 

market graduates? Or are graduates searching independently online, through classifieds, or 

personal connections?   

 

We also asked each company questions regarding drivers’ benefits, longevity, and the 

skills of their average driver. Through the answers to these questions, we were able to provide a 

best practice for both schools and companies in order to help alleviate driver shortages and retain 

local area talent. 
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Schools 

 A total of fifteen CDL schools were found to be in the immediate Chicagoland area and 

were surveyed (please see Appendix D for a map of each school identified). The fifteen schools 

are officially licensed by the State of Illinois to prepare and accredit their graduates with a CDL. 

We chose schools based on their ability and authority to train, certify, and accredit new CDL 

drivers. Preferred candidates were those who had accurate and up-to-date graduation statistics 

from their previous classes of students. However, there are alternate methods to earning a school 

accredited CDL. Alternate methods may include buying certified curriculum and other 

supplementary materials provided by the State’s DMV and passing its certified exams.  

  

The questions we asked each school targeted program offerings and how easily graduates were 

able to find a job.  Questions regarding the program were: 

● Number of annual course offerings  

● Class size  

● Recruitment methods for their program   

 

This information is vital to assess if there are sufficient programs and classes currently 

meeting or exceeding the demand for CDL drivers in Chicago for a few key reasons; foremost, if 

our data indicates that schools are offering insufficient programs or small class sizes, then it 

stands to reason that ramping up class offerings may be the solution to closing the job gap. 

 

Conversely, if our data indicates that the supply of graduated students exceeds demand, 

then further questions regarding the effectiveness of each school’s post-graduate marketing 

efforts may be warranted. This is important in understanding if schools are actually interested in 

finding jobs for their graduates or if they are solely interested in graduation rates and tuition 

collection.  Hence, the lack of school-based career services may be detrimental and actually 

contributing to the job shortage. With the information obtained by these questions, we will 

hopefully learn if supply meets market demand or if there is an imbalance that must be corrected.  
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CDL Hiring Companies 

 We found companies in two ways: searching online job postings for CDL drivers and 

contacting members of Loyola’s Supply and Value Chain network.  A total of thirty-seven 

companies, ranging from small to large in size, received the survey in hopes for us to: 1. better 

understand the process they use to recruit graduates of CDL programs and, 2. determine how 

they attempt to decrease the overall turnover of its drivers. 

  

Survey questions pertained to recruiting and retaining their workforce.  Companies were asked 

about their methodology for finding new recruits (i.e. IDES, Chicago Workforce Partnership, 

temporary agency, or by utilizing online job boards).  This is important in helping to highlight 

the bridge between companies that are hiring and schools that are producing CDLs.  If it is 

possible to find the common link between the two, then it will be much easier in helping meet 

demand. 

  

Moreover, our questions explored how well companies are able to mitigate turnover.  Companies 

need to eliminate high turnover rates in order to help reveal the actual deficit in the area.  

Additionally, these questions illustrate how recruits are choosing companies to work for 

(benefits, salary, and hours). Our research will help create a best practice to lure recruits and 

improve long-term retention. This best practice should also effectively entice more workers to 

obtain CDL certification which will presumably increase the supply of drivers.   

  

We conducted outside research via searching online journals and scholarly articles on the CDL 

industry.  This was to compensate for lack of responses we received on the surveys. We also 

applied our findings to identify the current deficit of CDL drivers nationally. 
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Results 

Schools 

 All data and fact finding in the following analysis was completed using alternative 

methods of research. Primary data from the schools surveyed was insufficient to draw 

meaningful results. According to our research, the most common way for individuals actively 

searching for a reputable driving school is through online search portals. We found that most 

CDL schools do not actively seek out students other than through their website or by word of 

mouth.  

We did however find three driving schools that have partnered with Chicagoland 

Colleges (Olive Harvey, College of DuPage, and Harper College) which allows them to draw in 

students from their respective affiliate institutions.  

 

All schools have websites that direct prospective students toward a recruiter’s telephone 

number which they can call if they are interested. The websites also include basic information 

such as course offerings, instructor bios, and job placement assistance for post-graduation. Once 

a student chooses their school, they may apply online to get signed up and started.   

 

Most schools offer year round classes that students can start at any point during the year. 

However, trucking schools that are associated with Community Colleges deviate from this 

model; they follow the semester schedule in tandem with the rest of their programs. Each school 

offers a similar 3-course structure: a “refresher course” (40+ hours), a “basic course” (160 

hours), and an “advanced course” (200+ hours).  The refresher course is for those who have 

already obtained a CDL and want to sharpen their skills.  The basic course is for those who want 

to obtain a CDL for the first time. These graduates are generally more likely to be hired by big 

companies who employ drivers who predominantly operate on the interstate system. The 

advanced course is for those who want to gain more experience which is what local companies 

desire.  In terms of cost, the advanced course is the most expensive of the three courses offered. 
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All schools claim they offer job placement assistance through means of bringing in 

recruiters from trucking companies or by posting applications on bulletin boards. Moreover, 

schools list on their website some companies of which they either have working relationships or 

where prior graduates have gone to work. To increase the number of students applying to these 

schools it is prudent to actively help assist in the employment search process for their graduates.  

Since reading company reviews is easily accessible, schools must take care in maintaining their 

image by placing their graduates into jobs to lure in more applicants. 

 

 

Trucking Companies 

 As stated previously, data received from specific companies we contacted was limited. 

One unspecified respondent who communicated with us, indicated that their company does not 

actively recruit CDL drivers because they receive ample quantities of applications for vacant 

position openings. According to them, they do this because they do not have any problems filling 

these positions, citing that a simple posting to a job board is all it takes to attract the talent they 

need.   

 

Based on research (CDL Schools and articles), this is typical of large trucking 

corporations who hire new graduates compared to local or small companies who look for drivers 

with particular experience (Ask The Trucker).  They currently do not have any vacant driving 

positions; a surprising response considering that there are estimated to be 30,000 vacancies 

nationwide (PR Newswire). However, they did mention that they have experienced a slight 

decrease in the number of applications but not enough to affect them. 

 

The industry average for starting salary is $38,000 (PR Newswire) and the respondent’s 

company pays $52,000 with benefits comprising forty percent (42%) of the salary. By rising just 

over the industry average, they have generally succeeded in retaining their drivers (three to five 

years).  This is all done without the use of an incentive program.  
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According to further research, new graduates typically only go to starter companies-

companies that hire CDL graduates without any experience--because they do not have the road 

experience that the smaller companies typically require (Ask the Trucker).  Starter companies 

include: Werner, Conway, Covenant, Maverick, Crete, Schneider, Shaffer, Star, Tyson, U.S. 

Express, and TMC (Trucking Truth).     

 

Companies outside this classification are looking for CDL drivers that have at least one-

half year to one full year of experience.  Consequently, this research confirms what schools are 

saying about the recruiters and their graduate hires.  They claim that it’s mostly the big freeway 

trucking companies that recruit their students because freeway driving is much easier than local.  

The College of DuPage Trucking School said that they have just recently had a couple local 

companies start recruiting students from their school but this does not appear to be a trend at any 

other school.   

 

Analysis 

One regulatory problem that the industry faces is that individuals must be at be 21 years 

old to obtain an interstate CDL. This discourages high school graduates from interest in 

obtaining a CDL immediately post-graduation. Recent high school graduates have to find other 

employment options for up to three years before they become eligible to take the CDL test. This 

waiting period leads potential drivers to other career paths.  

 

In Illinois, those between 18 and 21 years old are able to obtain a CDL only if they drive 

within state lines. This restriction makes it difficult for many companies in Chicago to hire 

young people due to their ineligibility to move freight throughout the Midwest region and 

beyond.  

According to the driving schools, local businesses are only interested in hiring 

experienced drivers to operate within city limits. This is due to the reality that short haul driving 

within city limits takes more skill than driving on the interstate or freeways.  College of DuPage 

Driving School has a 100% job placement rate and ninety-five percent (95%) of those 



 

19 
 

placements are going to big trucking companies.  Moreover, one unspecified owner told us that 

they were starting to get more local business recruiters to their facility but it has been extremely 

difficult because employers only want experienced hires. Furthermore, Star Driving School 

recommends that if students want to drive locally in Chicago, they should attend one of the 

advanced courses (200+ hours) to learn better skills 

 

On the other hand, companies are paying their employees well and providing them 

competitive benefits. They appear to be doing things right in terms of attracting employees. 

Additionally, they point out that a seasoned driver making $60,000+ with no school debt is huge 

draw to become a trucker.  

 

 

Recommendations 

 Thus, we recommend that community colleges and independent driving schools 

collaborate to increase outreach to potential students and develop prestige.  College of 

DuPage paired up with an independent trucking company over three years ago and they have 

100% job placement rate and have been at near capacity for every six week course since it 

opened.  While schools are starting to build strong rapport with large trucking enterprises, 

smaller local companies are beginning to recognize the benefit of working with schools rather 

than working alone.  For these reasons, it is paramount that more community colleges pair up 

with independent and experienced driving companies.  

 

Driving schools need to increase their exposure to local companies by bringing in 

more recruiters from them and build their confidence in the drivers the schools are 

producing. They must also inform students that if they wish to drive locally, that it will increase 

their chances to land a job if they take more advanced classes.  Once local companies trust that 

schools are producing quality drivers with short haul skills, they may be more inclined to hire a 

new graduate over an experienced hire. 
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Schools need to be expanding their efforts to recruit students. More impactful 

outreach methods should be employed and utilized in order to gain a stronger rate of interest for 

the job type. An easy way that we suggest to do this is by enhancing their online website. It is 

essential to ensure that all information is accurate, informative, and readily updated. Prospective 

applicants should have a simple, easy-to-use tool from which they can learn more about 

requirements and compensation of specific positions and other company-related information. 

 

Finally, the ineligibility of potential drivers between the ages of 18-20 to drive 

outside state lines, is a regulatory issue that prevents these individuals from obtaining 

jobs at large firms that typically hire unexperienced drivers. We suggest two solutions: 1. 

Advocate for legislative change at the federal level or 2. Develop training programs with 

local companies that target this age range. Without implementing one or both of these 

proposals, this age group will surely find work elsewhere. 

 

 

Recommendation Level of Difficulty 
Address the Federal Law that does not allow those 

under the age of 21 to drive outside state lines 
 

Most Difficult 

Community Colleges and Independent Driving Schools 
pair up to increase their CDL outreach and capacity 

 
Moderate 

 
_________________________________________________________________________________________________________ 
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Appendices 
 

Appendix A 
TDL Job Type Profiles 

 

Dispatchers 

 Firstly, this category excludes individuals working in a dispatching role for emergency 

response units such as fire, police, or other public safety units. CWP distinguishes this job class 

by indicating that workers in the category are primarily responsible for receiving work orders 

and dispatching workers/service vehicles. Other responsibilities include monitoring worker 

locations and providing timely guidance in regards to traffic hazards and/or delays.  

 

Wages begin at $12/hour on average for entry-level hires and can rise to $34/hour with 

qualifying experience. This equates to an average yearly salary of $42,800. Currently there are 

over 5,300 jobs in the dispatching field, which is projected to produce roughly 300 new job 

openings annually. Moreover, these numbers indicate a growth rate of seven percent (7%) 

through 2022. 

 

Shipping & Receiving Clerks 

 This job type involves the preparation and packaging of materials to be shipped out of a 

warehousing facility. Individuals in this role generally have the authority to determine and 

negotiate the optimal methods of shipment and the corresponding rates of transportation 

associated with each package. Total jobs as of 2012 were listed at just under 22,000 amongst 

employers in the Chicago metropolitan region, which is roughly three and a half times more than 

the other two job types highlighted. However, overall growth is expected to take a downturn as 

trends toward automation for picking and packaging processes in the warehouse are becoming 

increasingly popular.  

 

However, the Bureau of Labor Statistics (BLS) currently lists the Chicago metropolitan 

area as the third largest employment region for this occupation nationwide. BLS also reports that 
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hourly and salary-level wages are at roughly $15 and $33,000 respectively. Interestingly, annual 

job openings soared in 2014 at 1,620, doubling average totals from the five years prior. 

 

 

Cargo and Freight Agents  

 Individuals who classify under this title typically work in tandem with freight companies 

and carriers to arrange terms of shipment. This often includes assessing costs, fees, tariffs, 

weights and material sizes for all cargo that is shipped. Additionally, the preparation of any 

necessary shipping documents is incorporated into this process, which may include bills of 

lading, invoices, etc. The Chicago Workforce Partnership indicates that this field is projected to 

see the largest amount of growth within the occupation category. 

 

 As of 2014 there were just over 6,300 cargo/freight agent jobs in the Chicagoland area. 

However, growth is expected to reach nearly twenty percent (20%) in the next decade, which is 

over ten percentage points greater than either of the other two job types highlighted. Favorable 

growth projections are reportedly due to the measures taken by many companies in recent years 

to invest more focus and capital on expanding and improving their supply chain. The effects of 

globalization also contribute to job creation within the field; as more consumers around the 

world begin to afford and demand more products, a much larger workforce will be needed to 

supply those markets.  
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Appendix B 
TDL Employer Survey List 
 

Company Name 

Medline Industries Inc. 

Kellogg Company 

Hu-Friedy Manufacturing Co., LLC. 

Abbott Laboratories 

McDonalds 

Corrugated Supplies Company 

Weber-Stephen 

Baxter Healthcare 

Walgreens 

Yaskawa America Inc. 

RJW Transport Inc. 

Baxter International 

Beltmann Integrated Logistics 

Kraft Food Inc. 

Amer-Trans Logistics 

Fellowes 

Penske Logistics 

G&W Electric, Inc. 

Morton Salt Inc. 

Barilla America Inc. 

Associate 

Storck USA 

C.H. Robinson 

Partners Warehouse 

Foley & Lardner LLP 

MillerCoors 

Javelin Logistics Corporation 
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Appendix C 
List of current TDL program offerings at Olive-Harvey 
 
Program Name Degree Type 

Automotive Chassis Maintenance Basic Certificate 

Automotive Fuel Management Technology Basic Certificate 

Class C Driver Training Basic Certificate 

Commercial Driver Training Basic Certificate 

Commercial Passenger Driver – Class B Basic Certificate 

Defensive Driving – Attitudinal Basic Certificate 

Diesel Technology AAS*, Advanced Certificate, Basic 

Certificate 

Forklift Operation and Safety Basic Certificate 

Limousine – Restricted Chauffeur Training Basic Certificate 

Pre-Aviation Associate in Science 

Public Passenger Vehicle Training – Taxi Basic Certificate 

Transportation, Distribution, & Logistics AAS*, Advanced Certificate, Basic 

Certificate 

*AAS = Associate in Applied Science 
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Appendix D 
List of CDL certified driving schools in the greater Chicago region. 
 

School Hours 

Needed 
Actively 

Recruit 
Job Placement Number of 

Students 
Alamo Driving 

School 
160 Hours Referrals, Ads, 

Website 
Recruiters, 

bulletin board 
Average 5 

Expert Driving 

School 
160 Hours Website and 

word of mouth 
Recruiters and 

bulletin board 
Average 3 

Blue Horizon 160 

Hours/Self 

Study 

Website Recruiters and 

email students 

jobs 

Capacity is 

30* 

Juarez Driving 

School 
160 Hours Word of 

mouth and 

website 

Some recruiters Capacity is 

30* 

Olive Harvey 12 Credit 

Hours 
Through the 

school 
Yes  

Columbia 

Driving School 
160 Hours Word of 

mouth and 

website 

Some recruiters 

and Ads 
Average 10 

a week 

College of 

DuPage 
240 Hours Get students 

through school 
100% 

placement 
10 but 

expanding to 

15 
Eagle Training 

Services 
160 Hours Linked with 4 

schools 
Recruiters  

CDL Mega 

Driving School 
160 Hours Website and 

word of mouth 
50 company 

career fair 
Open 

enrollment# 
CDL Kotra 160 Hours Website   
Professional 

Truck Driving 

School 

160 Hours Website Recruiters  
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Appendix E 
CDL School List and Location 
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Appendix F 
 

Transportation, Distribution, and Logistics (TDL) Survey Questions 
 

Field of Focus: Shipping & Stock Clerk & Dispatcher 
1. Cargo and Freight Agents 

2. Shipping, Receiving, and Traffic Clerks 

3. Production Dispatchers 

 
Specific Programs Identified1 
MicroTrain Technologies 

O   Financial Keyboarding with Business Development/Accounting 
DePaul University 

O   Logistics and Supply Chain Management Certificate Program 
O   Purchasing & Supply Management Certificate Program 

Greater West Town Project 
O   Shipping & Receiving Training Program 

Moraine Valley Community College 
O   Supply Chain Management 

Harper College 
O   Supply Chain Management Fast Track 4-in-One Certificate 

Olive-Harvey College 
O   Transportation, Distribution, & Logistics-AAS 
O   Transportation, Distribution, & Logistics – Basic Certificate 
O   Transportation, Distribution, & Logistics – Adv. Cert. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                        
1 Programs provided from Metropolitan Chicago WIA-certified Training Program Resource Guide 
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Academic Institution Survey Questions 
 

1. Does your institution have a program that is designed to train or certify individuals in 

becoming Cargo and/or Freight Agents? Meaning those who work with freight 

companies to arrange the shipment of goods and materials. 

a. Yes 

b. No 

c. Other. If so, please specify below. 

 
2. Does your institution have a program that is designed to train or certify participants in 

becoming Shipping, Receiving, and/or Traffic Clerks? Meaning those who prepare, pack, 

and monitor shipments that flow out of a warehouse. 

a. Yes 

b. No 

c. Other. If so, please specify below. 

 
3. Does your institution have a program that is designed to train or certify participants in 

becoming Production Dispatchers? Meaning those who use telephones or radios to 

receive work orders and dispatch workers or service vehicles to fulfill requests. 

a. Yes 

b. No 

c. Other. If so, please specify below. 

 
4. Is an academic degree or certification awarded at the conclusion of your program for any 

or all of the stated job types above?  

a. Degree 

b. Certification 

c. Both 

d. Other. If so, please specify below. 

 
5. How many start dates are offered for your program each year? 

a. 1 

b. 2 

c. 3 

d. 4 

e. More than 4 
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6. In your last class of students, what percentage of those students had job offers prior 

graduation? 

a. 90% and greater 

b. 89-80% 

c. 79-70% 

d. 69-60% 

e. 59-50% 

f. 50% and below 

 
7. Do you provide your students with opportunities to get hands-on experience in the field 

that they are pursuing? This may include activities such as internships, site-visits, etc. 

a. Yes 

b. No 

  
If yes, please elaborate below: 
 
 

 
8. In your opinion, why do you think some of the graduating students in your school do not 

receive job offers by graduation? 

a. Student’s lack of initiative 

b. Student received interviews, but was not the best candidate 

c. No jobs available 

d. Other 

 
9. What types of resources are offered to connect current students with potential employers? 

 
 
 
 
 

10. In what ways does your institution communicate with local businesses to stay up to date 

on changes in industry demands and expectations?  
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TDL Employer Survey Questions 
 

1. How do you recruit employees for positions related to the fields above? 

a. 4-year universities 

b. 2-year programs/ city colleges 

c. Proprietary Schools 

d. Outside hiring 

e. Other. If so, please elaborate below. 

 
2. On a scale of 1 to 4 how prepared are your incoming hires for these particular job types? 

a. 4 - very prepared 

b. 3 - moderately prepared 

c. 2 - fairly underprepared 

d. 1 - totally underprepared 

e. N/A 

 
3. How much time does your company invest in your on-boarding process and position 

training for new hires?  

a. More than 20 hours 

b. 15-20 hours 

c. 10-15 hours 

d. 5-10 hours 

e. Less than 5 hours 

 
4. How many total positions (filled or vacant) do you have in these categories? 

 
 
 
 

5. How many vacant positions in any of these job type’s do you currently have available? 

How long have they been open? 

 
 
 
 
 
 
 
 

6. Within the past five years, have you seen an overall increase or decrease in the number of 

applicants for the listed positions relevant to your company? 

a. Significant Increase 

b. Slight Increase 
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c. No change 

d. Slight Decrease 

e. Significant Decrease 

 
7. How frequent are efforts made by your company to recruit talent for these positions? 

 
 
 
 

8. Where do you primarily recruit for these positions? 

a. Within the Chicagoland area 

b. Elsewhere 

 
 
Please specify: 
 
 
 

9. Does your company conduct a background check or screening process when considering 

candidates for any of the positions listed? 

a. Yes 

b. No 

 
10. In what ways could academic institutions in the Chicagoland area better prepare their 

students to better meet the needs of your company? 
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Appendix G 
 

 

 

Certified Driver’s License (CDL) School Survey Questions 
 

1. How many class and driving hours are required to complete your CDL certification 

program? 

 
 
 
 

 
2. How many start dates are offered for your program each year? 

a. 1 

b. 2 

c. 3 

d. 4 

e. More than 4 

 
3. What is the average class size? 

 
 
 

4. What is the graduation rate of each class? 

a. <25% 

b. 25-50% 

c. 50-75% 

d. 75-100% 

 
5. How many of the students that don’t graduate retake the class? Of this group, how many 

graduate? 

 
 
 

6. In your last class, what percentage of students had job offers prior to graduation? 

a. 90% and greater 

b. 89-80% 

c. 79-70% 

d. 69-60% 

e. 59-50% 

f. 50% and below 
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7. What steps has your institution taken to attract young people into this profession?   

 
 
 

 
 

 
8. In your opinion, why do you think some of the graduating students in your program do 

not receive job offers by graduation? 

a. Student’s lack of initiative 

b. Student received interviews, but was not the best candidate 

c. No jobs available 

d. Lack of recruitment opportunities on-campus 

e. Other 

 
9. What is the enrollment period for your CDL certification program? 

 
 
 
 
 
 
 

10. How do you recruit students for the CDL program? 

 
 
 
 
 
 
 

11. What differentiates your program from other similar schools? 
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Trucking Companies Survey Questions 
 

1. How do you recruit employees? 

a. Chicago Workforce Partnership 

b. IDES 

c. Temporary Agency 

d. No recruiting – we receive an ample number of quality applicants 

e. Other 

 
2. Within the past year, would you say that you have had trouble finding quality candidates 

for your available positions? 

a. Yes 

b. No 

 
3. How many total truck driver positions (filled or vacant) do you have?  

 
4. What is the starting salary and benefits for a trucker at your company? 

 
 

5. How many vacant truck driver positions do you currently have available? How long have 

they been open? 

 
 
 

6. Do you train your own drivers?  If so, what kind of training do they receive? 

 
 

7. Within the past five years, have you seen an overall increase or decrease in the number of 

applicants for truck driver positions? 

a. Significant Increase 

b. Slight Increase 

c. No change 

d. Slight Decrease 

e. Significant Decrease 
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8. Approximately how long does the average driver stay with your company? 

a. Less than a year 

b. 1-3 years 

c. 3-5 years 

d. 5-10 years 

e. 10+ years 

 
9. If your company experiences a high turnover rate in this job category, what are the 

primary factors causing this? Why do you think job retention is sliding for CDL 

professionals?  How do you backfill for this high turnover rate? 

 
 
 
 

10. Are there incentive programs in place to encourage CDL driver retention? 

 
 
 
 
 
 

11. What is the career path of a typical driver? 

 
 
 
 
 
 

12. What are some methods that your company has employed to attract new drivers outside 

of offering a higher wage? 
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Appendix G 

 

Target Occupational Profiles: Transportation Distribution & Labor 

Courtesy of Chicago Cook Workforce Partnership 

 

Link to pdf: http://www.workforceboard.org/research-data/labor-market-

data/target-occupation-profiles-%28tops%29/ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.workforceboard.org/research-data/labor-market-data/target-occupation-profiles-%28tops%29/
http://www.workforceboard.org/research-data/labor-market-data/target-occupation-profiles-%28tops%29/
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