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Abstract
The roofing industry faces a severe decline in workforce strength in all areas, including 
distribution. This study aims to collect and present workforce data that distributor 
companies can use to create an attractive company culture to strengthen their workforce. 
This study collected data via survey and analysed current workforce satisfaction, 
attraction, retention factors, and demographics of various roofing distributor companies. 
Findings yield that the overall work and the yearly compensation were crucial factors 
for attraction and retention to the industry. The study results illustrate the development 
of workforce needs in the affordability of benefits, work-life balance, and a defined 
career path. The importance of this study lies in the ability of distributor companies to 
understand how they are doing in terms of current employee satisfaction and what areas 
they may need to address when developing recruitment strategies for the next generation 
of workforce, Generation Z.
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Introduction
The construction industry is one of the largest employers in the United States. In 2021, over 733,000 
employers employed over 7 million workers (AGC, 2022). The construction industry continues to grow 
exponentially, causing higher demand and advances for the supply chain and material distribution. Over 
the past five years, the revenue in the construction industry increased annually by 2.4%. In 2021, the 
construction industry (including material supply chain) revenue increased by 2.6% as the economy recovered 
from the COVID-19 pandemic (IBISWorld, 2022).

Construction demand is highly volatile in relation to government actions and macroeconomics; 
the workforce needs of construction fluctuate with business. There is a significant workforce shortage 
throughout the U.S. There are many contributors to this shortage; however, a growing workforce gap is 
one of the main contributors. Over the next ten years, 41% of the industry workforce will retire (NCCER, 
2017). Many retiring workers hold critical leadership positions that demand highly skilled personnel. 
According to the 2022 Associated General Contractors (AGC) survey, 86% of the firms need help filling 
both craft and salaried professionals in the construction industry (AGC, 2022).

A significant portion of the workforce retiring creates a demand for a younger workforce and presents a 
difficult task to industry recruiters in fulfilling open jobs. Moreover, Millennials and Generation Z members 
do not view construction-related jobs as rewarding based on the perception that construction-related jobs 
are labour-intensive and the industry’s image is poor (Kim, Chang and Castro-Lacouture, 2020). This 
not only raises concerns about attracting workers but also retaining younger workers. In 2020, the U.S. 
construction industry experienced its highest annual quit rate, 27.8% (BLS, 2020). Since the retention rates 
are relatively low compared to other industry retention rates, retaining workers is a competitive advantage 
for construction-related industries as they would not have to train and develop new workers but be able to 
complete jobs more efficiently and economically (Chih, et al., 2016). However, to adequately retain workers, 
the industry must be knowledgeable of the workforce’s desires, including but not limited to attraction 
factors, retention factors, and workforce preferences. Therefore, the understanding of workforce retention has 
exponentially increased as a research topic within the past few years (Karakhan, Gambatese and Simmons, 
2020; Clarke and Herrmann, 2019; Gajjar, et al., 2022; Bigelow, et al., 2021; Perrenoud, et al., 2020).

Workforce perception in the roofing industry has only been documented for roofing contractors (Gajjar, 
et al., 2022). Workforce demographics were studied throughout the roofing industry by Delvinne, et al. 
(2020), though they did not consider job satisfaction or workforce retention. Other studies have been 
conducted that looked at job satisfaction in electric and drywall workers (Bigelow, et al., 2017), gender 
differences in attraction and retention (Perrenoud, 2020), and generational or age differences (Zaniboni, 
et al., 2016), but there has been no previous research regarding the perception of the professionals in the 
distribution sector of the roofing industry. Understanding workers within a specific trade is important in 
creating effective recruiting and retention strategies. Generalizations should not be made between industry 
sectors (Bigelow, et al., 2017).

This study explores a gap in the current body of knowledge to better understand the perception of 
professionals in the distribution sector of the roofing industry. It will also assist the distributing companies 
in understanding and developing other strategies to attract and retain professionals, especially those of 
younger generations, within the roofing distribution sector. The study analyses the current workforce by 
looking at their experience level, education, compensation, satisfaction, and attraction and retention factors 
and their correlation. Additionally, these findings are reviewed against generational preferences to identify 
where the sector is doing well and where they may want to focus more of their efforts in future recruitment 
programs.
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Literature review
The construction industry comprises multiple sectors, and the workforce shortages are more expansive 
than in one sector. Instead, they impact all aspects of the construction industry, including but not limited 
to general contractors, sub-contractors, manufacturing, and distributing. Distribution is an essential aspect 
of the construction industry since distributors are responsible for coordinating the procurement and 
sourcing of various construction materials between the manufacturers and the contractors. The material 
distribution sector accounts for one of the highest contributors in the construction industry, with 8% to 
12% value-added and profits of 13% to 17% in the construction industry (Andersson, et al., 2020). However, 
distributors could see their value to the construction industry diminish if they cannot sustain a workforce.

A challenge that the construction industry consistently faces is low productivity. Over the past few 
decades, global labour productivity in construction has only increased by 1% annually compared to 2.8% 
of the world economy and 3.6% for manufacturing (Barbosa, et al., 2017). A skilled workforce shortage 
is one of the many factors challenging the construction industry’s productivity growth (Hasan, et al., 
2018). Another identified area that affects construction productivity is other external factors (Dixit, and 
Sharma, 2020). One of the external factors to be assessed is the distribution industry and its correlation to 
construction production since supply chain management, or material distribution, is key to maintaining 
productivity.

DISTRIBUTOR WORKFORCE

One of the greatest evolutions to the distribution workforce is automation and technological advancements 
that reduce human workforce demand (Monroe, 2021). While this is a significant advancement, recruiting 
and retaining a human-based workforce for jobs that technology cannot replace is very important. Like the 
challenges mentioned above, the distribution sector must reevaluate the retention and attraction factors for a 
younger generation. Over the past few years, this distributor sector has seen significant workforce disruption, 
impacting the supply chain. This distribution workforce shortage is not expected to improve until at least 
2023 (Marcello, 2021). Therefore, distributors must start taking action to curb the effects of the workforce 
shortage on the overall construction industry supply chain.

Distributors put forward a product or service for the user who demands it. Therefore, the distribution 
industry significantly impacts market supply. If the consumer requires the product or service, the distributor 
must make it available in the market. With that said, distributors must demonstrate significant levels of 
commitment in their relationships with consumers and suppliers. Research has identified many levels of 
commitment needed between a distributor and their counterparts. However, practical commitment requires 
unity among all involved (Kim, and Frazier, 1997). One of the most effective ways to generate agreement 
is through the workforce. A company’s workforce should align with its goals and collaborate to achieve 
them (Bhadury, Mighty and Damar, 2000). However, this is difficult for distributors due to the industry’s 
workforce shortage.

This workforce shortage dates back to the mid-1970s, creating the need for legislative action. In 1977, 
the Tax Reduction and Simplification Act was passed to combat workforce shortages in many industries, 
including distribution. The new Jobs Tax Credit offers a tax credit for companies that increase employment 
by greater than two percent from the previous year (Bishop, 1981). While this provision might have 
increased the workforce at the time, it has yet to sustain workforce growth and development. As the demand 
for distribution operations grows, so does the need for a strong distribution workforce. More recently, 
between 1998 and 2005, this demand generated an employment growth of 22.23% (Andreoli, Goodchild 
and Vitasek, 2013).
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Distribution connects products and services to the end users and consumers via general and sub-
contractors. The distributor is the intermediary between the manufacturer and the consumer, thus creating 
the supply chain. Like many processes, the supply chain adapts new technology to increase output. However, 
technology output is comparable to the input level (Kersting, 2006). Therefore, technology has not entirely 
replaced human work, and a strong workforce is still in great demand. Even more critical, the supply chain 
is susceptible and significantly affects the economy. COVID-19 has demonstrated the supply chain’s impact 
on the overall economy. COVID-19 highlighted a weakness in supply chain sustainability (Sarkis, 2020). 
When faced with a disaster, the supply chain can no longer sustain itself. At its peak during the COVID-19 
pandemic, distribution companies fired more workers and exported less (Meier and Pinto, 2020). As the 
economy begins to reboot from the COVID-19 pandemic, there is a demand for workforce growth in 
all sectors. The shortage of workers in the distribution sector creates a domino effect on the construction 
industry because distributors cannot meet the industry’s demands. The need for more workers in distribution 
harms the delivery of products from the manufacturer to the consumer, thus creating budget and schedule 
overruns. Therefore, a strong workforce must be created to prevent more significant harm to industry 
success. To begin, a distribution company must first analyse the current professional’s perspective of the 
industry (Azeez, Gambatese and Hernandez, 2019). This includes but is not limited to perspective on job 
functions, satisfaction, and compensation (Bonilla, Gajjar and Sullivan, 2019). Given these factors influence 
industry attraction, they are essential to analyse to attract the younger workforce. Further, attention to detail 
in specific trades is more effective in recruiting and retention than a broader approach (Bigelow, et al., 2017).

GENERATION Z (GEN Z) – WORKFORCE PREFERENCES

The youngest generation entering the workforce is Generation Z (Gen Z). This generation comprises 
workers born during or after 1997 (Dimock, 2019) and those just starting to enter the current workforce. 
For any industry to successfully recruit this generation, it is important to understand their job preferences 
as they do not generally align with older generations that currently comprise most of the construction and 
distribution workforce.

One of the priorities documented in the literature that Gen Z looks for when choosing a career is 
the potential for work-life balance (Chan, et al., 2020; Metro, Harper and Bogus, 2021). This work-life 
balance plays a critical role in the workforce’s job satisfaction. Additionally, Gen Z emphasizes safety and 
organization effectiveness, fair rewards, resource adequacy, job tenure and promotion, and physical and 
mental health (Shan, et al., 2017).

Gen Z workers have been defined as self-reliant (Pichler, Kohli and Granitz, 2021) while also needing a 
community to bond with in a collaborative workplace (Maloni, Hiatt and Campbell, 2019). This generation 
identifies with a strong organizational structure and fears missing out, so working as part of a team can 
help combat that fear (Liu, et al., 2021). They are open to diversity and change, looking for a fast-paced, 
satisfying job that challenges their skills and grows them as an employee (Collisson, Eck and Harig, 2021). 
Growing up in a technologically savvy environment, they look for results in a fast-paced environment 
(Pichler, Kohli and Granitz, 2021). Lastly, having knowledge about different career opportunities linked 
with career growth has been identified as an attractor of Gen Z to an industry (Bigelow, et al., 2019).

JOB SATISFACTION

Job satisfaction has been linked to organizational commitment. When job satisfaction through employee 
engagement is high, there tends to be a higher commitment level to that organization (Kim, et al., 2017). 
In a tight labour market, when most industries are looking for the same group of people to fulfill labour 
shortages, the market is competitive, and once someone is hired, the preference is to keep them with the 
company. Understanding factors of satisfaction can help with retaining employees.
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Kian, et al. (2014) found job satisfaction and motivation to be among the most discussed topics in 
research when looking at organizational success factors. Motivation is summarized as having a similar 
meaning to drive, energize, and act with a worker’s desire to achieve something, thus being followed by the 
action to obtain the desire (Kian, et al., 2014). Job satisfaction is often explained as a “pleasurable emotional 
state” based on meeting one’s job’s values (Locke, 1976). Job satisfaction is also defined as the extent to 
which workers like or dislike their jobs (Spector, 1997).

Maslow (1970) observed a general pattern of recognition based on met needs and theorized that a person 
could not pursue the next higher need in the five-level hierarchy until the current need was satisfied. For 
example, the physiological need for shelter, food, and water must be met before a need for safety can be 
recognized. Maslow’s hierarchy has also been applied to job satisfaction theory because satisfaction occurs 
when one gets what they need, desire, want, expect, deserve, or deem to be entitled to (Thangaswamy and 
Thiyagaraj, 2017). As a person moves up, needs are met, and satisfaction is increased.

In contrast to Maslow’s theory, Herzberg, Mausner and Snyderman (1959) proposed a two-dimensional 
paradigm that affects people’s satisfaction with work by categorizing factors into motivators and hygiene. 
Herzberg argues that factors related to hygiene (e.g., company policies, working conditions, salary), when 
not present, can result in dissatisfaction, but when present, only lead to “neutrality” in satisfaction and do 
not result in motivation. The second dimension, a motivator (e.g., achievement, recognition, the work itself, 
responsibility), leads to satisfaction when they are present and conversely results in “neutrality” when they 
are not.

Several studies have argued that hygiene factors and motivators affect motivation and satisfaction. Yusoff, 
Kian and Rajah, (2013) identified hygiene factors as motivators for a younger generation of workers, while 
traditional motivators had more of a motivational response to older generations. Aziri (2011) supports that 
job satisfaction is based more on feelings and beliefs people hold about their work and that both hygiene 
factors and motivators raise motivation.

The Job Characteristics Model ( JCM) extends beyond Herzberg’s theory and looks more closely at the 
aspects of the work and how that affects satisfaction and motivation (Blanz, 2017). The JCM consists of 
five (5) job dimensions (i.e., skill variety, task identity, task significance, autonomy, and feedback). These 
dimensions prompt three psychological states (i.e., experienced meaningfulness of the work, experienced 
responsibility for the outcome of the work, and knowledge of the actual results of the work activity). Once 
prompted, the physiological states lead to personal and work outcomes (i.e., high internal work motivation, 
high-quality work performance, high satisfaction with the work, low absenteeism and turnover). Österberg 
and Rydstedt (2018) analysed a series of review studies that indicated partial support for the JCM while 
noting that the job dimensions more strongly influence the attitudinal variables (job satisfaction and work 
motivation) more than the behavioural outcomes.

WORKER ATTRACTION AND RETENTION FACTORS

Much of the job satisfaction theory and sub-factors that feed into them align with factors of worker 
retention. Overall, job satisfaction has also been documented as one of the reasons for employee retention 
and helps reduce stress, absenteeism, and burnout (Aletraris, 2010).

Employees are attracted to a particular career by several factors. First, a family business can majorly 
impact attraction (Bigelow, et al., 2017). Salary has been found to attract a worker to a specific employer 
but is not as big of a factor for worker satisfaction and retention, especially when job responsibilities, stress 
level, and work-life balance are affected (Sharma and Bajpai, 2011). Compensation, exciting work, good 
work-life balance, job security, and job variety help attract workers, especially younger generations, to an 
industry (Bonilla, Gajjar and Sullivan, 2019). Factors of attraction and retention include training and career 
growth opportunities within the company (Bigelow, et al., 2019; Goh and Okumus, 2020). Creating a 
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caring environment with a positive work culture has also been linked to retaining employees (Sedighi and 
Loosemore, 2012).

Prior studies have been done examining the workforce attraction and retention factors for electrical 
subcontractors (Bigelow, et al., 2021), management level of roofing contractors (Gajjar, Lucan and Davis, 
2022), drywall subcontractors (Bigelow, et al., 2019), and attracting women to the construction industry 
(Perrenoud, Bigelow and Perkins, 2020). However, Bigelow, et al. (2017) identified that it is vital to 
understand workers in a specific trade to create effective recruiting and retention strategies for any industry 
sub-group based on a study that found differences between drywall and electrical workers.

For the current research, it is important to understand what the current workforce identifies as satisfying 
about their job. These characteristics that help retain them in the industry can be examined against what 
Generation Z is looking for in a job and indicate the industry’s preparedness to recruit and retain the 
younger generation.

Methodology
This study was conducted in partnership with the Roofing Alliance and the National Roofing Contractors 
Association (NRCA), as shown in Figure 1.

� Respondent demographics (age, position, 
salary, etc.)

� Career path – positions held
� Worker satisfaction (Likert scale)
� Attraction/Retention factors (Likert scale)
� Recommendation to future professionals

Industry Advisory Committee
� Provide feedback
� Validate survey questions
� Provide additional topics

Phase 1: Study Framework

Survey Questionnaire Development

Conduct Literature Review
� Existing studies
� Workforce satisfaction 
� Attraction/retention factors

Phase 2: Data Collection

Electronic Survey

� Qualtrics

Distribu�on

� Roofing Alliance member 
companies

� NRCA member companies
� Referral invitations

Phase 3: Data Analysis

Benchmark Current 
Industry Practices

Phase 4: Findings

Recommendations 
for Recruitment 

Worker Satisfaction Ratings

Attraction and Retention 
Factors

Areas for Industry 
Improvement

Figure 1. Study Methodology

PHASE 1: STUDY FRAMEWORK

The professionals from the major companies within the Roofing Alliance and the NRCA served on an 
industry advisory committee for this research. The advisory committee provided feedback on developing the 
survey questionnaire and validated the study’s findings. Industry feedback and previously identified factors 
of employee satisfaction, attraction, retention, and workforce perception (Bigelow, et al., 2019; Bonilla, 
Gajjar and Sullivan, 2019; Chinyio, Suresh and Salisu, 2018; Zaniboni, et al., 2016; Gajjar, Lucas and Davis, 
2022) were used to design the survey questionnaire. The advisory committee reviewed and pilot-tested the 
questionnaire. The survey was edited based on the committee’s feedback before being disseminated to the 
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larger workforce. The researcher’s University Institutional Review Board reviewed and approved the protocol 
(IRB2023-0833) under exempt status before administering it.

The four main areas of the survey included:

 1.  Respondent Background – Basic demographic information of the respondent that included age, 
education, experience, and company location.

 2.  Job Position – Respondents were asked to provide information on their current position within the 
industry, position held, length of time at the position, salary, and benefits received.

 3.  Worker Satisfaction –Worker satisfaction with various aspects of their job and industry was gauged 
through Likert scale questions.

 4.  Attraction and Retention Factors – Select from a list of attraction and retention factors related to their 
choice of work in the roofing material distribution industry.

PHASE 2: DATA COLLECTION

A self-administered electronic survey was sent to the Roofing Alliance member companies within the 
roofing material distribution sector. The survey was administered through Qualtrics. Qualtrics allows for the 
distribution and analysis of survey findings. Additionally, features were used within Qualtrics to help ensure 
the validity of the survey results. These include examining flagged responses. With a response pool of over 
100 respondents, Qualtrics calculates the time to complete the survey and flags those responses that were 
completed in an abnormally short time. Additionally, allowing only one response per IP address minimized 
the chance for duplicate responses. Referral invitations were encouraged to reach the broadest possible 
population, so a response rate is difficult to calculate. Five hundred and eighty-six (586) respondents 
from across the United States completed the survey and were considered valid responses. The number of 
responses analysed for each section depended on the completeness of survey responses for those questions. 
For example, if a respondent failed to identify their age, their responses were removed from the age-based 
analysis.

The survey was organized into the following sections:

 1.  Part 1: Background Information: This section confirmed what sector of the industry the respondents 
worked in. Any response other than “Roofing Distributor” was removed from consideration and 
not included in the 586 respondents. Additionally, respondents were asked what state they worked 
in, the specialty sector of the industry, the geographical presence of the company they worked for, 
age, education, and time spent in the industry. Skip logic was used to allow for drilling down on the 
position. For instance, if “Management” were selected, typical management job titles were provided 
to choose from instead of those that would be sales or technical personnel. Additionally, the type of 
benefits offered by their employer and the ones they enrolled in were documented.

 2.  Part 2: Job Position: This section documented the current career status of the respondents and 
included the type of position they currently held, annual total salary, and length of time in the 
position. This information allowed for sorting respondents based on various factors to examine trends 
within the industry.

 3.  Part 3: Worker Satisfaction: Variables that other studies have identified as affecting worker 
satisfaction were listed. These include overall work being performed (nature of the work, etc.), 
work-life balance, benefits offered, affordability of benefits, job function, work impact/meaning 
to the greater good, a documented path for promotion (structure of career), career advancement 
opportunities being available, overall industry (image of, being a part of ), job security, and job 
variety/diversity.
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 4.  Part 4: Attraction and Retention Factors: The same factors that have been often associated with 
worker satisfaction play a role in attracting and retaining workers. The list was the same as from part 
three with the addition of a “Family Business,” meaning the family owned it or was involved in it, 
and “other.” The survey asked for what factors attracted the worker to the industry and then asked 
them to rank the selected factors. Similarly, the questions were rephrased to ask about what retains 
them.

PHASE 3: DATA ANALYSIS

The data were analysed using the following methods:

 1.  Descriptive statistics: Descriptive statistics were used to analyse the yearly compensation based on 
age, education, experience, and position. The satisfaction factors were analysed using a Likert scale 
from 1 (very dissatisfied) to 5 (very satisfied) for the key factors that impact the professionals in the 
roofing distribution sector. The count data model was utilized to analyse the attraction and retention 
factors for the professionals in the roofing distribution sector.

 2.  Quantitative statistical analysis: Two types of statistical tests were performed:
  a.  Kruskal-Wallis Test: A non-parametric test followed by a post hoc test was performed to 

determine if there are statistically significant differences between yearly compensation for 
different education levels, years of experience, and overall satisfaction.

  b.  Spearman Correlation Efficient (r-value): A non-parametric correlation efficient test was 
performed to describe the relationship between yearly compensation and overall worker 
satisfaction and yearly compensation and years of experience.

Results and findings

RESPONDENT DEMOGRAPHICS

Data for respondent demographics include age, education, experience, and position.

AGE

The respondents’ ages were categorized into 5-year increments, ranging from 21 to 60 years. The “60+” 
category accounts for all respondents over 60. Out of five-hundred-and-eighty-six (586) respondents, three-
hundred-and-six (306) responses were analysed when “age” was a variable. The remaining two-hundred-
and-eighty (280) respondents did not provide their age. Table 1 shows the age categories and details the 
number of respondents per category, corresponding percentage, and weighted average yearly compensation 
per age category.

Forty-five (45) was considered the halfway point of a professional’s career, so the 41-45 category was used 
as a mid-point for comparison. 48% of the total respondents were 45 or younger, compared to 52% above 
45. Respondents in the younger category reported a weighted average yearly compensation of $90,940, 
whereas respondents above 45 years of age reported $100,670, representing a 10.7% difference between the 
two populations. With the nature of the positions the respondents reported having, it is assumed they are 
salary or fixed hourly positions and not paid on rate of work (unit cost). Rate pay is rare for management 
and office-level positions in the distribution sector of the industry.
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EDUCATION

Respondents were analysed based on their highest level of education. Five hundred and sixty (560) 
responses were collected and analysed. Table 2 shows the respondents into different categories based on 
their education level, corresponding percentages, and weighted average yearly compensation for each 
category. 45% of the respondents had at least a four-year college degree or greater (bachelor’s or master’s) 
and 55% had less than a four-year college degree (some high school, some college, vocational training, high 
school graduate, and associate degree). The weighted average yearly compensation for respondents with a 
four-year college degree or greater was $109,893. The respondents who did not have a four-year college 
degree or greater identified a weighted average yearly salary as $80,097 representing a 27.1% decrease from 
those with a college degree. Apprenticeships or other on-the-job training that may provide a baseline for 
greater compensation were not measured.

Table 2. Education and Compensation

Education # of Respondents % of Respondents Weighted Average 
Yearly Compensation

Some High School 5 1% $82,000

Some College 140 25% $89,036

Vocational Training 15 3% $62,000

High School Graduate 96 17% $85,938

Associate Degree 53 9% $81,509

Bachelor’s Degree 209 37% $104,904

Master’s Degree 42 8% $114,881

Table 1. Age range and total respondents

Age Range # of Respondents % of Respondents Weighted Average 
Yearly Compensation

21-25 18 6% $66,667

26-30 22 7% $76,818

31-35 31 10% $87,258

36-40 35 11% $106,000

41-45 44 14% $117,955

46-50 41 13% $102,683

51-55 49 16% $93,571

56-60 31 10% $118,710

60+ 35 11% $87,714

Total 306 100% $95,264
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A Kruskal-Wallis Test was conducted to analyse if there are any significant differences in yearly 
compensation between different educational levels. The hypotheses tested for this test include:

   H0: The distribution of compensation is the same across categories of education.
   H.A.: The distribution of compensation is significantly different across categories of education.

The test revealed a significant difference between yearly compensation across education categories 
and hence rejected the null hypothesis, H(6) = 49.189, p = <0.001. The post hoc test indicated that yearly 
compensation for professionals with vocational training was significantly different when compared to 
professionals with high school diplomas (p = 0.023), some college credit (p = 0.009), bachelor’s degree (p 
< 0.001) and master’s degree (p < 0.001). Differences in yearly compensation were also found between 
professionals holding a bachelor’s or master’s degree and professionals holding an associate degree, high 
school diploma, and some college credit, p < 0.001. The results indicate that education does play a factor in 
yearly compensation.

Experience
Survey respondents provided the total number of years worked in the roofing industry. Years of experience 
were sorted into categories, each representing a five-year increment ranging from one to forty-one and 
greater. The study collected and analysed a total of five-hundred-and-forty-five (545) responses. Table 3 
breaks down respondents by experience range and provides the average compensation for each.

Table 3. Experience vs. Compensation

Experience Range # of Respondents % of Respondents Average 
Compensation

1 - 5 139 26% $76,727

6 - 10 78 14% $92,051

11 - 15 70 13% $104,929

16 - 20 71 13% $100,423

21 - 25 55 10% $106,545

26 - 30 48 9% $111,875

31 - 35 41 7% $104,878

36 - 40 30 5% $107,667

41 + 13 2% $95,385

Between 1-5 and 6-10 years of experience, there was a 16.6% increase in average compensation from 
$76,727 to $92,051. This increase was the highest among all the ranges. Average compensation peaks at 
its highest pay in the 26 – 30 range at $111,875. The minimum salary also increases with the increase in 
experience level.

A Kruskal-Wallis test was conducted to analyse if there are any significant differences in mean yearly 
compensation for different experience levels. The hypotheses tested for this test include:
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   H0: The distribution of yearly compensation is the same across categories of years of experience.
   H.A.: The distribution of yearly compensation is significantly different across categories of years of 

experience.

A statistically significant difference was found in the compensation distributions across categories of 
years of experience, H(7) = 53.396, p = <0.001. The post hoc test indicated that professionals in the 1 – 5 
experience range had a statistically significant difference in yearly compensation from professionals in every 
other experience range between 6 – 40, p < 0.001. A significant difference was also found between the yearly 
compensations of professionals in the 6-10 experience range and professionals in the 21-30 experience 
range, p = 0.008. Spearman’s rank correlation was computed to assess the relationship between years of 
experience and yearly compensation. There was a weak positive correlation between the two variables, 
r(543)=0.29, p<0.001 meaning the yearly compensation does tend to have some relationship with an 
increase in experience for the provided data (Akoglu, 2018).

Influence of education and experience on compensation

Within the construction industry, the years of experience and education alone and its correlation to 
compensation do not provide a complete analysis. Therefore, it is critical to simultaneously analyse the years 
of experience and education. Education level was classified into two categories: 4-year or more degree or less 
than a four-year degree. Next, the experience was categorized based on the respondents’ total years reported 
as working in the roofing distribution sector. Table 4 compares the education, average experience in years, 
and yearly compensation for both categories of respondents.

Table 4. Experience vs. Compensation

Education Level # of Respondents Average Experience 
(Yrs.)

Yearly compensation 
($)

Four-year or more 249 13.5 $106,988

Less than four-year 304 18.7 $85,855

The average experience for professionals with a four-year or more degree was five (5) years less than 
those that have less than a four-year degree. However, the professionals’ yearly compensation with a four-
year or more degree was $21,133 higher (19.8%) than those with less than a four-year degree. Therefore, 
professionals with a four-year or more degree had less experience, but higher yearly compensation 
compared to professionals with less than a four-year degree. Figure 2 represents the difference in the yearly 
compensation across different years of experience for four-year or more degrees compared to less than four-
year degrees.

A Kruskal-Wallis test was conducted to analyse if there are any significant differences between yearly 
compensation across different categories of years of experience, separately, for professionals having a 
four-year or more college degree and for professionals having a less than four-year college degree. For 
professionals with a four-year or more college degree, the test results revealed a significant difference in 
yearly compensation across categories of years of experience, H(7) = 44.085, p = <0.001. A post hoc test 
indicated that there was a significant difference between the yearly compensation of professionals in the 0 - 
5 years’ experience range and all other experience ranges from 6 - 35+, p < 0.001.

Similarly, for professionals with a less than four-year college degree, a significant difference was identified 
between yearly compensation across categories of years of experience, H(7) = 68.448, p = <0.001. A post 
hoc test identified that yearly compensation for professionals in the 0 – 5 years’ experience range once 
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again differed with yearly compensations of every other experience ranging from 6 – 35+, p < 0.001. Based 
on the results, it can be seen that both education and experience can affect the yearly compensation of 
professionals. For the entire work period, the yearly compensation for both groups increased with the years 
of experience. Interestingly, the yearly compensation for a four-year or more college degree was consistently 
higher than those with less than a four-year degree no matter how many years of experience a worker had.

POSITION

Survey respondents were asked to identify their career path with their current and all previous positions 
and the yearly compensation for each. The survey provided a list of nine (9) different positions for the 
respondent to select from, including executive (owner, president, VP, director), project manager/estimator, 
safety manager, sales manager, assistant project manager, project engineer, technician, and administrative 
staff with an additional option to write in a position. Table 5 shows the number of respondents per position, 
corresponding percentage (out of 519 total responses), average years of experience, and average weighted 
yearly compensation.

Respondents identifying as holding an executive position had seven (7) years on average more experience 
in the sector compared to the lower project manager/estimator. Furthermore, there was a significant 
difference of $78,192 in the average weighted yearly compensation between these two groups. In general, 
the yearly compensation increased with each position as expected.

ATTRACTION AND RETENTION FACTORS

The survey identified twelve (12) attraction and retention factors for respondents to select from that 
attracted them to the roofing material distribution sector of the industry. The advisory industry committee 
and previously published research were used to generate the list of attraction and retention factors (Bigelow, 
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Saseendran and Elliott, 2017; Bigelow, et al., 2019; Bonilla, Gajjar and Sullivan, 2018; Gajjar, Lucas and 
Davis, 2022). The respondents were asked to rank the factors to determine which had the most influence 
on them joining this industry sector. Understanding what attracts current employees to the industry helps 

Table 5. Respondents by Position

Position Type # of 
Respondents

% of 
Respondents

Average 
Experience

Average 
Weighted Yearly 
Compensation

Executive 40 8% 20.6 $150,500

Project Manager / 
Estimator

26 5% 13.4 $72,308

Safety Manager 11 2% 16.6 $73,182

Sales Manager 188 36% 18.4 $99,548

Administrative 
Staff

46 9% 9.7 $66,304

Other 
Management

208 40% 15.3 $94,495

Table 6. Ranked Attraction/Retention Factors

Attraction Factors Total 
Selected

% Selected Retention Factors Total 
Selected

% Selected

Overall Work 214 37% Yearly Compensation 297 51%

Yearly Compensation 182 31% Overall Work 242 41%

Career Advancement 
Opportunities

162 28% Work-Life Balance 180 31%

Job Function 154 26% Benefits Offered 174 30%

Job Security 135 23% Career Advancement 
Opportunities

168 29%

Benefits Offered 122 21% Job Function 150 26%

Defined Promotion 
Path / Structure

119 20% Job Security 149 25%

Work-Life Balance 117 20% Defined Promotion 
Path / Structure

129 22%

Job Variety / Diversity 108 18% Work impact 121 21%

Work impact 97 17% Job Variety / Diversity 108 18%

Family Business 81 14% Affordability of 
Benefits

98 17%

Affordability of 
Benefits

64 11% Family Business 39 7%
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companies understand attractive and not-as-attractive characteristics of the work. Additionally, matching 
these with current generational preferences from literature can help determine what characteristics of the 
work to highlight in recruiting material, as well as identifying if there are characteristics that do not align 
that might need to be addressed with revised business practices. Table 6 shows the respondents’ top-rated 
factors for both attraction and retention to the industry.

Overall type of work and experience, yearly compensation, and career advancement opportunities within 
the industry were the top three attraction factors. Affordability of benefits, roofing distribution being a 
family business, and work impact (or significance of the work) were the bottom three attraction factors. The 
top three retention factors were yearly compensation, overall work, and work-life balance. Family business, 
affordability of benefits, and job variety/diversity were the least three retention factors. Work-life balance 
was rated low as the attraction factor but was ranked highest in the retention factor.

BENEFITS ANALYSIS

The affordability of benefits was ranked lowest by the respondents as both the attraction and retention 
factor. Respondents were asked to identify the benefits offered by their company and the benefits they were 
enrolled in. The survey provided twelve (12) common types of benefits companies offer, as identified by the 
industry advisory committee. If a benefit was excluded from the survey, the respondent can write in the 
benefit. Five-hundred and fifty-six (556) responses were collected and analysed. Figure 3 shows the survey 
response percentages for benefits offered and benefits enrolled.
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Figure 3. Benefits Offered / Enrolled

The top three benefits offered by the roofing distributor companies were health insurance (83%), dental 
insurance (81%), and vision insurance (80%). 92% and 83% of the respondents were enrolled in retirement 
benefits and health insurance plans when their company offered this benefit. It is important that companies 
provide benefit packages to increase employee attraction and retention. Overall, most of the roofing 
distributors offered decent benefits packages, and there was a higher percentage of enrolment in these basic 
benefits of retirement, health insurance, life insurance, dental, and vision insurance.

SATISFACTION FACTORS

To gain a deeper understanding of the distributor professional’s perspective regarding the industry, 
respondents rated specific satisfaction factors. The questions were phrased with a lead-in of “How satisfied 
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are you with…” A Likert Scale of 1 to 5 (1 – Very Dissatisfied; 5 – Very Satisfied) was used for the 
measurement. Five hundred and fifty-five (555) responses were collected and analysed. Figure 4 shows a bar 
chart based on the data from survey respondents. The graph shows the positive versus negative favourability 
distribution for each topic area. A “neutral” response of three on the Likert scale is indicated as 0% on the 
favourability distribution scale, whereas a “very satisfied” response of five would be 100%. The weighted 
mean is also indicated.

Figure 4. Satisfaction Rating

Researchers analysed respondents’ satisfaction with the above factors based on the weighted mean 
satisfaction. The top three satisfaction factors were benefits offered, overall work, and job function based 
on the weighted mean. No factor was overly negative, and all had a weighted mean over “neutral.” The 
bottom three satisfaction factors were work-life balance, promotion path/structure, and career advancement 
opportunities. This provides the roofing distributors with the factors that need to be focused on to improve 
further attraction and retention of roofing professionals in the distribution industry.

OVERALL SATISFACTION VS. YEARLY COMPENSATION

In the construction industry, there is a common assumption that an increase in yearly compensation is 
directly related to the rise in employee satisfaction. However, the study compared the average overall 
satisfaction to yearly compensation for the collected data to understand if this assumption is true. Figure 5 
displays a scatter plot that graphs the respondents’ overall satisfaction and yearly compensation data.

Spearman’s rank correlation was computed to assess the relationship between yearly compensation and 
overall satisfaction. The two variables had a weak positive correlation, r(547)=0.24, p<0.001. The test suggests 
a weak positive relationship between overall satisfaction and yearly compensation. This is demonstrated 
graphically by seeing a gradual increase in satisfaction as compensation increases. There is an unusual 
drop in satisfaction in the compensation range of $80,000 - $90,000. Anecdotally, job responsibilities and 
stress related to a different position in the company may influence this drop. When asked regarding the 
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recommendation for others considering a career in the roofing distribution sector, eighty-five percent (85%) 
of respondents said they would highly recommend working in this industry sector.

Discussion
Though not the focus of the study, information pertaining to the value of education in terms of how it 
affects overall compensation was examined. On average, those with four or more years of college made close 
to 20% more in annual salary than those with less than four years of college throughout their work career. 
On average, this equates to approximately $20,000 per year. Over a 40-year career, someone with a four-
year degree or more could make over $800,0000 more than someone without. This aligns with Lobo and 
Burke-Smalley (2017), who identified that those with a four-year degree maintain higher compensation and 
higher salary growth than those who do not, and Kantrowitz (2007), who identified a significant return on 
investment for a four-year college education. This does not account for the fact that those with a four-year 
degree are likely to obtain a higher-level position earlier in their career, which could influence the lifetime 
salary to be significantly higher than those without a college degree. Salary and compensation are also a 
factor for job satisfaction and worker retention.

Overall work, yearly compensation, and career advancement opportunities were identified as the top three 
factors identified by the respondents as attracting them to the industry. The fact that people find the work 
satisfying and overall work meaningful works well for recruiting Gen Z workers as they desire fulfilling 
work (Ozkan and Solmaz, 2015; Chillakuri and Mahanandia, 2018). Additionally, they desire a career that 
has a visible path for promotion (Goh and Okumus, 2020), so having career advancement opportunities is a 
strength for the industry sector when it comes to recruiting Gen Z.

Yearly compensation, overall work, and work-life balance were identified as the top three reasons for 
respondents to stay in the distributor sector of the industry. As mentioned, overall work and the value of 
work is important to Gen Z. Another thing Gen Z looks for is work-life balance (Hampton and Welsh, 
2019). Affordability of benefits was not listed high as an attraction or retention factor, however received 
a high rating of satisfaction. This is important since the younger generation desires good and affordable 
benefits (Hampton and Welsh, 2019).

Overall, in terms of satisfaction with the job, respondents currently working in the industry either agreed 
or strongly agreed. The factors of job security, good compensation, interesting work, good work-life balance, 
and job variety have been identified as important to Gen Z workers (Lanier, 2017; Hampton and Welsh, 
2019). It is important to understand that just because current workers are satisfied with these individual 
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factors does not mean that the Gen Z workers will be satisfied as they have different work preferences, 
however, understanding and having an awareness of what current professionals are feeling can help develop 
tools to better prepare the next generation (Azeez, Gambatese and Hernandez, 2019; Srour, Haas and 
Borcherding, 2006). The industry must understand the factors of career fulfillment in order to attract young 
talent into the industry (Bonilla, Gajjar and Sullivan, 2019).

Research limitations
One of the research limitations is the respondents. As shown in the demographics, very few younger-
generation workers were included in the responses. This is also representative of the current industry since 
Gen Z workers are just starting to enter the workforce. Because of this, Gen Z workers were not isolated 
and examined for their preferences. Instead, their preferences and characteristics are identified in other 
literature and matched to the industry. It is possible that due to their generational perspectives they would 
have different views in where the industry is doing well and where it needs improvement, however the 
response pool did not allow for a generational analysis due to the lower number of respondents who would 
qualify as “Gen Z.”

Additionally, the means at which responses were solicited whereby partnering with the National Roofing 
Contractors Association (NRCA) and having them send out invitations to their membership. Though 
they are a national organization with national reach, it is possible that there are subpopulations that were 
not included in the representative sample. The responses were disproportionate from executive office and 
management staff and no technicians were included in the responses. Technicians, transportation and 
logistics, and warehouse staff may have different responses to the survey than those who responded.

Conclusion
The main objective of this study was to identify and analyse workforce data to benchmark the roofing 
industry in terms of employee satisfaction, attraction, and retention. The findings can allow distributor 
companies to create an attractive company culture to strengthen their workforce recruiting and retention 
efforts. A roofing industry-wide survey was drafted and delivered to roofing professionals. For this research, 
five-hundred-and-sixty roofing distributor professionals responded to the survey. The importance of this 
study lies in the ability of distributor companies to understand areas they are doing well in and identify 
areas that need to be improved. They can also incorporate the findings in developing recruitment material 
for new employees. This can allow the distributor companies to design specific programs that fit their 
needs. By taking into consideration areas of alignment and gaps between current characteristics of work 
and generational preferences, companies can customize their recruiting material to best attract the next 
generation of workers.

In this study, yearly compensation correlates to overall satisfaction. Therefore, the roofing distributor 
companies should maintain competitive salaries. Additionally, distributor companies should re-address their 
promotion path/structure and career advancement opportunities, as discussed earlier. Both factors received 
low satisfaction ratings from current employees. The future generations of the workforce are attracted to 
companies that can provide a clear career path and advancement. The distribution industry performs well 
in benefits offered, overall work, job function, and affordability of benefits. However, there is a need for 
further development in work-life balance, promotion path/structure, career advancement opportunities, and 
job variety/diversity. To remain competitive and strengthen their workforce, it is recommended that roofing 
distributor companies focus on this area of opportunity.

With the growing challenge of labour shortages throughout this and other industries, future workers 
have the upper hand when it comes to selecting a career, which makes it necessary for the roofing material 
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distributors to understand what they are good at and where they should look to change. The workforce will 
not change their perception of the industry on their own; the industry must make the changes to better 
align with the worker’s preferences. The good news for roofing material distributors is that, according to the 
results found in this study, they are very strong in many aspects of attraction and retention for the current 
workforce. However, there needs to be a better understanding of how they can relate to the future workers 
they are competing to attract – Generation Z – those just now starting to enter the workforce.

Future research will contain a deeper exploration into how industry practices may need to change to 
better attract and align with the next generation of workers. It will also involve examining differences 
between the satisfactions of different generation groups currently within the workforce (e.g., Boomer 
vs. Generation X vs. Millennial). The current and future analysis findings will serve as a benchmark for 
companies working within this industry sector to examine their practices and potentially identify needed 
changes to grow and sustain their workforce.
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